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Abstract
Most research on employee creativity has been focused on relatively distal antecedents, e.g.,
personality or job characteristics, which has resulted in top-down organizational approaches
to promote employee creativity. However, such approaches overlook the self-regulating
potential of employees and may not explain intra-individual fluctuations in creativity. In the
present research, we build on proactive motivation theory to examine how employees may
promote their own creativity on a daily basis through the use of proactive vitality
management (PVM). To better understand the PVM — creativity link, we zoom in on this
process by examining the role of mindfulness as an underlying mechanism. In two daily diary
studies, employees from the US (N = 133 persons, n = 521 data points) and the creative
industry in Germany (N = 62 persons, n = 232 data points) reported on their use of PVM and
states of mindfulness for five consecutive workdays. Additionally, participants completed a
daily creativity test (brainstorming task) in Study 1, while supervisors rated participants’
daily creative work performance in Study 2. In both studies, multilevel analyses showed that
daily PVM was positively related to creative performance through daily mindfulness,
supporting our hypotheses. These replicated findings suggest that individuals may bring
themselves in a cognitive, creative state of mind on a daily basis, emphasizing the importance
of proactive behavior in the creative process.
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Creating A Creative State of Mind:
Promoting Creativity Through Proactive Vitality Management and Mindfulness

Creativity is generally seen as a valuable phenomenon to promote innovation and
growth in all aspects of life — artistically, personally, culturally, scientifically, and
professionally. The constant desire and need to develop creative (i.e., new and useful) ideas
regarding work procedures, services, and products can also be seen in today’s competitive
business environment (Harari et al., 2016; Unsworth & Parker, 2003). There is some debate
on the origin of creativity; is there such a thing as a natural ‘creative genius’ or, in contrast,
could anyone possess a capacity to perform creatively to some extent? Scholars have been
considering this matter for decades and have brought forth insights supporting both
perspectives (Amabile, 1997). The present research is based on the idea that, although some
people may generally perform more creatively than others, there is creative potential in all
individuals (Amabile, 1997; Nijstad et al., 2010). Research has shown that organizations can
deploy tactics to foster employee creativity, for example by providing a resourceful
environment in which creativity is valued, encouraged, and facilitated (Hunter et al., 2007;
Shalley & Gilson, 2004). Yet individuals do not perform equally creative at all times, and
such relatively distal factors are less likely to predict intra-individual variations in creative
performance. Moreover, researchers have theorized and shown the importance of individuals’
self-regulatory and proactive behaviors in the creative process (Bakker et al., 2020; De
Stobbeleir et al., 2011; Op den Kamp et al., 2018, 2020). Indeed, although top-down
approaches can be effective, they implicitly identify individuals as “relatively reactive agents
in the creative process who need to be motivated and led by others” (De Stobbeleir et al.,
2011, p. 824). In reality, people often show self-initiated and anticipatory action aimed at

changing either the situation or oneself (Unsworth & Parker, 2003), and it is suggested that
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individuals may be proactive agents in their own creative process too (De Stobbeleir et al.,
2011; Grant & Parker, 2009; Op den Kamp et al., 2020).

Research indicates that physical and mental energy are essential to reach a state that is
conducive to creativity (e.g., Binnewies & Wornlein, 2011; Chen & Sengupta, 2014; De Dreu
et al., 2012; Fredrickson, 2001; Kark & Carmeli, 2009; Op den Kamp et al., 2020). As
proactive vitality management involves intentionally and proactively managing our own
physical and mental energy to promote optimal functioning (Op den Kamp et al., 2018),
individuals may use it deliberately to bring themselves in such a state and, at that moment,
elevate the quality of their own creative process. Proactive vitality management has
theoretically been positioned as an overarching behavioral construct encompassing the
affective, cognitive, and physical components of vitality. Accordingly, using proactive
vitality management may trigger multiple, intertwined processes that may subsequently
promote creativity (cf. Lavrusheva, 2020; Op den Kamp et al., 2018; Ryan & Deci, 2008;
Ryan & Frederick, 1997). Research has shown, for example, that work engagement may play
a role in the mechanism underlying the link between proactive vitality management and
creativity, primarily addressing the affective aspect of the process (Bakker et al., 2020).
Based on the large body of literature on the role of (un)conscious processing in the creative
process, we aim to dive deeper into the cognitive aspect of proactive vitality management and
examine how it may translate into elevated creative performance on a daily basis. To this end,
we focus on daily states of mindfulness as a potential underlying mechanism that may
contribute to a better understanding of the proactive vitality management-creativity link.

As a mindful state is characterized by having a wide attentional breadth combined
with a present-moment focus, it theoretically makes for an ideal cognitive state to elicit
creativity (Dane, 2011). Indeed, previous studies have linked mindfulness to creativity

(Lebuda et al., 2016), although inconsistent findings have been reported, resulting in a call for

This article is protected by copyright. All rights reserved.



more studies on the value of mindful attention and awareness for creativity (Baas et al.,
2014). While mindfulness — and its link to creativity — has often been examined at the person-
level (i.e., as a trait-like variable), mindfulness is inherently concerned with varying levels of
awareness and attention to ongoing events and experiences (Brown & Ryan, 2003). To better
reflect this volatile process, we adopt a daily diary approach to investigate mindfulness as a
state that fluctuates within persons, from situation to situation. This methodology provides
more detailed and ecologically valid insights (cf. Hilsheger et al., 2013; Tuckey et al., 2018).
Finally, our research contributes to the literature by addressing the call for studies on how
individuals may attain a mindful state (cf. Dane, 2011; Hullsheger et al., 2018). While many
scholars have focused on the mostly beneficial consequences of mindfulness, we propose that
individuals may use proactive vitality management on a daily basis with the aim of achieving
a state of mindfulness and, subsequently, a boost in their creative performance.
Theoretical Background

Research has shown that organizations can foster employee creativity by providing an
environment that is fruitful for creativity. In such an environment, for example, attention may
be given to personnel selection as well as job design (e.g., Oldham & Cummings, 1996;
Unsworth et al., 2005), leadership styles (e.g., Hughes et al., 2018), organizational values and
climate (e.g., Anderson et al., 2014; Goncalo & Staw, 2006), and team work and composition
(e.g., Goncalo & Duguid, 2012; Huilsheger et al., 2009; Miron-Spektor et al., 2011; Paulus,
2000; Sung & Choi, 2012). Traditionally, such studies have primarily adopted a top-down
perspective in which relatively distal predictors of creativity (i.e., factors that are relatively
far away from the creative process) are examined as antecedents of creative performance.
However, such factors are less likely to explain daily, intra-individual variations in creative
performance. Indeed, while selecting employees on certain personality characteristics and

providing favorable work conditions may certainly offer a fruitful basis for creativity to arise,
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it may not always be sufficient to elicit actual creativity. More specifically, even individuals
who, for example, are open to new experiences, have a considerable amount of autonomy in
their work, and who are surrounded by helpful and inspiring colleagues, do not achieve the
same level of creativity every day. In line with this, we direct attention to the proposition that
creativity research can benefit from an additional way to unleash creativity, namely the self-
regulating potential of employees who proactively stimulate their own creativity on a daily
basis (Op den Kamp et al., 2020; De Stobbeleir et al., 2011). In support of this perspective,
research has shown that proactively seeking feedback helps individuals to perform more
creatively (De Stobbeleir et al., 2011; Harrison & Dossinger, 2017). De Stobbeleir et al.,
(2011) hinted towards the potential role of other self-regulatory, goal-driven, and proactive
behaviors in the creative process. In line with this, more recent studies have linked the use of
proactive vitality management to creative performance (Bakker et al., 2020; Op den Kamp et
al.; 2018, 2020). In the current research, we dive deeper into the proactive vitality
management process and examine how it may be used by individuals to create a favorable,
cognitive mindset for creativity on a day-to-day basis.
Proactivity literature

The idea that individuals are not necessarily reactive creatures has been widely
adopted in the stress and coping literature. Traditionally, the coping literature focused on how
individuals react to and deal with stressors and threats. However, the notion that coping may
not only involve the reactions to stressful past events but may also be aimed at anticipated
events in the future has gained traction among scholars (Aspinwall, 2005; Aspinwall &
Taylor, 1997; Schwarzer, 2000). Similarly, literature on proactive behavior in organizational
settings suggests that people may adopt a proactive approach to achieve a different future
(Parker et al., 2010). This ‘forward time perspective’ is inherent to proactive motivation and

behavior (Parker et al., 2010) and has also been emphasized in earlier research on proactive
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vitality management (Op den Kamp et al., 2018). Accordingly, working individuals may take
an active role in how they approach their work by creating favorable situations and conditions
(Crant, 2000). Such proactive behavior is inherently goal-directed — aimed at changing and
improving the situation or oneself — and involves self-starting and future-focused action
(Parker et al., 2006). These characteristics distinguish proactive constructs from conceptually
related experiences and behaviors that are more reactive, top-down, or passive in nature
(Crant, 2000). The literature has put forward multiple forms of proactive behavior, including
but not limited to job crafting (Tims et al., 2012; Wrzesniewski & Dutton, 2001), feedback-
seeking (De Stobbeleir et al., 2011), voice (LePine & Van Dyne, 1998), and, focal to the
current research, proactive vitality management (Op den Kamp et al., 2018).

Proactive vitality management. To achieve proactive goals, individuals can either
change the self or the environment (i.e., locus of change; Parker et al., 2010). Proactive
vitality management, in contrast to most proactive behaviors investigated in organizational
settings, involves behavior aimed at changing aspects of the self — or more specifically, one’s
own physical and psychological state —to achieve optimal functioning (De Bloom et al.,
2020; Op den Kamp et al., 2018). In other words, proactive vitality management involves
intentional behavior consciously aimed to feel vital in order to perform well at work. As a
goal-directed construct, proactive vitality management may thus be contrasted with behaviors
that are, for example, performed as a health routine — e.g., exercising regularly — or as a
reaction to fatigue, physiological needs, or even boredom — e.g., recovery, micro-breaks
(Fritzetal., 2011; Op den Kamp et al., 2018; Sonnentag & Fritz, 2007). The perspective that
individuals may proactively promote their own functioning, such as their creative
performance, is also consistent with self-regulation theory, which focuses on how individuals
“guide their own goal-directed activities and performance by setting their own standards and

monitoring their progress toward these standards” (De Stobbeleir et al., 2011, p. 812; Vohs &

This article is protected by copyright. All rights reserved.



Baumeister, 2004). Indeed, in order to succeed in such an individual, goal-driven process,
people need to use their self-regulatory skills to develop, implement and flexibly maintain
planned behavior (Balkis & Duru, 2016; Wang et al., 2021; Zimmerman, 2000). Individuals
may proactively employ a wide range of strategies to manage their vitality, of which the
effectiveness and favorableness may vary between individuals and from moment to moment
(Op den Kamp et al., 2018; Sonnentag & Fritz, 2007; Thayer et al., 1994). In this self-
regulatory process, individuals must thus develop and implement strategies, and continuously
monitor and evaluate what works best for them to achieve the desired results.

The various terminology used in the literature suggests that vitality is a rich and
multifaceted concept, comprised of both physical and mental components that are interlinked
with each other (Lavrusheva, 2020). Proactive vitality management has been conceptualized
accordingly — as comprising physical, affective, and cognitive components — and may thus
trigger multiple, intertwined processes that may subsequently promote creativity (cf.
Lavrusheva, 2020; Op den Kamp et al., 2018; Ryan & Deci, 2008; Ryan & Frederick, 1997).
In support of this theoretical framework, studies indicate that people need physical and
mental energy for creativity to flourish, as physical and mental energy promote active
involvement in creative behavior, and facilitate relevant steps in the creative process, such as
directing attention towards relevant stimuli or thinking flexibly (e.g., Fredrickson, 2001; Kark
& Carmeli, 2009; Nijstad et al., 2010). The link between proactive vitality management and
creativity has been theorized and evidenced in earlier studies (Op den Kamp et al., 2018,
2020). In a closer investigation of the aforementioned underlying processes, Bakker et al.
(2020) showed that the relationship between weekly proactive vitality management and
creativity was mediated by work engagement (i.e., a positive, affective-motivational state of
fulfillment; Schaufeli et al., 2006), thus addressing primarily the affective side of the process.

However, an important part of the process may also be cognitive in nature. Indeed, it has
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been suggested that creativity is inherent to cognitive functioning and that non-cognitive
factors may impact creativity through their influence on human cognition (Nijstad et al.,
2010; Ward et al., 1999). Therefore, the current research aims to focus on an alternative
mechanism underlying the link between proactive vitality management and creativity by
investigating the role of mindfulness.
A State of Mindfulness

Mindfulness can be defined as a state of “attention to and awareness of present events
and experiences” (Brown et al., 2007, p. 212), and can be contrasted with states and feelings
of carelessness, mind wandering, and being on automatic pilot (cf. Brown & Ryan, 2003).
The body of literature on mindfulness is quite extensive and comprises various streams of
research, including Eastern literature and philosophy, clinical psychological research, and,
more recently, studies on the role of mindfulness within organizations (for a review, see
Good et al., 2016). Overall, research suggests that ‘being mindful’ is positively related to
favorable personal and professional outcomes. For example, a recent meta-analysis (Mesmer-
Magnus et al., 2017) indicates that trait mindfulness relates positively to mental health,
emotional regulation and confidence, and relates negatively to stress. Moreover, trait
mindfulness relates positively to higher job satisfaction and performance, and negatively to
burnout and work withdrawal. Various studies have also shown a positive association
between trait mindfulness and mental and physical well-being (e.g., Brown & Ryan, 2003;
Mesmer-Magnus et al., 2017). In addition, even though studies on state mindfulness are
relatively scarce, Brown and Ryan (2003) found that people felt more positive during states
of mindfulness within the day. Theoretically, mindfulness may help people to feel healthier —
both physically and mentally —especially when practiced regularly. However, higher levels of
physical and mental energy may also, subsequently, help people to be more mindful and

direct their attention towards present events and experiences (cf. Hulsheger et al., 2018;
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Tuckey et al., 2018). In line with this, we argue that proactive vitality management may relate
to the emergence of a mindful state in more ways than one.

Proactive vitality management involves an intentional, goal-driven process in which
individuals manage valuable resources to achieve work goals by promoting favorable
physical and mental states. On the days a person uses more proactive vitality management,
they may have a higher capacity to be mindful. First of all, the cognitive resources generated
or freed up by proactive vitality management — e.g., by taking the initiative to listen to
relaxing music or by intentionally going for a walk to clear one’s head, or by proactively
shutting of one’s phone and e-mail for a while to be able to focus — may make it much easier
to achieve a mindful state. This is because mindfulness requires attentional and cognitive
resourcesthat in practice are often scarce (Suelmann et al, 2018). In addition, proactive
vitality management may provide the physical and mental energy needed to achieve and
sustain a mindful state. Indeed, when individuals feel tired, they are less likely to attain
mindfulness (Suelmann et al., 2018). Along similar lines of thought, Hiilsheger and
colleagues (2018) found that fatigue in the morning was negatively related to subsequent
mindfulness states, a finding explained by the idea that people need physical and mental
energy to be mindful and engage in effortful attention regulation. Finally, mindfulness may
be defined as a state of consciousness in which attention is focused on present-moment
phenomena occurring both externally and internally (Dane, 2011). When individuals are
intentionally and actively involved in how they feel and how they can mobilize their physical
and mental energy, they may automatically become more aware and attuned to such
phenomena and cues (i.e., be mindful).

Hypothesis 1: Daily proactive vitality management is positively related to daily

mindfulness.
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Mindfulness in the Creative Process

A mindful state may promote creative performance on a daily basis due to several
characteristics associated with mindfulness. The dual pathway model of creativity suggests
that creativity is a function of cognitive flexibility and persistence (Nijstad et al., 2010). In
line with this well-established theory, mindfulness has been shown to involve and promote
cognitive and attentional flexibility, which enables deliberate shifting of one’s focus of
attention from one object or experience to another (Bishop et al., 2004; Glomb et al., 2011;
Moore & Malinowski, 2009). Moreover, as mindfulness promotes alignment between goals
and values, mindful states are associated with greater persistence (Glomb et al., 2011).
Another important feature of mindfulness is its association with higher levels of attention and
working memory capacity (e.g., Brown & Ryan, 2003; Glomb et al., 2011), which can
contribute to the generation of new and original ideas. Working memory capacity promotes
the creative process because it enables sustained attention focused on the task and prevents
undesirable mind wandering (De Dreu et al., 2012). In contrast, reduced attention capacity
impairs creative problem solving and leads to narrowed or stereotypical thinking (cf. Elsbach
& Hargadon, 2006; Gilbert & Hixon, 1991).

Being mindful may also help individuals to perform more creatively because it
involves a wide attentional breadth and increased awareness of internal and external stimuli
(e.g., Brown et al., 2007; Dane, 2011), which may serve as relevant cues or pieces of
information that promote the creative process. Finally, mindfulness may facilitate de-
automatization, a process involving the discontinuation of automatic mental operations (Kang
et al., 2013). The present-moment orientation and higher level of awareness that are
characteristic of a mindful state help to inhibit habitual and automatic evaluations and
routines, and facilitate flexible and adaptive responses to events. Consequently, a mindful

state may help one to overcome dominant, but uncreative, responses and open up possibilities
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for fresh, creative ones (cf. Bishop et al., 2004; Brown et al., 2007; Ostafin & Kassman,
2012).

Hypothesis 2: Daily mindfulness is positively related to daily creative performance.

In the present research, we emphasize the importance of a proactive approach of
working individuals in shaping their own work experiences (cf. Grant & Parker, 2009).
People may proactively manage their vitality when they feel the need to, for example in
anticipation of challenging and busy workdays, or when pursuing creative endeavors (cf. Op
den Kamp et al., 2020). We argue that the use of proactive vitality management will help
individuals to reach a mindful state at work, which, in turn, relates to higher levels of creative
performance. Thus, we propose that mindfulness functions as an explanatory mechanism
underlying the link between daily proactive vitality management and creative performance.

Hypothesis 3: On a daily basis, proactive vitality management is positively related to

creative performance through a state of mindfulness.

Study 1

In Study 1, we test our hypotheses among working individuals using a quantitative
diary study spanning five workdays. This approach advances earlier studies on the link
between mindfulness and creativity, which were often cross-sectional in nature and/or
employed student samples (for a meta-analysis, see Lebuda et al., 2016). Moreover, we use a
general measure of daily creativity (i.e., a brainstorming task) that has often been used in
previous studies to enable comparisons between our results and earlier findings. Finally, we
extend previous research by focusing on an additional explanatory mechanism between
proactive behaviors, such as proactive vitality management, and creative performance.
Whereas Bakker et al. (2020) addressed the affective side of the process by advancing work
engagement as a mediating mechanism, we aim to broaden our understanding of the proactive

vitality management-creativity link by focusing on the cognitive aspect of the process. To
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support our investigation and the added value of the proposed cognitive mechanism, we
included work engagement as a control variable in our analyses in Study 1.
Method

Procedure and Participants

Participants were recruited via Amazon Mechanical Turk (MTurk), and were paid for
their participation through this platform. To ensure high-quality data, one criterion was that
participants had to have a good ‘reputation’ on MTurk (i.e., above 95% approval ratings),
which represents the quality of past responses and data entries in the system (cf. Peer et al.,
2014). Several studies have shown that data collected through the MTurk platform are
reliable and valid (e.g., Buhrmester et al., 2011; Peer et al., 2014). In the introductory
message, participants were explained that the study aimed to gain insights on their daily work
experiences and well-being through five daily surveys. Participants were instructed to fill out
each questionnaire at the end of each working day, over the course of five consecutive
workdays, requiring full-time work for participation. We asked participants to fill in their
MTurk ID at the beginning of each daily survey to be able to match their responses across the
five days. In total, 133 participants signed in to participate in our study, who eventually filled
out 521 daily questionnaires in total (3.92, on average). Participants’ mean age was 36.26
(SD =10.57), and 52% of the sample was male. Of all participants, 65% held a college or
university degree. Participants worked on average 41.64 hours per week (SD = 6.82) in a
wide range of professions and sectors, including computer and electronics (18.6%), retail
(14.7%), finance and insurance (10.9%), education (6.2%), entertainment and recreation
(6.2%), healthcare (5.0%), government and public administration (4.7%), hotel and food
services (4.7%), or other sectors such as transportation, real estate, agriculture, and

construction. The majority (74%) had a permanent employment contract (versus being a
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business owner or having a temporary contract), and 47% was employed in a position that
involves the supervision of other employees.
Measures

Proactive vitality management. We used the eight-item proactive vitality
management (PVM) scale developed by Op den Kamp et al. (2018). The instructions
prepared participants to respond to statements about their proactive behavior towards their
work. More specifically, participants were asked to report on the extent to which they had
proactively managed their vitality to promote their work that day. Example items are:
“Today, I made sure that I felt energetic during my work” and “Today, | motivated myself”
(1 = totally disagree, 7 = totally agree). The average Cronbach’s alpha over the five days was
.96.

Mindfulness. The state version of the Mindful Attention and Awareness Scale
(MAAS; Brown & Ryan, 2003) was used to measure mindfulness. The MAAS was created to
assess mindfulness in the general population in samples that do not have experience with
meditation or other mindfulness trainings. The five-item state version of the scale we used
was validated by Brown and Ryan (2003), and suits the context and daily nature of the
present study. An example item is: “Today, | found myself doing things without paying
attention” (1 = strongly disagree to 7 = strongly agree; reversed scored). The average
Cronbach’s alpha over the five days was .95.

Creative performance. We used a brainstorming task that is conceptually based on
the classical Alternate Uses Task (AUT; Guilford, 1967) to measure creative performance.
Each day, participants were asked to come up with as many as possible alternative uses for a
common object in two minutes. The object varied over the five days as follows: ‘brick’ on
Monday, ‘rope’ on Tuesday, ‘tin can’ on Wednesday, ‘knife’ on Thursday, and ‘sock’ on

Friday. For each object, we counted the number of ideas generated by the participants (i.e.,
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fluency) and originality (the extent to which the ideas are unusual and novel) on a scale from
1 (not original) to 5 (highly original). To assess reliability of the originality ratings, a second
coder rated the ideas generated on Monday (for ‘brick’) and Friday (for ‘sock’). The
interrater agreement was high, as indicated by Intraclass Correlation Coefficients of .90, p <
.001 and .91, p <.001, respectively (Cicchetti, 1994).

Work engagement. We used the adapted version (Breevaart et al., 2012) of the nine-
item Utrecht Work Engagement Scale (UWES; Schaufeli et al., 2006) to measure daily work
engagement. Example items are “Today at work, I felt bursting with energy” (vigor), “Today,
| was inspired by my job” (dedication) and “Today, I was immersed in my work”
(absorption) (1 = totally disagree, 7 = totally agree). The average Cronbach’s alpha over the
five days was .96.

Strategy of Analysis

In our data, daily measurements were nested within persons. Therefore, we tested our
hypotheses using multilevel analysis (HLM 7.01 software; Raudenbush et al., 2013). For each
variable, we calculated the intra-class correlation (ICC) in order to obtain the percentage of
variance that can be attributed to the within-person level. The resulting percentages (i.e., 65%
for originality, 41% for fluency, 44% for mindfulness, and 31% for proactive vitality
management) justified the use of a multilevel design. The outcome variables (i.e., fluency and
originality) and the control variable ‘time’ remained uncentered, while proactive vitality
management and mindfulness were centered at each individual’s mean value (Ohly et al.,
2010). To take into account the potential carry-over effects of one’s prior level of
mindfulness and creativity, we created lagged variables and performed a more stringent test
by including these previous-day measures of the mediator (i.e., mindfulness) and outcomes
(i.e., fluency and originality) in our analyses. In the multilevel analyses with either fluency or

originality as the outcome, we first entered the control variables time and work engagement
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and the lagged variable of the respective outcome (Model 1). In the next step, we entered
mindfulness (Model 2). In addition, we tested the indirect effect of proactive vitality
management on creative performance through mindfulness using the Monte Carlo method for
assessing multilevel mediation (Preacher & Selig, 2010). To ensure robustness of our
findings, we followed the recommendation to also test our hypotheses without including any
control variables (Becker et al., 2016). Without the control variables, the results supported
our hypotheses in the same way — there were no differences in the direction or significance of
the resulting relationships.*
Results and Discussion

Descriptive Statistics

Means, standard deviations, and correlations between the variables in Study 1 can be
found in Table 1.
Multilevel Confirmatory Factor Analyses

Prior to testing our hypotheses, we conducted a multilevel confirmatory factor
analysis (MCFA) using Mplus software (Muthén & Muthén, 1998 - 2012). The aim of the
MCFA was to examine the measurement model and check for construct validity and
independence of our variables, as well as to test thoroughly whether we could empirically
distinguish the predictor in our model (proactive vitality management) from the mediator
(mindfulness).

We modeled both the within- and between-person covariance matrices simultaneously
and included latent factors for proactive vitality management (eight items) and mindfulness
(five items). The outcome variables originality and fluency are both represented by singular

indicators (i.e., scores) and were thus included in the model as observed variables. This

! The results without the control variables may be requested from the first author.
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multilevel model, in which all items of the variables in our model loaded on their respective
latent factors, fit the data well (CFI = .96, TLI = .96, RMSEA = .04, SRMR within = .05,
SRMR between = .06). In addition, all factor loadings were significant (p <.001). Finally,
this model fit the data significantly better than an alternative model in which the items of
proactive vitality management and mindfulness loaded on one overall latent factor (Ay? =
879.80, Adf = 6, p <.001). Taken together, these results show that, besides theoretically,
proactive vitality management can also empirically be distinguished from daily mindfulness.
Hypotheses Testing

Hypothesis 1 stated that daily proactive vitality management is positively related to
daily mindfulness. Results of the multilevel analyses showed that participants indeed
experienced more mindfulness on days that they proactively managed their vitality (y = .68,
SE =.07, p <.01). These findings provide support for hypothesis 1. We proceeded by testing
hypothesis 2, which stated that daily mindfulness relates positively to daily creative
performance. To correct for possible effects of the number of ideas (fluency) on the
originality ratings of the ideas, we controlled for fluency in the analyses with originality as
the outcome variable. Daily mindfulness was not significantly related to the number of ideas
(fluency) on the daily brainstorming task (y = .07, SE = .16, p = .666) but it was positively
and significantly related to the originality of those ideas (y = .24, SE = .08, p < .01; see Table
2). Moreover, the findings indicated that mindfulness explained additional variance in
originality over and above the variance explained by work engagement. Overall, these
findings provide partial support for hypothesis 2.

Finally, we used the Monte Carlo method (Preacher & Selig, 2010) to examine the
hypothesized role of mindfulness as an explanatory mechanism underlying the link between
proactive vitality management and creative performance. Significant indirect effects are

indicated by confidence intervals that do not include zero. In line with the former findings,
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the results showed an insignificant indirect effect of proactive vitality management on
fluency through mindfulness (-.07, CI 95% [-.20, .05]) and a positive indirect effect of
proactive vitality management on originality through mindfulness (.11, Cl 95% [.01, .19]).
These findings provide partial support for hypothesis 3. Overall, the results show that
proactively managing physical and mental energy for work relates positively to daily states of
mindfulness, which related positively to the originality of ideas. For an overview of the
results from Study 1, see Figure 1.
Study 2

The findings from Study 1 suggested that a proactive, goal-oriented approach
regarding one’s own physical and mental energy may help employees in various sectors to be
more mindful and to produce ideas that are more creative. In Study 2, we aimed to replicate
these findings in a daily diary study among working people in the creative industry, who are
evaluated on their daily creative output by their supervisors. In order to achieve a
constructive replication study (Koéhler & Cortina, 2021), Study 2 thus involves a sample
highly relevant for an examination of creative performance, along with the use of a more
‘context-specific’ measure of creative work performance. In addition, we take a critical look
by taking into account the potential influence of the work environment on creative
performance by controlling for job characteristics that may be of influence in the proactive
vitality management — creativity process (Kohler & Cortina, 2021).

Method

Procedure and Participants

Data collection took place in Germany. The sample consisted of 62 employees from
13 creative agencies in northern Germany, ranging in size from small ones (< 10 employees)
to some bigger ones with approximately 50 employees. Work tasks of the participants ranged

from activities such as designing magazine layouts, advertisements, commercials, and
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webpages, to counseling services for customers (suggesting and conceptualizing creative
design solutions, such as advertising campaigns) and administrative tasks. The agencies were
approached by a graduate student via phone or e-mail with information about the study and
the request for their participation. To encourage participation, the creative agencies were
offered to receive a data report after completion of the study. Data was collected online, using
the Questback platform. Participants received daily links to the surveys via e-mail, which
they could fill out via their smartphone or computer. They were instructed to fill in the
surveys each day between 6 pm and 12 pm. To be able to match their daily entries,
participants filled out a predefined code in each survey. Which supervisor would be most
suitable to rate which employee — i.e., in terms of how closely they worked together — was
discussed prior to the study. The creative performance ratings of the supervisors were
matched with the employee data with the use of the same predefined codes provided to the
supervisors by the participating employees.

Of the total sample, 58.1% were female. On average, participants were 32.9 years old
(SD =9.3) and had 10.3 years of work experience (SD = 9.3). Of the participants, 50% had
obtained a middle or high school degree, whereas the other 50% had finished college or
university. The majority of the sample held a permanent position (72.6%) as opposed to a
temporary contract. Participants were asked to fill out the daily surveys at the end of each
workday throughout the course of one typical work week. In total, the 62 participants filled
out 232 daily surveys (3.74 on average). Through means of the personal code participants
filled in at the beginning of each survey, we were able to match their daily responses. In case
there was no pre-existing German version of the measurement instruments available, we

translated the items to German using back-translation.
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Measures

Proactive vitality management. We measured daily proactive vitality management
with the same instructions and items as in Study 1. The average Cronbach’s alpha over the
five days was .809.

Mindfulness. We measured state mindfulness with the same scale as in Study 1, this
time using the German version of the scale (Michalak et al., 2008). The average Cronbach’s
alpha over the five days was .90.

Creative work performance. Supervisors of the participants assessed daily creative
work performance with five items from the creativity scale of Tierney et al. (1999), adjusted
to the daily level. Four items were dropped from the original scale because they either were
not applicable to the work tasks of the participants in the current sample or did not capture
creative behavior that occurs every day (e.g., “generated ideas revolutionary to our field”).
Examples of the items that were used in the study are: “Today, this employee tried out new
ideas and approaches to problems” and “Today, this employee generated novel, but operable
work-related ideas” (1 = strongly disagree, 7 = strongly agree). The average Cronbach’s
alpha over the five days was .83.

Control variables. We included workload and job autonomy into our investigation as
control variables, as both these job characteristics have been shown to predict creativity (e.g.,
Binnewies & Wornlein, 2011; Ohly & Fritz, 2010). In addition, higher levels of job
autonomy may provide an individual with more opportunities to engage in preferential
strategies of proactive vitality management on a daily basis. Moreover, individuals may use
proactive vitality management on a daily basis to deal with higher levels of workload.
Furthermore, daily workload may impact daily levels of creative work performance. Working
in the creative industry may require one to perform creatively in general (i.e., general

creativity requirement, Unsworth et al., 2005), but daily fluctuations in workload may
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represent the relative necessity to display creativity on particular days (i.e., daily creativity
requirement). We measured job autonomy and workload on a daily basis using three items for
each variable developed by Bakker et al. (2004), based on Karasek’s (1985) job content
instrument. An example item for job autonomy is “Today, I could decide by myself how to
execute my work” (1 = totally disagree, 5 = totally agree). The average Cronbach’s alpha for
job autonomy was .86. An example item for workload was: “Today, I had to work very fast.”
The average Cronbach’s alpha for workload was .94.
Strategy of Analysis

In Study 2, we used a similar analytical approach as described in Study 1. The data in
Study 2 again comprised a multilevel structure, but this time with three levels: workdays
nested within persons who were, in turn, nested within different agencies/organizations.
Therefore, we added an extra level in our multilevel model, and we calculated the proportion
of variance explained by the within-person level with reference to level 2 (person) and level 3
(agency). The findings supported our multilevel approach, with percentages of 51% for
mindfulness, 59% for proactive vitality management, and 48% for the supervisor ratings of
creative work performance. Throughout the analyses, all daily variables except time and the
outcome variable were centered at each individual’s mean value (Ohly et al., 2010). To take
into account the potential carry-over effects of one’s prior level of mindfulness and creativity,
we created lagged variables and performed a more stringent test by including these previous-
day measures of the mediator (i.e., mindfulness) and outcomes (i.e., creative work
performance) in our analyses. As the control variable job autonomy did not relate
significantly to the outcome or the predictor in our model, we dropped it from further
analyses. Similar to Study 1, we also tested our hypotheses without including any control

variables (Becker et al., 2016). Without the control variables, the results supported our
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hypotheses in the same way — there were no differences in the direction or significance of the
resulting relationships.
Results and Discussion

Descriptive Statistics

Means, standard deviations, and correlations between the study variables can be found
in Table 3.
Multilevel Confirmatory Factor Analyses

Similar to Study 1, we conducted MCFAs to examine the measurement model and
check for construct validity and independence of our variables, as well as to test thoroughly
whether we could empirically distinguish the predictor in our model (proactive vitality
management) from the mediator (mindfulness). We modeled both the within- and between-
person covariance matrices simultaneously and included latent factors for proactive vitality
management (eight items), mindfulness (five items), and creative work performance (five
items). The fit of the multilevel model in which all items of the variables in our model loaded
on their respective latent factors was reasonable (CFI = .91, TLI = .89, RMSEA = .05, SRMR
within = .08, SRMR between = .13). Furthermore, all factors had significant factor loadings
(p <.001). In addition, this model fit the data significantly better than an alternative model in
which the items of proactive vitality management and mindfulness loaded on one factor (Ay?
= 153.56, Adf = 4, p <.001). Overall, these results show that besides theoretically, proactive
vitality management can also be distinguished from daily mindfulness empirically.
Hypotheses Testing

Hypothesis 1 stated that daily proactive vitality management is positively related to
daily states of mindfulness. Results of the multilevel analysis were in support of this
hypothesis (y = .42, SE =.08, p <.01). Hypothesis 2 stated that daily mindfulness is

positively related to daily creative work performance. In support of this hypothesis, the
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multilevel results showed a positive relationship between daily mindfulness and creative
work performance as assessed by supervisors (y = .17, SE =.08, p <.05; Table 4). Finally, in
line with hypothesis 3, there was a positive indirect effect of proactive vitality management
on creative work performance through mindfulness (.12, Cl 95% [.02, .18]).

Summing up, the results show that daily proactive vitality management related to
daily mindfulness, which, in turn, related to higher levels of creative work performance.
Overall, we were thus able to replicate the findings of Study 1 in this new study. For an
overview of the results of Study 2, see Figure 2.

General Discussion

In the present research, we aimed to integrate the proactivity, mindfulness, and
creativity literatures to describe a process in which individuals may proactively promote their
own creativity on a daily basis by purposefully managing their vitality for work and thereby
altering their state of mind. Replicated findings from two daily diary studies among working
individuals largely supported our hypotheses, emphasizing the added value of a proactive
approach In the creative process. In what follows, we will discuss the theoretical
contributions of our research.

Theoretical Contributions

The creativity literature is quite extensive, and scholars have provided many insights
into factors that may either benefit or harm creative performance. Traditionally, creativity
studies have employed top-down perspectives and a focus on distal predictors of creativity
that are relatively far away from the creative process, such as personality and job
characteristics (e.g., Anderson et al., 2014; Shalley & Gilson, 2004). However, such factors
are less likely to explain daily, intra-individual variations in creative performance. Moreover,
researchers have theorized and shown the importance of individuals’ self-regulatory and

proactive behaviors in the creative process (Bakker et al., 2020; De Stobbeleir et al., 2011,
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Op den Kamp et al., 2018, 2020). This perspective contributes to and integrates proactivity
and creativity literatures and alludes to a potential interplay in the creative process between
more distal contextual factors on the one hand and daily proactive behaviors on the other
hand. For example, the effective management of physical and mental energy on a day-to-day
basis may, on those days, enable individuals to enact and make optimal use of potentially
fruitful contextual conditions for creativity that are available to them, such as supportive
colleagues and useful resources (cf. Daniels, 2006).

Our research provides additional support for proactive motivation theory, which states
that individuals may initiate goal-directed behavior to change aspects of the self or the
environment (i.e., locus of change) in order to achieve a different future (Parker et al., 2010).
Accordingly, we have investigated a proactive process where individuals change aspects of
the self (i.e., their physical and mental energy) to achieve a different future (i.e., optimal
functioning in terms of creative performance). Our findings address the call for insights into
the consequential processes of proactive behavior — or how a certain type of proactivity may
bring about a certain type of ‘change’ (cf. Parker et al., 2010). In this case, we aimed to
explore a process in which proactive vitality management relates to changes in how
individuals feel and perform on certain days relative to other days.

Our research builds further upon previous work by Op den Kamp et al. (2018, 2020)
and Bakker et al. (2020), who showed that proactive vitality management is positively related
to creativity. Our findings corroborate and complement these earlier studies by providing a
more detailed look and robust test of the process with a constructive daily diary replication
involving various samples and objective and dual-source measures of creativity. Besides such
methodological considerations, our research theoretically expands upon these earlier studies
as well. More specifically, we have focused on an additional explanatory mechanism between

proactive vitality management and creative performance. Indeed, based on the vitality
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literature, proactive vitality management has been conceptualized as an overarching construct
— comprising physical, affective, and cognitive components — that may trigger multiple,
intertwined processes that may subsequently promote creativity (cf. Lavrusheva, 2020; Op
den Kamp et al., 2018; Ryan & Deci, 2008; Ryan & Frederick, 1997). Whereas Bakker et al.
(2020) addressed the affective side of the process by advancing work engagement as a
mediating mechanism, we aimed to broaden our understanding of the proactive vitality
management-creativity link by focusing on the cognitive aspect of the process. The findings
suggest that mindfulness plays an important role in connecting proactive vitality management
to creative outcomes — even over and above the influence of work engagement — supporting
the proposed cognitive mechanism.

Even though studies sometimes focus on vitality’s either physical or mental
components and effects, the components are intertwined (Lavrusheva, 2020). Accordingly,
we propose that the cognitive, affective, and physical processes spurred by proactive vitality
management are partly overlapping and may occur simultaneously. For example, physical
energy may play a role in the process of activated positive affect and may also enable a fresh
pair of eyes and headspace. At the same time, some aspects of the different processes may be
rather unique. For example, feeling physically energetic is not necessarily accompanied by
happiness, and being able to focus well need not require one to experience positive affect.
With regard to the current research focus, we propose that the relative importance of a
primarily affective versus a cognitive mechanism in the proactive vitality management -
creativity process may also depend on person and situation. For example, individuals who
tend to-mind wander a lot — providing them with valuable inspirational thoughts — may
sometimes require the attention and clarity inherent to being mindful to bring the ideas into
focus and develop them further. At other times, individuals may especially benefit from

activated positive energy or moods (e.g., joy, enthusiasm) that broaden their thought-action
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repertoires to become inspired and invest resources into the creative process (e.g., Amabile et
al., 2005; Fredrickson, 2001). Future research may take a closer look specifically at how
physical energy plays a role in the process, as studies have indicated a link between proactive
vitality management and physical energy (Béalaceanu et al., 2021; Op den Kamp et al., 2018;
Ye et al., 2020) and between physical energy and creativity (e.g., Atwater & Carmeli, 2009).
Even though the processes may be intertwined, focusing in more detail on the various
potential underlying mechanisms in such a valuable process may bring more detailed
theoretical and practical suggestions on how individuals promote their own creativity on a
daily basis through their own intentional behaviors.

While many scholars have focused on the consequences and potential benefits of
mindfulness, only a few studies so far have examined how experiences of mindfulness can be
promoted (Dane, 2011; Hilsheger et al., 2018). Traditionally, mindfulness was seen as a
phenomenon that could be reached by practicing meditation. Yet, the emergence of a mindful
state does not necessarily require meditation (Brown & Ryan, 2003); it can be reached by
anyone who focuses “their attention on events and phenomena transpiring in the present
moment” (Dane, 2011, p. 998). We have argued that proactive vitality management may
facilitate the emergence of a mindful state through its intentional, goal-driven nature and by
supplying the cognitive and energetic resources needed to achieve and sustain a mindful state.
Accordingly, we have addressed the scarcity of insights on the origin of fluctuations in
mindfulness by putting forward proactive vitality management as a behavior that may
promote daily states of mindfulness.

Our findings clearly indicate that on days participants proactively managed their
vitality, they experienced more mindfulness at work. In turn, they unexpectedly did not
generate more ideas during a brainstorming task at the end of the day in Study 1, but their

ideas were more creative nonetheless. Although these findings were unexpected, fluency and
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originality can be seen as correlated but highly separable constructs (Dumas & Dunbar,
2014). Indeed, fluency is not a sufficient nor necessary requirement for originality (Cotter et
al., 2020; Runco et al., 2011), and one may argue that the most important feature of creativity
Is whether the ideas are, in fact, original (Dumas & Dunbar, 2014; Runco et al., 2011). The
nature of the brainstorming task used in Study 1 may have evoked a creative expectation
among participants, potentially reducing variation in the number of ideas they reported. The
findings suggest that a state of mindfulness may pave the way for more focus and efficiency
in the creative process, which may (partially) be due to ‘de—automatization’ — facilitated by
mindfulness (Kang et al., 2013). Engaging in mindful reasoning may have helped the
participants to think clearly and to overcome habitual and dominant but uncreative responses
(cf. Bishop et al., 2004; Brown et al., 2007; Zedelius & Schooler, 2015).

A similar pattern emerged in the second study among workers in the creative industry,
whose creative work performance was evaluated by their supervisors. On days that the
participants proactively managed their physical and mental energy for work, they were more
mindful, and their work was assessed as more creative. Overall, these findings corroborate
earlier research on the mindfulness-creativity link (Lebuda et al., 2016). However, some
studies have shown inconsistent or inconclusive results regarding the benefits of mindfulness
for creativity (e.g., Baas et al., 2014). As both mindfulness and creativity are relatively
complex and multidimensional constructs, it is not surprising that their relationship may be
complex as well. Moreover, methodology may play a role. Although there are a few daily
diary studies on mindfulness (e.g., Haun et al., 2018; Hilsheger et al., 2013), the link
between mindfulness and creativity has not been studied on a within-person or daily level.
Research has shown little or no relationship between trait and state mindfulness (Bravo et al.,
2018; Thompson & Waltz, 2007), and because mindfulness is inherently concerned with

varying levels of awareness and attention to ongoing events and experiences (Brown & Ryan,
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2003), a diary approach that captures fluctuations in mindfulness seems highly suitable to
examine this phenomenon. Indeed, it has been argued that between-person variation may not
be used as a surrogate for within-person variation, and that the correlates and causes of
between-person and within-person variation need to be analyzed as distinct phenomena
(Brose et al., 2015; Molenaar, 2004). In turn, examining such daily fluctuations in state
mindfulness in relation to fluctuations in creative performance may yield different results
than studies involving trait measures of mindfulness and/or general creative potential (cf.
Lebuda et al., 2016; Molenaar, 2004).

Our findings further contribute to this ongoing discussion regarding the role of
executive processing in the creative process (cf. Barr et al., 2015; Smeekens & Kane, 2016).
For example, some studies have shown that states of mindlessness, such as mind wandering,
may promote creative insight (Baird et al., 2012). While mindfulness and mind wandering are
usually seen as polar opposites (Mrazek et al., 2012), both are suggested to involve a
relatively wide attentional breadth (Dane, 2011). An important feature distinguishing
mindfulness from mind wandering is its present-moment orientation characterized by
increased awareness and attention to ongoing events and stimuli. Even though unconscious
thought (e.g., during mind wandering and incubation periods) can help to form relevant
associations and gain inspiration, conscious thought is needed to bring the associations into
awareness and to actually come up with the solutions, ideas, and/or new creations (Zhong et
al., 2008). On a daily level, working individuals seem to benefit from the higher
consciousness, attention, and awareness associated with a mindful state to perform creatively
(cf. Brown & Ryan, 2003). Moreover, mind wandering may sometimes even be undesired,
especially in work settings where people need to be able to focus on their work and produce

results. Future research may build further on our findings to yield insights on a potentially
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ideal balance between valuable mind wandering on the one hand and mindful attention and
awareness on the other hand (cf. Mrazek et al., 2012; Wiley & Jarosz, 2012).
Strengths and Limitations

Scholars have called for research taking into account the various aspects, levels, and
forms of creativity in relation to mindfulness (Lebuda et al., 2016). Addressing this call, we
have tested our hypotheses and replicated our results in two daily dairy studies among
working individuals. Moreover, we measured creative performance with both a domain-
general measure of creativity (i.e., brainstorming task) and a more context-specific measure
of creative performance in the workplace, as rated by supervisors. This approach allows us to
bridge laboratory and field research to some extent. Indeed, the present research is the first to
examine daily performance on a brainstorming task (i.e., spanning multiple days). In
addition, we asked supervisors to rate their employees’ creative work performance to increase
the relative objectivity of the ratings. Using supervisor ratings is a common practice in
creativity research in work settings, even though there can be pitfalls to this method as well.
Supervisors are only able to report on visible manifestations of creativity, while creativity
may not always be visible to others because the creative process involves many internal
psychological processes as well.

Overall, our approach has enabled a detailed examination and replication of our
findings, which show a relatively robust, daily pattern in which proactive vitality
management is related to creative performance through states of mindfulness. However, our
research is not without limitations. First, we cannot infer causality from our findings, as
doing so would warrant the experimental manipulation of proactive vitality management. In
the present research, we were interested in processes and experiences that take place naturally
and simultaneously, on the same day. Accordingly, the findings indicate that daily

fluctuations in proactive vitality management are indirectly related to daily fluctuations in
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creative outcomes, linked together via daily fluctuations in mindfulness. In addition, scholars
have argued that there is good reason to assume causation in the mindfulness-creativity link
(cf. Lebuda et al., 2016). Nevertheless, future research may aim to implement an intervention
encouraging working individuals to engage in proactive vitality management and examine its
effects on (daily) states of mindfulness and creative performance. For example, an
intervention focused on awareness and instruction may involve a workshop in which
participants in the experimental group learn about their well-being in relation to work, and
about how they can proactively improve this from day to day. During the training,
participants may set personal goals and come up with various initiatives they can take to be
physically active and get involved in interesting activities with the aim to feel energized and
motivated.

Another limitation is the sole focus on mindful attention and awareness as a
mechanism in the link between proactive vitality management and creativity, without
examining the influence of other cognitive states (e.g., mind wandering). Moreover,
mindfulness was measured using the MAAS (Brown & Ryan, 2003), which has sometimes
yielded inconsistent findings in previous creativity studies. However, previous studies
involved different research designs than ours (e.g., of cross-sectional nature), while the
MAAS seems highly suitable to measure within-person fluctuations in mindfulness. In the
future, though, scholars may want to draw comparisons by using different measures of
mindfulness and by examining the influence of other cognitive or psychological states on
creative performance as well.

Finally, our daily diary design allowed us to take a close look at and examine within-
person fluctuations in proactive vitality management, mindfulness, and creativity. However,

one may argue that these phenomena may also fluctuate within the day. Future studies could
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therefore zoom in on this process even further by adopting an experience sampling method
(i.e.,-measuring variables multiple times within a day; Beal, 2015).
Practical Implications

Our findings suggest that not only individuals working in the creative industry but
also employees from a wide range of professions and industries may take control over their
own levels of vitality to promote their creativity. To stimulate this process, individuals may
aim to develop self-awareness and insight regarding when and how to effectively manage
their own levels of physical and mental energy for work (cf. Op den Kamp et al., 2020). For
example, it could be beneficial to think about situations in which physical and mental energy
is particularly scarce and/or valuable and to try out strategies that may help to manage vitality
effectively. In addition, organizations may play a facilitative and empowering role to
encourage their employees to engage in proactive vitality management. Such a proactive
‘growth’ mindset may be promoted by, for example, emphasizing, praising, and rewarding
effort (as opposed to results) and by allowing employees to set their own challenging yet
attainable (creative) goals. In addition, organizations may provide their employees with
opportunities to purposefully manage their vitality for work, corresponding to their own
personal needs and preferences (cf. Trougakos & Hideg, 2009). Examples of such strategies
may include going for a walk to clear their mind or to seek inspiration (Oppezzo & Schwartz,
2014), incorporating ‘quiet hours’ in a workday to be able to focus (Konig et al., 2013), or
listening to their favorite music while working to promote an energized and driven mindset
(Lesiuk, 2005). As such, organizations may aim to complement valuable top-down
approaches to promote creativity with the opportunity for a ‘bottom-up’ approach in which

individuals take control themselves in creating healthy circumstances for creativity to arise.
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Conclusion
While some people may generally display more creativity than others, all individuals
have some creative potential (cf. Amabile, 1997). This perspective implies that each person
may aim to unleash their own creative potential to promote growth and innovation. The
present research suggests that people do not need to wait for uncontrollable ‘AHA-moments’,
but may proactively create a mindset in which creativity can flourish on a daily basis by
managing their levels of physical and mental energy.
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Table 1

Descriptive Statistics and Within-Person Correlations, Study 1

Variables M SD 1 2 3 4 5
1. PVM 4.83 1.49 -

2. Mindfulness 527 144 547 -

3. Fluency of ideas 530 28 -04 -137 -

4. Originality of ideas 427 153 227 167 457 -

5. Work engagement (control) ~ 4.10 153 .59 477 -11° 117 -

Note. N = 133 persons and n = 521 observations. PVM = proactive vitality management.

“p<.05 "p<.01
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Table 2

Results of multilevel analyses, Study 1 (outcome = creative performance: fluency and originality)

Variables Fluency Originality
Model 1 Model 2 Model 1 Model 2

Y SE Y SE Y SE Y SE
Intercept 5.43" 37 5.54™ .36 430 19 433" .20
Time (weekday) -.05 .09 -.05 .09 -.01 .04 -.01 .05
Fluency 357 .05 367 .04
Lagged fluency 627 .04 62" .05
Lagged originality .06 .04 .08" .04
Work engagement -.40" .18 -.44 22 317 .08 .16 .09
Mindfulness .07 21 24 .08
Pseudo AR? 14% 1% 23% 5%

“p<.05 "p<.01
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Table 3

Descriptive Statistics and Within-Person Correlations, Study 2

Variables M SD 1 2 3 4 5
1. PVM 4.49 1.18 -

2. Mindful attention 537 139 217 -

3. Creative work performance (supervisor) — 4.95 1.04 .16° .227 -

4. Workload (control) 448 184 32 13" 11 -

5. Job autonomy (control) 520 136 .31 .23 .06 -.07 -

Note. PVM = proactive vitality management.

“p<.05 "p<.01
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Table 4

Results of multilevel analyses Study 2 predicting supervisor-ratings of creative work performance

Variables Model 1 Model 2

Y SE Y SE
Intercept 479" 12 4.80" 12
Time (weekday) 117 .04 127 .04
Workload .07 .07 14 .08
Lagged creative work performance 397 .07 34 .07
Mindful attention 17" .08
Pseudo AR? 20% 7%

“p<.05 "p<.01
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Figure 1. Overview of the findings from Study 1.
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