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Introduction: As a common phenomenon of workplace negative gossip in organizations, how it affects employees’ work engagement is not yet clear, nor what methods can be used to mitigate its negative impact on employees’ work engagement.

Methods: Based on Conservation of Resource Theory, this study obtained 334 valid employee samples from mainland China enterprises through a three-time lagged research design and explored the mechanism of negative workplace gossip on work engagement from the dual perspectives of employees and supervisors.

Results: The results show that: (1) Negative workplace gossip negatively affects employee work engagement. (2) Professional commitment plays a mediating role between negative workplace gossip and employee work engagement. (3) Employee mindfulness negatively moderates the negative impact of workplace negative gossip on professional commitment; superior trust negatively moderates the negative impact of workplace negative gossip on professional commitment. (4) Employee mindfulness and superior trust are further weakened to moderate the negative indirect impact of workplace negative gossip on employee work engagement through professional commitment, and this negative indirect impact is weaker when employees have a higher degree of mindfulness and higher trust in superiors.

Discussion: It proposes effective strategies for managing workplace gossip to harness its positive influence and offer practical guidance to enhance employee work engagement.
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1 Introduction

In the context of economic globalization, a complex and volatile market environment, and the rapid advancement of science and technology, an increasing number of organizations recognize that their employees are the source of their fundamental competitiveness (1). Whether employees can actively and proactively engage in work is crucial to the development of the organization. Employees are more energetic and fully committed to work, dare to accept work challenges and not give up easily, and achieve better performance for the organization and individuals (2). Work engagement is the key link connecting work factors and work performance, and it is a crucial strategy used by businesses to obtain a competitive edge (3). Therefore, enhancing workers’ work engagement is crucial for both the organization’s and the workers’ personal growth (4).

At the same time, with the intensification of workplace competition, the problem of workplace violence has also intensified, and scholars and managers have become more and more interested in the “dark side” of organizational behavior (5, 6). In the context of Chinese organizations, influenced by traditional culture and implicit personal characteristics, workplace violence mostly occurs in the form of workplace gossip (7). Gossip is ubiquitous. In daily life, people often hear, participate in or spread other people’s gossip intentionally or unintentionally, and use it as an important way to obtain information, vent emotions and maintain relationships (8). In the specific social situation of the workplace, positive and negative gossip can be distinguished in the workplace, with the latter’s prevalence and worry rates being of more concern (9–11). Negative workplace gossip is an informal communication phenomenon that negatively evaluates an absent member (12). At present, most of the research studies and measures negative gossip in the workplace from the perspective of gossip goal perception, and explores the results of negative gossip in the workplace (13). Research has indicated that unfavorable rumors in the workplace have an adverse effect on workers’ behavior at work (14), and adversely impacts the organization’s performance. On the one hand, it will cause trouble to employees, and on the other hand, it will not be conducive to creating a good working atmosphere, which will adversely affect the performance of employees and the organization.

With the improvement of material living standards and the background of organizations advocating “people-oriented” humanized management, it is imperative to allocate increased focus towards the psychological well-being of employees (15). Work engagement is a positive, proactive, and energetic work state (16). The state of positive work engagement has a significant impact on employees’ proactive behavior and work performance. It enables them to effectively navigate the complex and dynamic working environment, thereby maintaining their competitiveness (2, 17). This study follows the trend of paying attention to employees’ mental health, combines negative gossip in the workplace with employees’ work engagement, and explores how negative workplace gossip affects employees’ work engagement in the context of common and frequent adverse interpersonal relationship situations and negative events within the organization. Simultaneously, this study takes the gossiped employees as the object and explores whether there are intervention methods to alleviate the impact mechanism of negative workplace gossip on employees’ work engagement. From the dual perspectives of employees’ own mindfulness and superior trust, this paper tries to clarify the function and mechanism of negative gossip in the workplace affecting professional commitment, which again affects employees’ work engagement.

In the context of workplace stressors, negative gossip can be fundamentally perceived as a potential threat to resource depletion (18). Grounded in the Conservation of Resources Theory, individuals inherently strive to acquire, preserve, and safeguard their personal resources. In cases where one’s resources are diminished and not easily replenished, individuals may resort to reducing resources to safeguard what remains (19). Consequently, as per the Conservation of Resources Theory, negative workplace gossip can lead to the depletion of an employee’s personal resources, thereby impacting their commitment and engagement in their work (20). At the same time, negative workplace gossip will destroy the emotional bond between employees and the organization, affect employees’ judgment of the organization, reduce professional commitment, and thus reduce their commitment to work (21). Although negative gossip in the workplace contributes to employees’ negative emotions and experiences, its effect is also influenced by several factors (22). Most of the existing studies on the volatilization effect of negative gossip in the workplace focus on the single-factor adjustment at the team or individual level (10, 11), which fails to comprehensively consider the synergistic influence of external and internal resources from the perspective of the integration of employees and superiors. Therefore, this study will introduce superior trust as an external resource and employee mindfulness as an internal resource, and comprehensively investigate the influence of the moderating effect (22). In order to make up for the shortcomings of existing studies, from the perspective of employees and leaders, this paper explores the moderating effects of superiors’ trust and employees’ mindfulness on workplace negative gossip and work engagement.

In summary, this study examines the impact and mechanisms of negative workplace gossip on employees’ work engagement, drawing on the Conservation of Resources Theory and considering the perspectives of both employees and their superiors. Initially, the study seeks to ascertain the impact of negative workplace gossip on employees’ level of work engagement, thereby contributing to a more comprehensive understanding of the consequences associated with negative workplace gossip. Furthermore, in conjunction with the conservation of resources theory, professional commitment serves as the mediating variable in examining the mediating role between negative gossip and work engagement. In this study, we aim to examine the moderating role of employee mindfulness and superior trust from the perspective of employees and leaders. Specifically, we will investigate how these two variables influence the relationship between negative workplace gossip and career commitment, focusing on their inhibitory effect. This study presents a moderated mediation model that aims to elucidate the impact mechanism of workplace negative gossip on employee work engagement within Chinese organizations. The model integrates both mediation and moderation effects, with the objective of providing guidance and inspiration for management practices in this context.



2 Hypothesis development


2.1 The relationship between negative workplace gossip and work engagement

Work engagement is a constructive and gratifying condition at work distinguished by three fundamental attributes: energy, dedication and focus (2). Work engagement means that individuals can maintain a high degree of physiological involvement in work and maintain a high degree of cognitive arousal. The necessary prerequisite for this is sufficient emotional and psychological resources (23). According to the conservation of resources theory, individuals exhibit a proclivity to uphold, safeguard, and obtain resources (24), and the loss of resources will lead to negative behaviors of employees (19). Specifically, negative gossip in the workplace makes employees feel isolated, worsens the interpersonal relationship among employees (8, 25), and increases the uncertainty and instability of work tasks (26), leading to serious depletion of employees’ emotional and psychological resources (27). The depletion of emotional and psychological resources has a detrimental impact on employee enthusiasm and dedication, posing challenges for employees in fully engaging with their work. In addition, negative gossip makes relevant employees unable to feel the importance and support of the organization and other members, thus losing enough energy to devote themselves to work (28). Secondly, the conservation of resources theory is that when individual resources are depleted, it will trigger a series of subsequent resource protection responses (19). Negative gossip in the workplace damages the personal reputation and image of employees, causing anxiety and negative emotions, consuming employees’ psychological resources, and making it difficult for employees to allocate more resources to work (29). At the same time, employees who are troubled by negative gossip in the workplace not only need to spend extra resources to trace and clarify the gossip information, but also be careful to avoid the spread of a new round of gossip, try to avoid dealing with interpersonal relationships and teamwork, and it is difficult to devote themselves to work (30). Finally, the presence of negative gossip within a professional setting has the potential to foster a sense of mutual distrust among employees, consequently leading to a negative emotional encounter for said employees (7), gossip can also easily lead to the loss of employees’ reputation, and cause the negative emotions of the gossip to expand (13), it is difficult to maintain a positive mental state, and it is difficult to engage in work satisfactorily. Therefore, this study proposes Hypothesis 1:


H1: Negative workplace gossip has a negative impact on employees’ work engagement.
 



2.2 Professional commitment as a mediator

Professional commitment reflects the degree of employee identification, commitment, and emotional attachment to the organization (31). Generally speaking, employees with high professional commitment are more identified with organizational goals, will take the initiative to make their own contributions to the organization, and actively devote themselves to work (32). Secondly, according to the social identity theory (33), the increase in employees’ identification with the organization will intensify the employees’ sense of belonging to the organization, their sense of identity and responsibility will be significantly enhanced, and eventually they will show more positive states and behaviors (34). Employees with high professional commitment are motivated by positive emotions, willing to fulfil organizational role expectations and put in extra work effort (35), and inject full personal cognitive, emotional, and physical commitment into their work (17). Thirdly, when the employee’s professional commitment reaches a certain intensity, the employee may actively engage in work and take active work behaviors in order to express their sincerity to the organization. Finally, Macey and Schneider (36) believed that the concept of work engagement contains emotional connotations, and proposed that professional commitment is an effective predictor of work engagement in achieving organizational goals (36).

Negative workplace gossip causes interpersonal stress, which drains emotional and psychological resources and lowers employees’ identification and investment in the company (37). According to the conservation of resources theory, when resources are reduced or threatened, individuals will become tense and exhausted, triggering uneasy interpersonal interactions and hindering the formation of professional commitment to the organization (27). First of all, employees who are subjected to negative gossip within the workplace are required to invest significant amounts of time and energy in order to effectively process and assimilate the adverse consequences resulting from such gossip (19). Due to the lack of psychological and emotional resources, employees cannot generate a professional commitment to the organization. Secondly, when employees perceive being attacked by gossip, they will greatly reduce their sense of obligation and responsibility to the organization (28), consuming their own professional commitment to the organization. Thirdly, employees suffer from negative gossip in informal communication, the need for emotional communication cannot be met, it is difficult to maintain emotional communication between employees and the organization, and it is difficult to form professional commitment (38). Finally, interpersonal emotional connection and psychological identity are clearly reflected in the organization. Negative gossip in the workplace causes emotional connection to be unsmooth (39). Emotional alienation intensifies (9–11), resulting in employees having difficulty attaching to and belonging to the organization’s professional commitment.

Therefore, based on the conservation of resources theory, this study believes that negative gossip in the workplace can make individuals fall into an unfriendly, unsafe, defensive and suspicious working climate, and employees are difficult to identify with and rely on the organization, and their career commitment is greatly reduced, resulting in employees’ inability to engage in work (14). At the same time, victims of gossip are affected by external negative influences such as personal image, reputation or career, and consume a large amount of their own resources, resulting in a sense of disappointment towards the organization, a decrease in the organization’s sense of identity and commitment, and an inability to work (40). Finally, the negative attributes of negative gossip in the workplace tend to lower the value standard and cause uneasy interpersonal interaction, resulting in a decline in employees’ attachment to the organization (41), and prompting employees to make negative perceptions and evaluations of the organization (42). These negative evaluations and experiences hinder the formation of employees’ identity and fulfilment of career commitments, consume their own emotional and psychological resources, and have a detrimental impact on employees’ work engagement (43). Therefore, this study proposes Hypothesis 2:


H2: Professional commitment mediates negative workplace gossip and work engagement.
 



2.3 Mindfulness as a moderator

Mindfulness is the quality of being conscious, non-judgemental, and focused on the present moment with openness and acceptance (44). As a positive personal trait, mindfulness not only has a positive and direct impact on the individual’s cognitive function, emotion regulation, and adaptive behavior, but also buffers the adverse effects of external risks (45). The Mindful Coping Model also believes that when individuals with high mindfulness face stressful events, they will make positive cognitive evaluations and re-evaluate stressful events, thereby reducing the negative impact of stress (46). Negative gossip in the workplace is regarded as a stressful situation, resulting in the loss of employees’ psychological and emotional resources, disapproval of the organization and team, and reduced professional commitment. In this negative gossip organization, employees use their own positive mindfulness traits to deal with the negative impact of stressful events; by adjusting their attitudes, they actively re-evaluate and define gossip events, reduce the impact of negative gossip, and maintain positive professional commitments (47).

First, individuals with high levels of mindfulness tend to interpret internal thoughts simply as mental events, weakening the need for external social approval (48). Furthermore, employees with high levels of mindfulness are less affected by external situations and are more inclined to consider themselves to completing work tasks (49). Therefore, employees with high mindfulness are less affected by negative gossip, which will also alleviate the impact of negative gossip on employees’ career commitment. Second, mindfulness can encourage individuals to pay attention to uncertainty and negative experiences with an open and accepting attitude (50). Correspondingly, the higher the level of mindfulness of employees, the higher the tolerance to uncertainty and the lower the occurrence of emotional problems (51). Employees with high mindfulness judge negative gossip events in the workplace with an open and accepting attitude, and alleviate the negative emotions and behaviors caused by negative gossip. Finally, employees with high levels of mindfulness have higher emotional regulation and self-acceptance, and can increase their psychological capital to cope with stress (52). When encountering negative gossip and stressful events in the workplace, employees with high levels of mindfulness are more likely to improve their mental health, regulate their emotions and tolerance, and maintain a positive emotional commitment to the organization. Therefore, this study proposes Hypothesis 3:


H3: Mindfulness negatively moderates the negative relationship between negative workplace gossip and professional commitment. The higher the level of employee mindfulness, the weaker the negative relationship between negative workplace gossip and professional commitment; otherwise, the stronger the relationship.
 



2.4 Superior trust as a moderator

The conservation of resources theory points out that the impact of resource acquisition and resource loss on individuals will show different effects due to the difference in individual initial resources (53). Negative gossip in the workplace, as a kind of interpersonal pressure, causes the loss of employees’ psychological and emotional resources and affects employees’ professional commitment. At the same time, in the context of Chinese organizations, superiors play a very important role. Since the structure of Chinese enterprises is not flat enough, the relationship between most employees and organizations is defined by the specific relationship with their superiors (54, 55). Therefore, it is necessary to clarify the impact of superiors as an external resource on the relationship between negative workplace gossip and professional commitment, and it is more in line with the actual situation of the organization.

Perceived superior trust refers to employees’ perception of superiors’ positive expectations of themselves and their willingness to take risks (56). In real work, superior leaders tend to have a lot of resources, and individuals’ perceived trust in superiors can not only obtain additional psychological resources, but also be supplemented by other work resources (57). Meanwhile, Employees who perceive trust from their superiors can supplement individual energy with relational energy (58). Therefore, the perceived trust of superiors can effectively measure the difference in initial resources, and may play a moderating role in the impact of negative gossip in the workplace on occupational commitment. Employees with higher levels of perceived trust are more psychologically resilient (59). This implies that individuals possess greater psychological capacities, enabling them to effectively manage adverse workplace rumors with composure, thereby minimising the detrimental impact of such rumors on employees’ dedication to their professional roles. On the contrary, employees with a low level of perceived trust from their superiors may pay more attention to negative workplace gossip related to themselves, pay more attention to the loss of resources caused by negative gossip, and undermine their own organizational identity and professional commitment (9–11). Furthermore, employees with a lower perceived level of trust from their superiors may devote more time and energy to understanding the sources of negative gossip (27), which leads to further resource damage, and thus the negative impact of negative gossip in the workplace on professional commitment becomes more intense. Therefore, hypothesis 4 is proposed:


H4: Perceived superior trust negatively moderates the negative relationship between workplace negative gossip and professional commitment. When employees perceive higher superior trust, the weaker the negative relationship between negative workplace gossip and professional commitment; otherwise, the stronger the relationship.
 



2.5 Mediation model with moderation

This study presents a moderated mediation model by incorporating the mediating effect of Hypothesis 2 and the moderating effects of Hypothesis 3 and Hypothesis 4. Employees are exposed to negative gossip in the workplace, which affects their professional commitment and makes it difficult to engage at work. Specifically, employees’ professional commitment plays a mediating role between workplace negative gossip and work engagement, but the mediating effect is influenced by employees’ own mindfulness and superiors’ trust. When employees have a higher level of mindfulness and perceive higher trust from superiors, the negative effects of workplace gossip on employees’ professional commitment and job engagement can be alleviated. Therefore, hypothesis 5 is proposed:


H5: Both employee mindfulness and perceived superior trust negatively moderate the indirect effect of workplace negative gossip on work engagement through professional commitment. When employees have a higher level of mindfulness and perceived higher superior trust, this indirect effect is weaker; on the contrary, this indirect effect is stronger.
 

Based on the above theoretical hypotheses, this proposed research model is shown in Figure 1.

[image: Figure 1]

FIGURE 1
 Proposed research model.





3 Research methods


3.1 Research subjects and collection procedures

In this study, a questionnaire survey was used to obtain data, and all questionnaires are pencil self-supporting reports. The data samples come from Beijing, Shanghai, Jiangsu, Zhejiang and other places, involving sales, marketing, finance, management and information technology departments. In order to prevent the influence of common method bias, the research time of longitudinal tracking was adopted in this study, and questionnaires were distributed in three time periods, with a time break of 1 month. Before commencing the formal investigation, our research team established an investigation group consisting of both MBA and DBA students, many of whom possess extensive executive experience. Additionally, we communicated with and provided clarification to the employees and supervisors who were participating in our study. We emphasized to all participants that there were no right or wrong answers and assured them of the anonymity and confidentiality of the questionnaires. Simultaneously, the participants were duly notified prior to the commencement of the formal inquiry that their involvement was exclusively intended for the purposes of this scholarly investigation. Finally, this project that collected the data from questionnaires was approved by the Institutional Review Board of the Peking University. An Ethic Issue Form offered by Peking University was signed and submitted to promise this article’s authenticity and compliance with academic ethics.

A total of 400 employees were invited to complete this study. In the first stage, employees fill out Questionnaire 1 to investigate negative workplace gossip; In the second stage, employees fill out Questionnaire 2 to investigate mindfulness, perceived superior trust, and professional commitment; in the third stage, employees’ work engagement is investigated. After the survey and research were completed, the last 4 digits of the mobile phone numbers of the employees were used as the matching basis for the three questionnaires, and invalid questionnaires that were omitted or wrongly filled were eliminated. Finally, this research obtained 334 valid questionnaires from mainland Chinese employees. The effective recovery rate was 83.5%. All samples are filled in by employees. The specific departments to which employees belong are as follows: 220 people are in the sales department; 39 people are in the marketing department; 32 people are in the finance department; 21 people are in the management department; 22 people are in the information technology department. In this valid questionnaire, there are a total of 190 male employees, accounting for 56.9% of the questionnaire survey; a total of 144 female employees, accounting for 43.1% of the questionnaire survey. There are 143 people with a college degree or below, accounting for 42.8%, 71 people with college degrees, accounting for 21.3%, and 120 people with college degrees or above, accounting for 35.9%. The average age is 30.90 years old. The average working week is 51.89 h.



3.2 Measuring tools

To ascertain the questionnaire’s reliability and validity, this investigation utilises established, mature scales. Prior to the survey, the English scale underwent a translation process that adhered to the standard procedure for translation and back-translation (60). The questionnaire-issuing team conducted multiple rounds of proofreading to ensure that the translated scale into Chinese was accurate. The entire study employed a 5-point Likert scale, with responses ranging from “strongly disagree” to “strongly agree” (as indicated on the questionnaire).


3.2.1 Negative workplace gossip

Using the workplace gossip scale developed by Brady et al. (37), since this study only focuses on negative gossip, relevant items in this part are selected, a total of 10 items. Examples of questions include: “Have you talked about your boss’s conversations in the workplace. These conversations took place when your boss was not present or could not hear the conversation. When talking with colleagues, you have questioned your boss’s ability” and “Talk about a colleague’s conversation in a workplace context where your colleague is not physically present or able to hear the conversation, or criticize another colleague during a conversation.” The alpha reliability of the scale is 0.95.



3.2.2 Professional commitment

The professional commitment scale developed by Suddaby et al. (61) was used, with a total of 7 items. Example questions include: “When I work, I identify with my job role” and “This work is now an important part of my career.” The alpha reliability of the scale is 0.93.



3.2.3 Mindfulness

The mindfulness scale developed by Zheng et al. (62) was used, with a total of 18 items. Example questions such as: “When I am at work, my attention is entirely on work” and “I accept my unpleasant experiences at work.” The alpha reliability of the scale is 0.88.



3.2.4 Superior trust

Using the scale developed by Lau et al. (63) according to the context of Chinese organizations, there are a total of 4 items. Example questions include: “Supervisors often assign important tasks to me” and “Supervisors were willing to rely on [their employees’] work-related judgments.” The alpha reliability of the scale is 0.85.



3.2.5 Work engagement

The Work Engagement Scale developed by Rich et al. (16) includes three dimensions: emotion, cognition and physiology, with a total of 18 items. Example questions such as: “I work with intensity on my job” and “At work, my mind is focused on my job.” The alpha reliability of the scale is 0.92.



3.2.6 Control variables

According to previous research, it has been found that the gender, age, and education level of employees will affect work engagement (64). At the same time, it was found that employees’ weekly working hours have different effects on work engagement (65, 66). Therefore, in order to verify the model more accurately, this study uses gender, age, education and weekly working hours as control variables.




3.3 Data analysis

This study used SPSS 25.0 for Harman’s one-way test, descriptive statistics, correlation analysis and multiple regression analysis, and Amos 22.0 was used for confirmatory factor analysis. When testing the mediating effect, this study uses the three-step method of Baron and Kenny (67) combined with the Bootstrap technique (using the PROCESS program-Model 4) (68) to estimate the confidence interval of the mediating effect. When testing moderated mediation, this study is based on the research of Edward and Lambert (69) and combines the Bootstrap technique (using the PROCESS program-Model 9) to test the value and significance of the difference between the indirect effect under high and low moderating variables.




4 Research results


4.1 Common method deviation test

In order to reduce the impact of common method bias, follow the multi-stage answering method suggested by Podsakoff et al. (70) to control the possible common method bias (70). At the data level of the survey results, a Harman single-factor test was performed on the collected data, and it was found that the variance explained by the first factor was 24.53%, which was less than the standard of 40% (70). From Table 1 that the fitting index of the confirmatory factor analysis of the single factor model did not pass the test (χ2 = 23015.23, df = 1,539, RMSEA = 0.20, SRMR = 0.29, CFI = 0.35, TLI = 0.33). Thus, the variables in this study do not exhibit any significant common method bias.



TABLE 1 Results of confirmatory factor analysis (N = 334).
[image: Table1]



4.2 Confirmatory factor analysis

The following fitting indices were chosen for examination in this study in order to assess the degree of model fitting. This study compares a number of competition models, and the results of the analysis are presented in Table 1. The model fit of the five-factor model in this study (χ2 = 6451.11, df = 1,529, RMSEA = 0.07, SRMR = 0.07, CFI = 0.91, TLI = 0.90) is better than other competing models. Furthermore, the test was passed by every fitness indicator comprising the five-factor model. This study concludes that all of the research variables are discernible on the basis of this.



4.3 Correlation analysis

There was a correlation between the variables and the control variables, as shown in Table 2. Table 2 shows that all variables are significantly linked, which gives us a starting point for testing the model’s hypothesis. A significant negative correlation between negative workplace gossip and work engagement (r = −0.26, p < 0.001), which supports investigating the negative impact of workplace gossip on work engagement.



TABLE 2 correlation coefficient of variables.
[image: Table2]



4.4 Hypothesis testing results


4.4.1 Test results of the main effect

As shown in Model 6 in Table 3, negative workplace gossip negatively impacts work engagement (β = −0.28, p < 0.001). Hypothesis 1 was supported.



TABLE 3 Hypothesis testing model.
[image: Table3]



4.4.2 Test results of the mediating effect

From Model 8 in Table 3, we can know that negative workplace gossip has a significant negative relationship with work engagement (β = −0.21, p < 0.01), and professional commitment has a significant positive relationship with work engagement (β = 0.15, p < 0.01), examined the indirect effect of negative workplace gossip on work engagement through professional commitment. In order to further clarify this indirect effect, Bootstrap (using the PROCESS program) (68) was used. Table 4 shows the mediating effect Bootstrap test. Direct and indirect effects of negative workplace gossip on work engagement are not zero at 95% confidence. Thus, professional commitment mediates the relationship between proactive negative workplace gossip and work engagement. Hypothesis 2 was supported.



TABLE 4 Bootstrap test of mediating role.
[image: Table4]



4.4.3 Test results of the moderating effect

From Model 3 in Table 3, the interaction term between negative workplace gossip and mindfulness positively affects professional commitment (β = 0.14, p < 0.05). The Bootstrap test of the moderating effect is shown in Table 5. At the 95% confidence interval, when the level of mindfulness is low, the indirect effect of negative workplace gossip on professional commitment is higher (effect value is −0.40). When the level of mindfulness is high, the indirect effect of negative workplace gossip on professional commitment is lower (effect size is −0.19). In order to further clarify this moderating effect, the study was determined by using Aiken et al. (71) to adjust the high and low levels of the moderator. As shown in Figure 2, mindfulness reduces the negative relationship between workplace gossip and professional commitment. Hypothesis 3 is supported.



TABLE 5 Bootstrap test for the moderating effect of mindfulness.
[image: Table5]
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FIGURE 2
 The moderating effect of mindfulness on the relationship between negative workplace gossip and professional commitment.


Examining the moderating role of perceived superior trust. From Model 4 in Table 3, we can see that the interaction term between negative workplace gossip and perceived trust in superiors has a significant positive relationship with professional commitment (β = 0.15, p < 0.05). At the same time, the Bootstrap test of the moderating effect is shown in Table 6. At the 95% confidence interval, under a low level of perceived superior trust, the indirect effect of negative workplace gossip on professional commitment is higher (effect value is −0.43). Under high levels of perceived superior trust, the indirect effect of negative workplace gossip on professional commitment is low (effect size is −0.25). The study used Aiken et al. (71) to adjust the moderating variable’s high and low levels to clarify this effect. Figure 3 shows that negative workplace gossip and professional commitment are weaker when superiors are trusted. Hypothesis 4 was supported.



TABLE 6 Bootstrap test for the moderating effect of superior trust.
[image: Table6]
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FIGURE 3
 The moderating effect of superior trust on the relationship between negative workplace gossip and professional commitment.


From Model 5 in Table 3, we can see that the interaction term between negative workplace gossip and mindfulness has a significant positive relationship with professional commitment (β = 0.08, p < 0.05); at the same time, the interaction term between negative workplace gossip and perceived superior trust has a significant positive relationship with professional commitment (β = 0.13, p < 0.05). In this study, the Bootstrap test (68) was used to explore the dual moderation effect. As shown in Table 7, on the 95% confidence interval, when mindfulness and perceived superior trust are both low, the indirect effect of negative workplace gossip on professional commitment is relatively high (effect value −0.44); When perceived superior trust is high, or when mindfulness is high and perceived superior trust is low, the indirect effect of workplace negative gossip on professional commitment is reduced (the effect values are −0.29 and − 0.30 respectively); when mindfulness and perceived superior trust are both at a high level, the indirect effect of workplace negative gossip on professional commitment is low (effect value −0.14). It can be seen from Figure 4 that the higher the degree of mindfulness and perceived trust in superiors, the weaker the negative impact of negative workplace gossip on professional commitment.



TABLE 7 Bootstrap test for dual moderating effect between mindfulness and superior trust.
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FIGURE 4
 The dual moderating effect of mindfulness and superior trust on the relationship between negative workplace gossip and professional commitment.




4.4.4 Test results of the moderated mediating effect

To test whether mindfulness and perceived superior trust moderate the indirect effect of negative workplace gossip on work engagement via professional commitment. This study used the Bootstrap method to test the effect size of the indirect effect under high and low levels of moderating variables (69). As can be seen from Table 8, under high levels of mindfulness and high levels of perceived superior trust, the indirect effect of negative workplace gossip on work engagement through professional commitment is −0.02, with a value of [−0.07, −0.003] in the 95% confidence interval. Under low levels of mindfulness and low levels of perceived superior trust, the indirect effect of negative workplace gossip on work engagement through professional commitment is −0.07, with a 95% confidence interval of [−0.14, −0.02]. At the same time, when the level of mindfulness and perceived superior trust are inconsistent, the indirect effects of negative workplace gossip on work engagement through professional commitment are −0.05 and − 0.05, respectively, which are still significant in the 95% confidence interval. It can be seen that the higher the degree of mindfulness and perceived trust in superiors, the weaker negative workplace gossip through professional commitment to work engagement. Hypothesis 5 was supported.



TABLE 8 Bootstrap test with moderated mediating effect.
[image: Table8]





5 Discussion


5.1 Theoretical implications

Our findings contribute to the literature on negative workplace gossip, professional commitment, mindfulness, and superior trust in the following aspects:

First, utilizing the resource conservation theory, elucidates the adverse influence of negative workplace gossip on employees’ work engagement while enhancing comprehension of its impact. Negative workplace gossip is prevalent in organizational contexts, aligning with scholarly projections (25). Given the contemporary landscape in China and within organizational settings, employees now place greater emphasis on work quality, psychological fulfillment, and self-value realization. Previous studies focused on employees’ job performance, innovative behavior and creativity, etc. (7, 8, 10, 11). Our research found that workplace negative gossip will reduce employees’ commitment and engagement to work, which may better explain the importance of damaging workplace negative gossip. Consequently, the investigation of factors shaping work engagement holds considerable significance.

Second, through empirical analysis, this study confirmed the mediating function of professional commitment in the connection between negative workplace gossip and work engagement, thus enhancing our comprehension of the mechanisms behind the influence of workplace negativity on work engagement. Workplace negative gossip, viewed as a stressful situational occurrence, induces a perceived threat of resource loss for employees (18), subsequently impeding their professional commitment and work engagement. This further augments our understanding of the constructive role of professional commitment and introduces novel research variables for the examination of workplace negative gossip. The findings of this study also provide a new mechanism perspective for future research on workplace gossip.

Third, this study examines how external resources (trust in superiors) and internal resources (mindfulness) impact individuals and affirms that supervisor trust and employee mindfulness counteract the proliferation of negative workplace gossip’s adverse effects. This discovery answers the research call for investigating the multifaceted dynamics of workplace incivility and their influence on individuals (72, 73). Moreover, this study response their call and reveals that organizational trust appears to be a crucial boundary condition for workplace gossip (8). It broadens the parameters governing the influence of negative workplace gossip on employee work engagement.



5.2 Practical implications

This study centers on enhancing employees’ work engagement and strives to offer practical management recommendations for mitigating the adverse effects of workplace negative gossip. These suggestions are framed within the context of employees’ intrinsic and extrinsic resources.


5.2.1 Establishing a positive organizational system and climate while mitigating negative gossip

Firstly, managers should be vigilant about the detrimental effects of negative workplace gossip and take proactive measures to suppress its impact on employees’ work engagement. Companies should promote a cultural and organizational environment characterized by fairness, justice, harmony, inclusivity, and mutual understanding (74). Additionally, they should bolster the development of systems that discourage the dissemination of negative gossip and penalize individuals spreading false information (10, 11). This not only fosters positive interpersonal relationships within the organization but also curtails the emergence of negative gossip at its roots.



5.2.2 Boosting professional commitment for sustaining high work engagement

Furthermore, managers should proactively address the work-related effects of gossip and offer resources to employees through extensive communication (75), personalized support, team-building activities (76), and other means. This approach helps prevent employee burnout, which can impede their professional commitment and high work engagement levels. The findings are in line with previous research that has also called for communication to mitigate the damaging effects of workplace gossip (26).



5.2.3 Trusting subordinates, improving employee mindfulness

Lastly, the mindfulness level of employees can influence their resilience against negative rumors. Therefore, the human resources department should consider mindfulness as an assessment criterion during recruitment, possibly by administering relevant psychological tests to job applicants (77). For example, Babalola et al. (14) found that employee mindfulness can regulate the impact of negative workplace gossip on customer service performance. Therefore, for employees with lower mindfulness, managers should implement supportive measures to help them navigate negative emotions in challenging work environments, effectively address incidents of negative gossip, and boost their work enthusiasm. Additionally, managers should prioritize building and nurturing trust-based relationships in daily management (78), offering positive psychological cues to employees to enhance their ability to handle workplace gossip.





6 Conclusion

As a key factor of employee performance and competitive advantage, work engagement has always been concerned by the field of workplace and organization management. This study, grounded in the context of pervasive negative workplace gossip and drawing upon the conservation of resources theory, delves into the internal mechanisms through which negative workplace gossip impacts work engagement, specifically through the lens of professional commitment. Furthermore, it aims to dissect the situational variables within this mechanism, taking into account the perspectives of both employees and their superiors, with a particular focus on mindfulness and the perception of trust in higher-ranking colleagues. From different perspectives, this paper proposes ways to alleviate the negative impact of negative workplace gossip, and expands new ideas in theory and new measures in practice to deal with negative workplace gossip.



7 Limitation and future research directions

This study is limited by subjective and objective conditions, and there are still the following shortcomings: First, the sample data was collected from front-line employees in mainland China, and the information was self-evaluated and reported by the employees themselves. This raises concerns about the universality and accuracy of the research results. Future studies could benefit from more diverse and objective data sources to enhance the generalizability of findings. Secondly, the research methodology employed in this study primarily consisted of questionnaire surveys, which can be considered a relatively singular research approach. It is suggested that future research could employ quasi-experimental methods to involve employees in relevant experiments, offering a more comprehensive exploration of negative workplace gossip and its impact on work engagement. Thirdly, this study reveals a dual-moderated mechanism based on individual psychological characteristics and perceived trust in superiors. Future research can consider organizational boundary conditions (such as organizational climate) and leadership styles [such as inclusive leadership (79)], so as to better provide practical suggestions for organizational management practices. Finally, future research may consider using different theories [such as cognitive-affective system theory (80)] to explore the impact of negative workplace gossip and work engagement.



Data availability statement

The original contributions presented in the study are included in the article/supplementary material, further inquiries can be directed to the corresponding author.



Author contributions

XC: Conceptualization, Data curation, Writing – review & editing. JD: Formal analysis, Methodology, Writing – review & editing. WW: Resources, Validation, Writing – original draft. LL: Conceptualization, Investigation, Writing – original draft, Writing – review & editing.



Funding

The author(s) declare that no financial support was received for the research, authorship, and/or publication of this article.



Conflict of interest

The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.



Publisher’s note

All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.



References

 1. Sabuhari, R, Sudiro, A, Irawanto, D, and Rahayu, M. The effects of human resource flexibility, employee competency, organizational culture adaptation and job satisfaction on employee performance. Manag Sci Lett. (2020) 10:1777–86. doi: 10.5267/j.msl.2020.1.001

 2. Schaufeli, WB, Salanova, M, González-Romá, V, and Bakker, AB. The measurement of engagement and burnout: a two sample confirmatory factor analytic approach. J Happiness Stud. (2002) 3:71–92. doi: 10.1023/A:1015630930326

 3. Albrecht, SL, Bakker, AB, Gruman, JA, Macey, WH, and Saks, AM. Employee engagement, human resource management practices and competitive advantage: an integrated approach. J Org Effect. (2015) 2:7–35. doi: 10.1108/JOEPP-08-2014-0042

 4. Wan, J, Zhou, W, Zhou, H, Li, P, and Shi, K. The impact of psychological detachment on work engagement: promotion or inhibition? Adv Psychol Sci. (2023) 31:209–22. doi: 10.3724/sp.j.1042.2023.00209

 5. Khan, AN, Moin, MF, Khan, NA, and Zhang, C. A multistudy analysis of abusive supervision and social network service addiction on employee’s job engagement and innovative work behaviour. Creat Innov Manag. (2022) 31:77–92. doi: 10.1111/caim.12481

 6. Linstead, S, Maréchal, G, and Griffin, RW. Theorizing and researching the dark side of organization. Organ Stud. (2014) 35:165–88. doi: 10.1177/0170840613515402

 7. Du Hengbo, ZQ, and Chunhong, L. The effect of workplace negative gossip on proactive behavior: a moderated mediation model. Manag Rev. (2019) 31:190–9. doi: 10.14120/j.cnki.cn11-5057/f.2019.02.017

 8. Dai, Y, Zhuo, X, Hou, J, and Lyu, B. Is not workplace gossip bad? The effect of positive workplace gossip on employee innovative behavior. Front Psychol. (2022) 13:1017202. doi: 10.3389/fpsyg.2022.1017202 

 9. Chandra, G, and Robinson, SL. They’re talking about me again: the negative impact of being the target of gossip. In: Academy of Management Annual Meeting. Chicago, Illinois, USA. (2009).

 10. Wu, LZ, Birtch, TA, Chiang, FF, and Zhang, H. Perceptions of negative workplace gossip: a self-consistency theory framework. J Manag. (2018) 44:1873–98. doi: 10.1177/0149206316632057

 11. Wu, X, Kwan, HK, Wu, LZ, and Ma, J. The effect of workplace negative gossip on employee proactive behavior in China: the moderating role of traditionality. J Bus Ethics. (2018) 148:801–15. doi: 10.1007/s10551-015-3006-5

 12. Foster, EK. Research on gossip: taxonomy, methods, and future directions. Rev Gen Psychol. (2004) 8:78–99. doi: 10.1037/1089-2680.8.2.78

 13. Cheng, B, Dong, Y, Zhang, Z, Shaalan, A, Guo, G, and Peng, Y. When targets strike back: how negative workplace gossip triggers political acts by employees. J Bus Ethics. (2020) 175:289–302. doi: 10.1007/s10551-020-04648-5

 14. Babalola, MT, Ren, S, Kobinah, T, Qu, YE, Garba, OA, and Guo, L. Negative workplace gossip: its impact on customer service performance and moderating roles of trait mindfulness and forgiveness. Int J Hosp Manag. (2019) 80:136–43. doi: 10.1016/j.ijhm.2019.02.007

 15. Choi, SY, and Peng, Y. Humanized management? Capital and migrant labour in a time of labour shortage in South China. Hum Relat. (2015) 68:287–304. doi: 10.1177/0018726714541162

 16. Rich, BL, Lepine, JA, and Crawford, ER. Job engagement: antecedents and effects on job performance. Acad Manag J. (2010) 53:617–35. doi: 10.5465/amj.2010.51468988

 17. Christian, MS, Garza, AS, and Slaughter, JE. Work engagement: a quantitative review and test of its relations with task and contextual performance. Pers Psychol. (2011) 64:89–136. doi: 10.1111/j.1744-6570.2010.01203.x

 18. Naeem, M, Weng, Q, Ali, A, and Hameed, Z. An eye for an eye: does subordinates’ negative workplace gossip lead to supervisor abuse? Pers Rev. (2020) 49:284–302. doi: 10.1108/pr-05-2018-0174

 19. Hobfoll, SE. The influence of culture, community, and the nested-self in the stress process: advancing conservation of resources theory. Appl Psychol. (2001) 50:337–421. doi: 10.1111/1464-0597.00062

 20. Ugwu, FO, Onyishi, EI, Anozie, OO, and Ugwu, LE. Customer incivility and employee work engagement in the hospitality industry: roles of supervisor positive gossip and workplace friendship prevalence. J Hospit Tour Insights. (2022) 5:515–34. doi: 10.1108/JHTI-06-2020-0113

 21. Guay, RP, Choi, D, Oh, IS, Mitchell, MS, Mount, MK, and Shin, KH. Why people harm the organization and its members: relationships among personality, organizational commitment, and workplace deviance. Hum Perform. (2016) 29:1–15. doi: 10.1080/08959285.2015.1120305

 22. Sun, T, Schilpzand, P, and Liu, Y. Workplace gossip: an integrative review of its antecedents, functions, and consequences. J Organ Behav. (2023) 44:311–34. doi: 10.1002/job.2653

 23. Kahn, WA. Psychological conditions of personal engagement and disengagement at work. Acad Manag J. (1990) 33:692–724. doi: 10.2307/256287

 24. Hobfoll, SE. Conservation of resources: a new attempt at conceptualizing stress. Am Psychol. (1989) 44:513–24. doi: 10.1037/0003-066x.44.3.513 

 25. Cheng, S, Kuo, CC, Chen, HC, Lin, MC, and Kuo, V. Effects of workplace gossip on employee mental health: a moderated mediation model of psychological capital and developmental job experience. Front Public Health. (2022) 10:881. doi: 10.3389/fpubh.2022.791902 

 26. Cheng, B, Peng, Y, Zhou, X, Shaalan, A, Tourky, M, and Dong, Y. Negative workplace gossip and targets’ subjective well-being: a moderated mediation model. Int J Hum Resour Manag. (2023) 34:1757–81. doi: 10.1080/09585192.2022.2029931

 27. Tan, N, Yam, KC, Zhang, P, and Brown, DJ. Are you gossiping about me? The costs and benefits of high workplace gossip prevalence. J Bus Psychol. (2021) 36:417–34. doi: 10.1007/s10869-020-09683-7

 28. Liu, XY, Kwan, HK, and Zhang, X. Introverts maintain creativity: a resource depletion model of negative workplace gossip. Asia Pac J Manag. (2020) 37:325–44. doi: 10.1007/s10490-018-9595-7

 29. Yao, Z, Luo, J, and Zhang, X. Gossip is a fearful thing: the impact of negative workplace gossip on knowledge hiding. J Knowl Manag. (2020) 24:1755–75. doi: 10.1108/JKM-04-2020-0264

 30. Martinescu, E, Jansen, W, and Beersma, B. Negative gossip decreases targets’ organizational citizenship behavior by decreasing social inclusion. A multi-method approach. Group Org Manag. (2021) 46:463–97. doi: 10.1177/1059601120986876 

 31. Judge, TA, and Kammeyer-Mueller, JD. Job attitudes. Annu Rev Psychol. (2012) 63:341–67. doi: 10.1146/annurev-psych-120710-100511

 32. Geldenhuys, M, Taba, K, and Venter, CM. Meaningful work, work engagement and organisational commitment. SA J Ind Psychol. (2014) 40:1–10. doi: 10.4102/sajip.v40i1.1098

 33. Tajfel, H. Social psychology of intergroup relations. Annu Rev Psychol. (1982) 33:1–39. doi: 10.1146/annurev.ps.33.020182.000245

 34. Zhu, Y, and Xie, B. The relationship between the perceived climate of team cha-xu and employee silence: research on affective commitment and traditionality. Acta Psychol Sin. (2018) 50:539–48. doi: 10.3724/sp.j.1041.2018.00539

 35. Wright, TA, and Bonett, DG. The moderating effects of employee tenure on the relation between organizational commitment and job performance: a meta-analysis. J Appl Psychol. (2002) 87:1183–90. doi: 10.1037/0021-9010.87.6.1183 

 36. Macey, WH, and Schneider, B. The meaning of employee engagement. Ind Organ Psychol. (2008) 1:3–30. doi: 10.1111/j.1754-9434.2007.0002.x

 37. Brady, DL, Brown, DJ, and Liang, LH. Moving beyond assumptions of deviance: the reconceptualization and measurement of workplace gossip. J Appl Psychol. (2017) 102:1–25. doi: 10.1037/apl0000164 

 38. Grosser, T, Kidwell, V, and Labianca, GJ. Hearing it through the grapevine: positive and negative workplace gossip. Organ Dyn. (2012) 41:52–61. doi: 10.1016/j.orgdyn.2011.12.007

 39. Aboramadan, M, Turkmenoglu, MA, Dahleez, KA, and Cicek, B. Narcissistic leadership and behavioral cynicism in the hotel industry: the role of employee silence and negative workplace gossiping. Int J Contemp Hosp Manag. (2020) 33:428–47. doi: 10.1108/ijchm-04-2020-0348

 40. Zhou, A, Liu, Y, Su, X, and Xu, H. Gossip fiercer than a tiger: effect of workplace negative gossip on targeted employees’ innovative behavior. Soc Behav Personal Int J. (2019) 47:1–11. doi: 10.2224/sbp.5727

 41. Bao, G, Xu, B, and Zhang, Z. Employees’ trust and their knowledge sharing and integration: the mediating roles of organizational identification and organization-based self-esteem. Knowledge Manag Res Practice. (2016) 14:362–75. doi: 10.1057/kmrp.2015.1

 42. Kuo, C. C., Lu, C. Y., and Kuo, T. K. (2013). The impact of workplace gossip on organizational cynicism: insights from the employment relationship perspective. In Cross-cultural design. Cultural differences in everyday life: 5th international conference, CCD 2013, held as part of HCI international 2013, Las Vegas, NV, USA, July 21–26, 2013, proceedings, part II 5 (pp. 44–50). Springer Berlin Heidelberg

 43. Belschak, FD, Den Hartog, DN, and Fay, D. Exploring positive, negative and context-dependent aspects of proactive behaviours at work. J Occup Organ Psychol. (2010) 83:267–73. doi: 10.1348/096317910X501143

 44. Brown, KW, Ryan, RM, and Creswell, JD. Mindfulness: theoretical foundations and evidence for its salutary effects. Psychol Inq. (2007) 18:211–37. doi: 10.1080/10478400701598298

 45. Tomlinson, ER, Yousaf, O, Vittersø, AD, and Jones, L. Dispositional mindfulness and psychological health: a systematic review. Mindfulness. (2018) 9:23–43. doi: 10.1007/s12671-017-0762-6 

 46. Garland, E, Gaylord, S, and Park, J. The role of mindfulness in positive reappraisal. Explore. (2009) 5:37–44. doi: 10.1016/j.explore.2008.10.001

 47. Schindler, S, Pfattheicher, S, and Reinhard, MA. Potential negative consequences of mindfulness in the moral domain. Eur J Soc Psychol. (2019) 49:1055–69. doi: 10.1002/ejsp.2570

 48. Condon, P. Mindfulness, compassion, and prosocial behaviour. In: JC Karremans and EK Papies editors. Mindfulness in social psychology. New York, NY: Routledge. (2017).

 49. Reb, J, Narayanan, J, and Ho, ZW. Mindfulness at work: antecedents and consequences of employee awareness and absent-mindedness. Mindfulness. (2015) 6:111–22. doi: 10.1007/s12671-013-0236-4

 50. Kraemer, KM, O’Bryan, EM, and McLeish, AC. Intolerance of uncertainty as a mediator of the relationship between mindfulness and health anxiety. Mindfulness. (2016) 7:859–65. doi: 10.1007/s12671-016-0524-x

 51. Papenfuss, I, Lommen, MJ, Grillon, C, Balderston, NL, and Ostafin, BD. Responding to uncertain threat: a potential mediator for the effect of mindfulness on anxiety. J Anxiety Disord. (2021) 77:102332. doi: 10.1016/j.janxdis.2020.102332 

 52. Chan, TO, and Lam, SF. Mediator or moderator? The role of mindfulness in the association between child behavior problems and parental stress. Res Dev Disabil. (2017) 70:1–10. doi: 10.1016/j.ridd.2017.08.007

 53. Hobfoll, SE. Conservation of resource caravans and engaged settings. J Occup Organ Psychol. (2011) 84:116–22. doi: 10.1111/j.2044-8325.2010.02016.x

 54. Chen, XP, Eberly, MB, Chiang, TJ, Farh, JL, and Cheng, BS. Affective trust in Chinese leaders: linking paternalistic leadership to employee performance. J Manag. (2014) 40:796–819. doi: 10.1177/0149206311410604

 55. Zhang, AY, Tsui, AS, and Wang, DX. Leadership behaviors and group creativity in Chinese organizations: the role of group processes. Leadersh Q. (2011) 22:851–62. doi: 10.1016/j.leaqua.2011.07.007

 56. Lau, DC, Liu, J, and Fu, PP. Feeling trusted by business leaders in China: antecedents and the mediating role of value congruence. Asia Pac J Manag. (2007) 24:321–40. doi: 10.1007/s10490-006-9026-z

 57. Rego, A, Cavazotte, F, Cunha, MPE, Valverde, C, Meyer, M, and Giustiniano, L. Gritty leaders promoting employees’ thriving at work. J Manag. (2021) 47:1155–84. doi: 10.1177/0149206320904765

 58. Rujie, Q, Boqi, Z, and Ye, L. Can workplace gossip Lead to employee innovation? The role of thriving at work and feeling trusted by supervisors. Manag Rev. (2022) 34:180–90. doi: 10.14120/j.cnki.cn11-5057/f.2022.10.013

 59. Pierce, JL, and Gardner, DG. Self-esteem within the work and organizational context: a review of the organization-based self-esteem literature. J Manag. (2004) 30:591–622. doi: 10.1016/j.jm.2003.10.001

 60. Brislin, RW. The wording and translation of research instruments. In: WJ Lonner and JW Berry, editors. Field methods in cross-cultural research : Sage Publications, Inc (1986). p. 137–64.

 61. Suddaby, R, Gendron, Y, and Lam, H. The organizational context of professionalism in accounting. Acc Organ Soc. (2009) 34:409–27. doi: 10.1016/j.aos.2009.01.007

 62. Zheng, X, Ni, D, Liu, X, and Liang, LH. Workplace mindfulness: multidimensional model, scale development and validation. J Bus Psychol. (2022) 38:777–801. doi: 10.1007/s10869-022-09814-2

 63. Lau, DC, Lam, LW, and Wen, SS. Examining the effects of feeling trusted by supervisors in the workplace: a self-evaluative perspective. J Organ Behav. (2014) 35:112–27. doi: 10.1002/job.1861

 64. Hai-Dong, L, Ya-Juan, Y, and Lu, L. In the context of COVID-19: the impact of employees’ risk perception on work engagement. Connect Sci. (2022) 34:1367–83. doi: 10.1080/09540091.2022.2071839

 65. Baethge, A, Vahle-Hinz, T, Schulte-Braucks, J, and van Dick, R. A matter of time? Challenging and hindering effects of time pressure on work engagement. Work Stress. (2018) 32:228–47. doi: 10.1080/02678373.2017.1415998

 66. Knight, C, Patterson, M, and Dawson, J. Building work engagement: a systematic review and meta-analysis investigating the effectiveness of work engagement interventions. J Organ Behav. (2017) 38:792–812. doi: 10.1002/job.2167

 67. Baron, RM, and Kenny, DA. The moderator–mediator variable distinction in social psychological research: conceptual, strategic, and statistical considerations. J Pers Soc Psychol. (1986) 51:1173–82. doi: 10.1037/0022-3514.51.6.1173

 68. Hayes, AF. Introduction to mediation, moderation, and conditional process analysis: a regression-based approach. New York, NY: The Guilford Press, (2017).

 69. Edwards, JR, and Lambert, LS. Methods for integrating moderation and mediation: a general analytical framework using moderated path analysis. Psychol Methods. (2007) 12:1–22. doi: 10.1037/1082-989X.12.1.1 

 70. Podsakoff, PM, MacKenzie, SB, Lee, JY, and Podsakoff, NP. Common method biases in behavioral research: a critical review of the literature and recommended remedies. J Appl Psychol. (2003) 88:879–903. doi: 10.1037/0021-9010.88.5.879 

 71. Aiken, LS, West, SG, and Reno, RR. Multiple regression: testing and interpreting interactions. Newbury Park, NP: Sage (1991).

 72. Estes, B, and Wang, J. Integrative literature review: workplace incivility: impacts on individual and organizational performance. Hum Resour Dev Rev. (2008) 7:218–40. doi: 10.1177/1534484308315565

 73. Reio, TG, and Ghosh, R. Antecedents and outcomes of workplace incivility: implications for human resource development research and practice. Hum Resour Dev Q. (2009) 20:237–64. doi: 10.1002/hrdq.20020

 74. Lozano, JF, and Escrich, T. Cultural diversity in business: a critical reflection on the ideology of tolerance. J Bus Ethics. (2017) 142:679–96. doi: 10.1007/s10551-016-3113-y

 75. Xie, J, Huang, Q, Wang, H, and Shen, M. Perish in gossip? Nonlinear effects of perceived negative workplace gossip on job performance. Pers Rev. (2020) 49:389–405. doi: 10.1108/PR-10-2018-0400

 76. Kuo, CC, Wu, CY, and Lin, CW. Supervisor workplace gossip and its impact on employees. J Manag Psychol. (2018) 33:93–105. doi: 10.1108/JMP-04-2017-0159

 77. Pang, D, and Ruch, W. Fusing character strengths and mindfulness interventions: benefits for job satisfaction and performance. J Occup Health Psychol. (2019) 24:150–62. doi: 10.1037/ocp0000144

 78. Waerness, K, Solstad, E, and Bertheussen, BA. Trust-based management control in inter-organizational relationships. J Manag Control. (2023):1–30. doi: 10.1007/s00187-023-00357-y

 79. Nishii, LH, and Leroy, H. A multi-level framework of inclusive leadership in organizations. Group Org Manag. (2022) 47:683–722. doi: 10.1177/10596011221111505

 80. Mischel, W, and Shoda, Y. A cognitive-affective system theory of personality: reconceptualizing situations, dispositions, dynamics, and invariance in personality structure. Psychol Rev. (1995) 102:246–68. doi: 10.1037/0033-295X.102.2.246 



OPS/xhtml/Nav.xhtml




Contents





		Cover



		From the dual-dimensional perspective of employee mindfulness and superior trust, explore the influence mechanism of negative workplace gossip on work engagement



		1 Introduction



		2 Hypothesis development



		2.1 The relationship between negative workplace gossip and work engagement



		2.2 Professional commitment as a mediator



		2.3 Mindfulness as a moderator



		2.4 Superior trust as a moderator



		2.5 Mediation model with moderation









		3 Research methods



		3.1 Research subjects and collection procedures



		3.2 Measuring tools



		3.2.1 Negative workplace gossip



		3.2.2 Professional commitment



		3.2.3 Mindfulness



		3.2.4 Superior trust



		3.2.5 Work engagement



		3.2.6 Control variables









		3.3 Data analysis









		4 Research results



		4.1 Common method deviation test



		4.2 Confirmatory factor analysis



		4.3 Correlation analysis



		4.4 Hypothesis testing results



		4.4.1 Test results of the main effect



		4.4.2 Test results of the mediating effect



		4.4.3 Test results of the moderating effect



		4.4.4 Test results of the moderated mediating effect















		5 Discussion



		5.1 Theoretical implications



		5.2 Practical implications



		5.2.1 Establishing a positive organizational system and climate while mitigating negative gossip



		5.2.2 Boosting professional commitment for sustaining high work engagement



		5.2.3 Trusting subordinates, improving employee mindfulness















		6 Conclusion



		7 Limitation and future research directions



		Data availability statement



		Author contributions



		Funding



		Conflict of interest



		Publisher’s note



		References



















OPS/images/fpsyt-14-1287217-t008.jpg
Independent Moderator 1 Moderator 2 Indirect Standard 95% confidence interval

variable (mindfulness) (superior effect error
trust) Lower Upper
confidence confidence

limit limit

Low (~1SD) Low (~1SD) -007 0.03 ~0.14 ~0.02

Professional Low (~1SD) High (+15D) ~0.05 0.02 ~009 ~001

commitment High (+15D) Low (~1SD) ~0.05 0.02 ~0.10 ~001
High (+15D) High (+15D) -002 0.02 ~007 ~0003

Bootstrap sample s

5000,





OPS/images/fpsyt-14-1287217-t007.jpg
Moderating variable Moderating Effect value  Standard error 95% confidence interval
1 (mindfulness) variable 2
(superior trust)

Lower confidence Upper confidence

limit limit
Low (=1SD) Low (~1SD) —043 0.06 —055 -031
Low (=1SD) High (+1SD) -029 0.08 —0.44 -0.14
High (+15D) Low (=1SD) -030 0.08 —045 -0.14
High (+15D) High (+1SD) -0.14 0.07 029 -001

Bootstrap sample size N=5,000.





OPS/images/fpsyt-14-1287217-t006.jpg
Moderating effect

Effect value

Standard error 95% confidence interval

Lower confidence limit Upper confidence limit

Low (~1SD)

Medi

m
High (+1SD)

Bootstrap sample

-043

-033

-025

0.05 -053 -034
0.04 ~041 -025
005 037 -015





OPS/images/cover.jpg
, frontiers | Frontiers in Psychiatry

From the dual-dimensional
perspective of employee
mindfulness and superior trust,
explore the inufl ence mechanism
of negative workplace gossip on
work engagement












OPS/images/crossmark.jpg
(®) Check for updates







OPS/images/logo.jpg
’ frontiers ‘ Frontiers in Psychiatry






OPS/images/fpsyt-14-1287217-t001.jpg
Model

Five-factor model

(hypothesis)
Four-factor model (A +B)
Four-factor model (A+C)
Four-factor model (A +D)
‘Three-factor model
(B+C+D)

Two-factor model
(A+B+C+D)
Single-factor model
(A+B+C+D+E)

645111

1172733

1196387

1125323

1287050

1587013

23015.23

df

1529

1533
1533

1533

1536

1538

1539

5276.22%%%
5512.76%%+

4802.12%%

6419397+

9419.027+

16564.12+%%

RMSEA

0.07

012

014

017

020

SRMR

0.07

018

029

A: negative workplace gossips B professional commitment; C: mindfulness; D: superior trust; E: work engagement; and *+” indicates fusion.

CFI

091

078
058

061

054

043

035

TLI

090

072
056
059

053

041

033





OPS/images/fpsyt-14-1287217-t002.jpg
Variables Standard

deviation
1. Gender 043 050
2.Age 3090 674 010
3. Educational level 1186 274 007 0277
4. Working hours weekly 5189 1195 002 ~008
5. Negative workplace gossip |~ 261 103 016%F 000 -035%F  —004 (0.95)
6. Professional commitment | 353 082 —001  -006 | 023 004 | -048" (093)
7. Mindfulness 364 109 ~013% =009 | 015% 009 | 053 0355 (0.88)
8. Superior trust 449 074 0.04 003 006 019%F | —014F | 0A7FFF 0279 (0.85)
9. Work engagement 397 093 -0.10 006 —005 | -026¥%F | 023FF 054 004 (092)
##2p<0.001, **p<0.01, * p<0.05. Bold values means the alpha reliabilty of variables






OPS/images/fpsyt-14-1287217-g003.jpg
—o— Low Superior rust

—8— High Superiar trst

Low Negative: ‘High Negative
workplace gomslp  workplace gossip





OPS/images/fpsyt-14-1287217-g004.jpg
25
Lorw Nogutiv warkplaco High Negatvo watpinca
prarery iy





OPS/images/fpsyt-14-1287217-t005.jpg
Moderating effect

Effect value

Standard error 95% confidence interval

Lower confidence limit Upper confidence limit

Low (~1SD)

Medi

m
High (+1SD)

Bootstrap sample

~0.40

-029

-0.19

0.06 ~052 -029
005 039 -020
007 -033 ~005





OPS/images/fpsyt-14-1287217-t003.jpg
Variables Professional commitment Work engagement

Modell Model2 Model3 Model4 Model5 Model6 Model7 Model8 Model9

Gender 001 0.07 009 007 0.08 ~001 ~005 -002 002
Age -000 -001 ~001 000 0.00 ~0.09 ~0.08 -008 -005
Education 023+ 0.07 005 003 003 ~007 ~0.03 ~008 -004
g hours weekly 0.06 003 002 002 001 ~006 ~006 -007

Negative workplace gossip B 7 P ~0.28% —0217% ~0.06*
Professional commitment . 024 015 0.09%
Mindfulness 009 0.08 0.59%
Superior trust 009 0.06 0.19%
Negative workplace

014 0.08* 0.03*
gossip* Mindfulness
Negative workplace

0157 013 0.05*

‘gossip* Superior trust
® 005 024 027 027 028 008 007 010 035
P 472 2074455 16,967+ 17.15%% 14.16%5 5867+ 4720 5930 17.08%%%

#+p<0.001, *#p <0.01, *p<0.05.
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Mediating effect Effect value Standard error 95% confidence interval

Lower confidence limit  Upper confidence limit
Indirect effect -006 003 ~0.1 -001
Direct effect -019 0.06 -030 ~008

Bootstrap sample size N=5,000.
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