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Abstract: Relying on the affective events theory, we argued that daily micro-events occurring in a
hospitality context—daily hassles and uplifts—would influence hotel employees’ well-being and
performance through affective reactions. Furthermore, we also expected that mindfulness would
moderate these indirect relationships. Data were collected from employees who worked in hospitality
working settings, and included both mindfulness practitioners (n = 182) and non-practitioners
(n = 211). The findings evidenced that affective reactions mediated the path from daily micro-events
and well-being and performance, in both samples. In addition, in the sample of non-mindfulness
practitioners, mindfulness moderated the indirect relationship between daily micro-events and well-
being through affective reactions, in such a way that the relationship became stronger for those who
scored higher on mindfulness (versus those who scored lower). These findings were not significant
for those who practiced mindfulness. Lastly, mindfulness did not moderate the relationship between
daily micro-events and performance via affective reactions (for both samples). This study expands the
affective events theory for the hospitality context and thus highlights the role of daily micro-events in
stimulating employees’ performance and well-being. Furthermore, it shows how mindfulness as a
trait may be relevant for employees who work in this context.

Keywords: daily micro-events; affect; mindfulness; well-being; performance; affective events theory;
hospitality management

1. Introduction

Nowadays, workers seem to show lower levels of work-related well-being; OECD [1]
identified an increase in workers’ dissatisfaction, which may justify the slower rates of
motivation and, thereby, performance. This pushed researchers to expand on the knowledge
about well-being predictors in the work domain [2,3]. For instance, diverse studies have
demonstrated the relevance of situational influences for performance and well-being related
outcomes [3]. One consistent predictor of both performance and well-being appears to be
daily micro-events—daily hassles and uplifts. These events have been studied under the
framework of the affective events theory (AET) [2]. Accordingly, the work context promotes
conditions for the occurrence of daily-micro events, which are little things that somehow
influence employees’ affective, attitudinal, and behavioral outcomes [3]. Further, these
events are affective because they make employees experience a wide range of affective
reactions (e.g., anger or enthusiasm) that shape how they behave at work (for instance,
influencing their performance) [4]. Hence, daily micro-events may influence well-being
and performance as they create affective reactions in employees. Thereby, these affective
reactions are mechanisms linking daily micro-events to well-being and performance.

Moreover, the AET also states that there are individual differences (e.g., personal char-
acteristics) moderating how employees react to such micro-daily events [2]. Mindfulness
has been shown to be a relevant boundary condition between individuals’ affective reac-
tions and personal and work-related outcomes [5]. It has been defined as the individuals’
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ability to be focused on the present moment, and be guided by a neutral acceptance of
what occurs instead of ruminating or trying to change unchanged situations [5,6]. Hence,
mindfulness may help employees to better regulate affective reactions to daily micro-
events and, as such, influence their well-being and performance. Mindfulness can thus
interact with affective reactions to shape attitudinal (well-being) and behavioral outcomes
(performance) [3,6,7].

This study aims to expand the AET to the hospitality context by testing whether
daily-micro events would influence affective reactions, and these, in turn, influence em-
ployees’ well-being and performance. Furthermore, relying on the literature focused on
mindfulness [7], we argue that it may moderate the indirect relationships between daily
micro-events and well-being and performance through affective reactions.

Indeed, the factor of prosperity and success in hospitality is the focus on people:
both employees and guests. One of the main tasks of the management of an organization
involved in the service sector is to meet the needs of customers and create a suitable envi-
ronment within a hotel, in which employees become loyal to the company and oriented
towards achieving organizational objectives. The vision of a knowledge-based organiza-
tional learning approach improves the capabilities of hotels [8,9].

Given the importance of both well-being and performance in hospitality contexts, this
study adds knowledge that might be useful for managerial purposes, particularly those
related with sustainable human resources management (S-HRM). First, it may contribute
to explaining how and when situational influences, such as daily micro-events, impact
employees’ well-being and performance. Further, understanding it will help managers
to delineate strategies that can contain the negative effects of these micro-influences, and
at the same time, create tools to enhance their beneficial effects. This is relevant for sus-
tainable human resources management as it may contribute to higher levels of employees’
happiness—one of the goals of S-HRM [10]. Second, the findings may expand the affective
events theory by demonstrating its applicability to hospitality settings and give insights
towards managing employees in this working setting. Lastly, exploring the potential mod-
erating role of mindfulness might clarify its role in buffering the detrimental effects of daily
hassles and amplifying the positive effects of daily uplifts.

The following parts will describe and sustain the proposed model and hypotheses.
The subsequent sections will discuss the method and procedure of data collection, as well as
the main characteristics of both samples. Then, the test of hypotheses is presented followed
by the discussion section.

2. Theoretical Background and Hypotheses Development
2.1. The Affective Events Theory

The work context is filled with conditions that create daily micro-events [2,11]. These
daily micro-events appear to be frequent in nature and may shape employees’ daily lives
by affecting their affective experiences and their resultant well-being and performance [11].
The AET highlights its role in employees’ daily routines and emphasizes that these micro-
events must not be ignored even if they are almost unnoticed.

The AET explains the path that is created with daily-micro events [2]. For the authors,
daily micro-events make employees affectively react to what happens in their work settings.
Frequently, these affective reactions influence how individuals act and react in the work-
place and towards their work (e.g., performance outcomes). Daily micro-events include
all the tiny things that affect (positively or negatively) employees [12]. Hence, they may
be negative—daily hassles (e.g., dealing with someone who is in a rotten mood)—that is,
daily micro-events that somehow irritate or frustrate individuals [13–15]. On the opposite
side, daily micro-events may also be positive—daily uplifts—that is, positive experiences
that uplift an individual’s inner states (e.g., interacting with someone who is in a positive
mood) [16–19].

Daily micro-events not only trigger diverse affective reactions, but also influence
cognitions (i.e., well-being, life satisfaction) and behaviors (i.e., performance) [5,20]. Hence,
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we may say that daily micro-events are proximal predictors of affective reactions and distal
predictors of well-being.

2.2. The Relationship between Daily Micro-Events, Affect, Well-Being and Performance

Well-being may be analyzed from a hedonic or eudemonic perspective. While the first
one combines affective (affective experiences) and cognitive components (life satisfaction)
and includes subjective well-being as the main concept, the eudemonic perspective is
more focused on self-development and self-actualization as a way to achieve psychological
well-being [21]. In this study, we will focus on subjective well-being, that is, the hedonic
approach, as it is more linked to the work settings [21,22]. Subjective well-being includes
individuals’ perceptions of how good/bad their life is—life satisfaction—and also empha-
sizes the role of affective daily experiences, in such a way that a happier individual is one
who tends to experience more positive affective experiences when compared to negative
ones. That is, there must exist a positive ratio of affective experiences, and thus, the positive
experiences must outweigh the negative ones [22].

As such, relying on the AET and the empirical work on subjective well-being, we argue
that daily micro-events will trigger employees’ affective reactions, and these in turn will
influence their subjective well-being [23,24]. Thus, we defined the following hypothesis.

H1. Affective reactions mediate the relationship between daily micro-events and subjective well-being.

For organizations, it is important that employees’ performance levels remain high, as
this leads to the success of the entire organization, and raises employee satisfaction levels.
Performance is related to the set of actions and behaviors that employees take to accomplish
relevant organizational goals. It is volatile to the influences of daily micro-events. For
example, the micro-behaviors of leaders can trigger trust or mistrust and, at the same time,
influence performance [25]. Daily micro-events influence performance due to the affective
reactions triggered by such events.

Thus, positive affect at work is related to performance [24,26]. Positive affect leads
to improvements in well-being, which in turn, improves creativity and flexibility, as it
allows employees to better focus on the tasks to be performed [11]. In addition, receiving
positive feedback triggers positive affect, such as happiness, which in turn, contributes to
ameliorating job performance.

Positive affect helps employees to cope with daily hassles and enhances their proactiv-
ity and resilience. Moreover, positive affect makes the individual less prone to stressful
situations and more willing to develop social relationships, which in turn, increases perfor-
mance [27]. If employees experience more positive affect, they tend to be more productive
and have a greater capacity to analyze new experiences and opportunities [16,25].

H2. Affective reactions mediate the relationship between daily micro-events and performance.

2.3. The Moderating Role of Mindfulness

Daily micro-events appear to be significant influences on employees’ affective states
(e.g., enthusiasm or distress), attitudes (job satisfaction), and behaviors (performance) [14,15].
However, these influences appear to be conditional on personal factors (e.g., traits) [2]. That
is, there are some characteristics that may amplify or attenuate the impact of daily micro-
events on their subsequent reactions [16,17]. For example, mindful individuals appear
to have more neutral or positive reactions to daily hassles when compared to mindless
individuals [16,18,19].

Mindfulness has attracted scholars and practitioners as a way to improve employees’
well-being and quality of life (e.g., mindfulness-based interventions applied at work) [28,29].
For instance, hospitality institutions have recognized its importance as a way to develop
their employees’ coping strategies and emotional regulation tools [30]. In fact, hospitality
institutions increasingly realize the importance of human capital performance in their
success, development, and market position. The attention in this sector happens because
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engaged employees are more likely to work [31]; however, as they do not dedicate as much
time to the family domain, they end up experiencing work-family conflict [32].

According to Williams and Mark [33], mindfulness is the ability to be focused on what
happens in the present moment, and accept it as it occurs, even if it is not as one would
want it to be [34]. Mindfulness may be analyzed as a state or as a trait. When individuals
train their mindfulness abilities, they may improve their state levels of mindfulness, which
means that they may be mindful in some situations and less mindful in others. When we
analyze trait mindfulness, it is related to the natural trend that one has to be immersed in
the present moment (self-regulation of attention), have the ability to be non-judgmental,
and display an acceptance of what occurs (orientation for daily experiences) [34].

Indeed, researchers have highlighted the role of mindfulness in diverse outcomes,
including well-being and happiness [35]. Indeed, some studies have demonstrated the
beneficial effects of practicing mindfulness to better regulate emotions and distress in the
work context [29,34]. Furthermore, mindfulness has also been shown to be a relevant
boundary condition that shapes how individuals react to affective experiences [35]. Indeed,
when employees are aware of what happens, that is, daily uplifts as well as daily hassles,
mindful employees will effectively deal with such events due to their open-minded per-
spective, tolerance, and acceptance [36,37]. In contrast, mindless employees, when facing
unexpected or negative daily micro-events, will tend to face more difficulties accepting
it, and as such, their reactions and behaviors may be impaired. For instance, in a daily
diary study, mindfulness has been found to moderate the path from daily micro-events
to daily gratitude via affect [7]. Similarly, mindfulness was a boundary condition for the
relationship between daily micro-events with pets and performance outcomes [10]. Fur-
thermore, other studies have demonstrated the interaction of mindfulness and affect to
predict performance, innovation, and learning [38,39]. Thus, we expect (Figure 1):
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Figure 1. Overview of the hypothesized moderated mediation model.

H3. The indirect relationship between daily micro-events and well-being through affective reactions
is moderated by mindfulness, such that the indirect effect will be stronger for mindful individuals
(versus mindless).

H4. The indirect relationship between daily micro-events and performance through affective reactions
is moderated by mindfulness, such that the indirect effect will be stronger for mindful individuals
(versus mindless).

2.4. The Present Study

To test the proposed moderated mediation model, we resorted to two different samples.
The first sample includes individuals who do not practice mindfulness meditation at all, so
they do not have any knowledge or ability regarding mindfulness practices. The second
sample includes regular mindfulness practitioners—participants who regularly practice
meditative mindfulness as a way to cope with daily hassles, demands, or stressful working
conditions. We decided to include two samples to understand whether the moderating role
of mindfulness would differ between those who regularly practice mindfulness and those
who do not.
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3. Materials and Methods
3.1. Participants and Procedure
3.1.1. Sample I

We contacted managers who worked at different hotels. These managers were chosen
as they were part of the researchers’ professional network. The managers who agreed to
participate sent an internal email to their human resources director, who sent the invitation
to their employees. This invitation was sent by email and contained an explanation of the
main research goals, as well as the confidential and anonymous nature of the data, and the
link for the online survey. Overall, 300 participants started to answer the survey, but only
216 were recorded as valid responses (response rate = 72%). Of the total participants who
answered, 74% were women, and their mean age was 29 years old (SD = 8.82). Most of them
were graduated (57%), while the remaining had completed secondary school. Their mean
organizational tenure was 4 years (SD = 6.73). Participants performed different functions,
including as front officers (45%), barmen (40%), and managers (15%).

3.1.2. Sample II

We contacted mindfulness practitioners who worked in the hospitality area on LinkedIn,
and we asked them to participate in a study of the benefits of mindfulness at work. If they
agreed to participate in the study, we sent them the link to the survey, and we assured
them of anonymity and confidentiality. We sent 250 invitations, of which 176 were valid
responses (response rate = 70.4%). The majority of participants were women (70%), with a
mean age of 38.32 years old (SD = 11.91) and a mean organizational tenure of 7.20 years
(SD = 9). They were mostly graduated (81.2%) or had a high school diploma (18.8%). Over-
all, they were managers (28%), technicians (25%), front office workers (24%), and restaurant
workers (23%).

3.2. Measures
3.2.1. Daily Micro-Events

We used the 18-item Scale for Daily Hassles and Uplifts at Work [40]. It measured the
frequency of work-related daily hassles (10 items, e.g., “Today, I had to deal with someone
in a rotten mood”) and uplifts (eight items, e.g., “Today, I received positive feedback on
my performance”) in the last 24 h. Participants used a 5-point Likert scale (1-never; 5-four
times or more) (α = 0.79).

3.2.2. Mindfulness

To measure mindfulness, we used the Mindful, Attention, and Awareness Scale [41].
It includes 15 items (e.g., “I find it difficult to stay focused on what is happening in the
present”) answered on a 5-point Likert scale (1—never; 7—always) (α = 0.86).

3.2.3. Affective Reactions

We used the 10-item Positive and Negative Affect Scale [42]. It includes five items that
measure positive affective reactions (e.g., “Inspired”) and five to assess negative affective
reactions (e.g., “Anger”). Participants used a 5-point Likert scale (1 “never”; 5 “always”).
The Cronbach’s alpha ranged between 0.80 and 0.82, for the positive affective dimension
and the negative affective one, respectively.

3.2.4. Performance

It was measured with 11 items of the Individual Work Performance Questionnaire [43]
(“I managed to plan my work so that it was done on time”). Participants used a 5-point
Likert scale (1 “seldom”; 5 “always”) to answer (α = 0.86).

3.2.5. Well-Being

This was measured by the 8-item Flourishing Scale [44], assessing self-perceived
success in areas such as relationships, self-esteem, purpose, and optimism (e.g., “At my
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work, people respect me”). Participants used a 5-point Likert scale to answer (1 “totally
disagree”; 7 “totally agree”) (α = 0.88).

3.3. Data Analyses

First, we created a ratio for daily micro-events and divided the frequency of daily
uplifts by daily hassles. This ratio helps to understand the proportionality of daily micro-
events occurring on a given day and as such, is a reliable way to capture the situational
influences that employees have. Furthermore, we made the same procedure for affective
reactions; that is, we divided the score of positive affective reactions by the negative one.

Then, to test the proposed model, we used the macro-PROCESS on SPSS. To test the
mediating models (H1 and H2), we used model 4 as it allows us to calculate not only the
direct paths, but also the indirect ones. Furthermore, to test the moderated mediation
hypotheses (H3 and H4), we used model 14 as it calculates the conditional indirect effect
through confidence intervals (CI) [45].

As both the predictor and criterion variables were measured at the same time, we took
some measures to avoid the issue of common method variance. First, Harman’s single
factor test was used to assess the common method variance, and it was observed that the
single factor accounted for only 19.80% variance, which was much below the standard
value of 50%; thus, the common method variance issue was not severe for this study.

Further, we conducted confirmatory factor analysis (CFA) to confirm the independence
of the measures used in this study. For that, we used the software JASP version 0.14.1. In line
with convention, we used a combination of fit indices—Comparative fit index (CFI), Tucker–
Lewis Index (TLI), standardized root mean square residual (SRMR) and root mean square
error of approximation (RMSEA)—to assess the adequacy of the model and afterwards
compared the hypothesized model with three reasonable alternative measurement models.
The CFI and TLI scores above 0.88 and the SRMR and RMSEA scores below 0.07 were
assumed as a model with a good fit to the data.

We tested four alternative models. Model 1 was the hypothesized five-factor model
comprising separate scales for daily micro-events, affect, well-being, performance, and
mindfulness. Model 2 was a four-factor model where daily micro-events and affect were
combined into a unique factor. Model 3 was a three-factor model where daily micro-events,
affect, and well-being were combined into a single factor. Model 4 was a one-factor solution
in which all the items were loaded onto a single factor. The findings showed that the
hypothesized model (Model 1) provided a good fit for the data both for sample I (CFI = 0.93,
TLI = 0.92, SRMR = 0.08 and RMSEA = 0.06) and II (CFI = 0.96, TLI = 0.95, SRMR = 0.06
and RMSEA = 0.05), and all other alternative models evidenced a poorer fit. These results,
together with the Cronbach alpha reliability scores across all the measurement scales,
evidenced the discriminant and convergent validity of the study; hence, we proceeded
with the hypotheses testing.

4. Results
4.1. Descriptive Statistics

Table 1 provides the descriptive statistics, correlations, and reliabilities.

Table 1. Descriptive statistics, bivariate correlations, and reliabilities.

M (SI, SII) SD (SI, SII) 1 2 3 4 5

1. Daily micro-events 3.56, 1.58 5.12, 0.63 -
2. Performance 3.98, 3.90 0.52, 0.51 0.29 **, 0.40 ** -
3. Affect 2.05, 1.89 0.92, 0.79 0.42 **, 0.46 ** 0.32 **, 0.46 ** -
4. Mindfulness 2.50, 2.53 0.59, 0.58 −0.24 **, −0.32 ** −0.31 *, −0.37 ** −0.35 **, −0.35 ** -
5. Well-being 3.91, 3.99 0.58, 0.58 0.26 **, 0.29 ** 0.57 **, 0.49 ** 0.41 **, 0.51 ** −0.35 **, −0.26 ** -

Note. SI = Sample I (n = 211) SII = Sample II (n = 182). * p < 0.05; ** p < 0.01.
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4.2. Hypotheses Testing
4.2.1. The Indirect Effect of Affective Reactions between Daily Micro-Events
and Well-Being

Sample I

The results showed that daily micro-events were positively related to affective reac-
tions (a; B = 0.07, p < 0.01) and affective reactions were positively related to well-being (b;
B = 0.24, p < 0.01). Moreover, the indirect effect of daily micro-events on well-being through
affective reactions was 0.02 (p < 0.01, 95%CI [0.01, 0.03]), indicating a significant indirect
effect. Further, the total effect (c; B = 0.03 p < 0.01) was also significant. However, the
relationship between daily micro-events and well-being (c’; B = 0.01, ns), after introducing
affective reactions, was not significant, revealing a full indirect effect.

Sample II

The results showed that daily micro-events were positively associated with affective
reactions (a; B = 0.58, p < 0.01), and these were positively linked to well-being (b; B = 0.35,
p < 0.01). The indirect effect was significant (0.20, p < 0.01, 95%CI [0.13, 0.30]) as well as the
total effect (c; B = 0.27 p < 0.01). However, the relationship between daily micro-events and
well-being (c’; B = 0.07 ns), after introducing affective reactions, was no longer significant,
revealing a full indirect effect.

Thus, H1 was supported for both samples.

4.2.2. The Indirect Effect of Affective Reactions between Daily Micro-Events
and Performance

Sample I

The results showed that daily micro-events were positively related to affective re-
actions (a; B = 0.07, p < 0.01) and these to performance (b; B = 0.13, p < 0.01). Plus, the
results showed a significant indirect effect (0.01, p < 0.05, 95%CI [0.01, 0.02]). The total
effect (c; B = 0.03 p < 0.01) and the effect (c’; B = 0.02, p < 0.01) of daily micro-events on
performance after affective reactions enter the model were also significant, revealing a
partial indirect effect.

Sample II

The results demonstrated a positive relationship between daily micro-events and
affective reactions (a; B = 0.58, p < 0.01) and between affective reactions and performance
(b; B = 0.23, p < 0.01). Moreover, the indirect effect was significant (0.13, p < 0.01, 95%CI
[0.07, 0.39]. Further, the total effect (c; B = 0.32 p < 0.01) and the effect (c’; B = 0.19, p < 0.01)
of daily micro-events and performance after affective reactions enter the model were also
significant, revealing a partial indirect effect.

Thus, H2 was supported for samples I and II.

4.2.3. The Moderated Mediation Effect of Mindfulness

To test these hypotheses (H3 and H4), we divided them into two steps. First, we tested
the single moderation effect of mindfulness on the relationship between affective reactions
and outcomes (i.e., well-being and performance). Then, we tested the full moderated
mediation model (model 14).

Sample I

First, the results showed a significant interaction effect between mindfulness and
affective reactions (B = 0.17, β = 0.06, ∆R2 = 0.03, p < 0.01). The simple slopes revealed
that when the ratio of affective reactions increased, well-being was higher for mindful
employees (+1 SD: B = 0.12, β = 0.05, p < 0.01, CI 95% [0.02, 0.21]).

Then, we tested the overall moderated mediation model. The results showed a
significantly moderated mediation index (0.01 CI 95% [0.001, 0.03]). Specifically, the indirect
effect was conditional upon two levels of the moderator (mindfulness; M: B = 0.01, β = 0.00,
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p < 0.01, CI95% [0.01, 0.02]; −1 SD: B = 0.02, β = 0.01, p < 0.01, CI95% [0.01, 0.04] (Table 2).
The indirect effect was non-significant for mindful employees (+1 SD: B = 0.01, β = 0.01,
ns, CI 95% [−0.00, 0.02]). Thus, the indirect effect of daily micro-events on well-being via
affective reactions was stronger for mindless employees (Figure 2). It means that mindless
employees are more vulnerable to daily micro-events and subsequent affective reactions to
feel good. On the other hand, mindful employees are not so dependent on these situational
influences, as their well-being was higher (regardless of the existence of a lower ratio of
daily micro-events). Thus, hypothesis 3 was supported, but not as expected.

Table 2. Conditional indirect effects at the different levels of the moderator (Sample I).

Mindfulness B (SE) LL CI 95% ULCI 95%

Well-being
−1 SD 0.02 0.01 0.01 0.04

M 0.01 0.01 0.01 0.02
+1 SD 0.01 0.01 −0.00 0.02

R2 0.26 **
Note. n = 211. Regression coefficients are non-standardized. Bootstrapped samples = 5000. LL: lower limit; UL:
Upper limit; CI: confidence interval; SE: Standardized error. ** p < 0.01.
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Sample II

The results revealed a non-significant interaction effect between mindfulness and
affective reactions (B = 0.12, β = 0.07, ∆R2 = 0.01, p = 0.07). Thus, we did not continue with
the analysis. Hence, we did not find support for the third hypothesis in sample II.

Hypothesis 4 expected that the indirect relationship between daily micro-events and
performance via affective reactions would be moderated by mindfulness, such that the
indirect effect would be stronger for mindful individuals (versus mindless).

Sample I

The single moderation analysis revealed that the interaction between mindfulness and
affective reactions was not significant (B = −0.03, β = 0.05, ns). Thus, we did not keep up
with the analysis. Hypothesis 4 was not supported for sample I.
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Sample II

The single moderation analysis also revealed a non-significant interaction between
mindfulness and affective reactions (B = 0.07, β = 0.06, ns). Thus, we did not test the full
moderated mediation model. Hypothesis 4 was not supported for sample II.

5. Discussion

This research aims to expand the AET to the context of hospitality. For that, it tests
how and when daily micro-events occurring in these working settings predict well-being
and performance. Specifically, we explore the indirect effect of affective reactions as a
mechanism connecting daily micro-events to well-being and performance. Furthermore,
we explore mindfulness as a relevant boundary condition in these relationships. As an
added value, we consider two different samples of workers: those who have experience in
mindfulness practice and those who do not have any experience.

Overall, the findings show that affective reactions are a significant mechanism through
which daily micro-events influence both well-being and performance in hospitality work-
ing settings. This is demonstrated for both samples (i.e., both practitioners and non-
practitioners). Mindfulness moderates the indirect effect of daily micro-events on well-
being via affective reactions, but only for those who do not have training or knowledge
in mindfulness practice (sample I). This does not occur for those who regularly engage
in mindfulness meditative practices. Furthermore, mindfulness does not moderate the
indirect path regarding performance (in none of the samples).

5.1. Theoretical Implications

First, the findings demonstrate that daily micro-events have an affective nature once
they trigger affective reactions in both samples. This is consistent with what the AET
argues [2]. Indeed, daily micro-events are tiny things that occur frequently at work and
tend to shape employees’ affective, attitudinal, and behavioral reactions to them [19,24].
Moreover, affective reactions are a relevant mechanism that links daily micro-events to
personal (i.e., well-being) and organizational outcomes (i.e., performance) in hospitality
settings [46]. As such, employees in this sector benefit from having a positive ratio of daily
micro-events and a positive one in their affective experiences. The higher the ratio, the
higher their well-being levels. The AET has been tested on several occupational areas, and
the findings have been consistent. That is, the work environment creates conditions for these
micro-events to occur, either in the form of daily hassles or in the form of daily uplifts [5].
For instance, some studies demonstrated the beneficial effects of daily uplifts on work
engagement and job satisfaction via increases in positive emotions [11]. Furthermore, other
studies have evidenced that daily hassles have a reversed effect [47,48]. Notwithstanding,
research so far has not expanded it to hospitality working settings. Indeed, hospitality
institutions increasingly realize the importance of human capital performance in their
success, development, and market position. Attention in this sector happens because
engaged employees are more likely to be productive [31] and willing to give more to their
institution, and in the long run, become happier [32]. Hence, this study demonstrates the
importance that daily micro-events have on hospitality employees’ well-being [5].

Second, our results also show the same mediating pattern for performance, that is,
daily micro-events influence job performance via affect. Thus, a higher ratio of daily
micro-events (more daily uplifts than daily hassles) improves affective reactions and in
turn, boosts performance. This finding is in line with AET and also with recent studies
about situational influences on performance. For example, Alam and Singh [49] argued
that affective events, such as performance feedback, trigger affect, which influences overall
performance. There is also evidence that daily micro-events provoke affective reactions
that improve performance [11,16].

Theoretically, the broaden-and-build theory [50] helps to explain how positive emo-
tional experiences lead to positive behaviors in work settings. The theory argues that when
employees feel enthusiasm or joyful experiences (among other positive emotional expe-
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riences), they experience an enlargement of the patterns of thoughts and behaviors. This
enlargement is also known as a broadening of cognitions and behaviors; hence, positive
emotions broaden employees’ scope of cognitions and actions, and support the accumula-
tion of personal resources (e.g., focus on the tasks) [51]. The resource accumulation that
derives from experiencing positive affective reactions is, thereby, a suitable justification for
positive behavior and explains why employees perform better in such experiences.

Third, the results partially support the moderated mediation effect of mindfulness
with the sample that does not practice mindfulness. That is, the indirect effect of daily
micro-events on well-being via affective reactions was stronger for mindless employees
(when compared to mindful employees). In other words, those who score lower on their
mindfulness trait appear to be more dependent on situational and affective factors to feel
happier. In contrast, those who score higher on their mindfulness trait appear to be happier
regardless of the experienced situations. However, this is only significant for the sample
who does not practice mindfulness. For this sample, the indirect effect of daily micro-events
on well-being via affect appears to be conditional on the levels of mindfulness, suggesting
that mindless employees use affect as signals for feeling happier.

Mindfulness is a psychological process that helps employees to be focused on what
happens in the present moment without judgment. One possible explanation may derive
from the fact that mindless individuals pay less attention to daily micro-events, and only
when affect is triggered do they use it for their own good (affect as information). Further,
mindless employees appear to be more sensitive to situational experiences, and as such,
are more volatile to those. In contrast, mindful employees do not need daily micro-
events and do not use affect to feel better, as they may have created their own strategies
(emotional regulation, reappraisal, acceptance) to feel regularly happy [36]. Hence, while
mindful employees may be more aware of what happens, they may also be less sensitive to
situational experiences, and as such, they can achieve a balanced level of well-being [30,36].

Nevertheless, mindfulness does not moderate the indirect effect of daily micro-events
on performance through affective reactions. This demonstrates that the indirect effect
is not conditional upon the levels of mindfulness. Despite the positive direct effect of
mindfulness on performance, it did not interact with affective reactions to predict it. This is
not consistent with the studies demonstrating that mindfulness is a condition that helps
to amplify the beneficial effects of positive affective states on performance [29]. Indeed,
mindfulness has been shown to amplify the influence of positive affect on performance
as it helps individuals to create behavioral strategies to deal with negative emotions and
savor positive ones [6,28]. For instance, in their daily diary study [7], the authors showed
that mindfulness moderated the relationship between daily micro-events and gratitude via
affect, such that it was stronger for mindfulness individuals, as they engaged in strategies
that allowed for an improved savoring of the positive things that have happened to them.
However, this study shows that mindfulness does not moderate the indirect path of daily
micro-events on performance via affective reactions.

In conclusion, affect mediates the relationship between daily micro-events and well-
being and performance. Moreover, mindfulness moderates the mediated relationship
between daily micro-events and well-being via affective reactions for the non-practitioner
sample; lower levels of mindfulness were positively related to well-being, but it does
not moderate the indirect effect regarding performance. This study is considered to have
applicability to the hospitality environment and the final conclusions are important as it
focuses in particular on the role of mindfulness in hospitality environments.

5.2. Practical Implications

Managers may incorporate some conclusions for their daily managerial practice. First,
it appears to be relevant to create conditions that stimulate the frequency of daily uplifts in
hospitality settings. It could lead not only to improvements in employees’ well-being and
performance, but could also serve to ameliorate the working climate. Furthermore, as daily
hassles are also part of a working day, employees must have tools to better deal with them.
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As such, managers should promote training for their employees to better manage their
emotions and how they deal with daily hassles. These strategies would also account for
attaining sustainable related goals, such as creating a workforce that is happy and balanced.
S-HRM aim to increase sustainability at different levels (e.g., economic, ecological, social,
or organizational). When considering organizational goals, managers develop sustainable
plans (e.g., mindfulness online training) to improve their employees’ happiness.

Finally, because mindful employees appear to be more consistent in their levels of
well-being, maybe it should be interesting for managers to create moments for daily hassles
to be shared, and act mindfully towards them. For instance, during breaks, managers could
encourage their employees to practice mindfulness.

5.3. Limitations and Future Research Directions

There are some limitations to consider, and most of them are related to the sample.
Each sample should include more participants, as both samples have a small sample size—
both the mindfulness practitioner’s sample and the non-practitioner’s one. The majority of
each sample was female. Hence, it may limit the generalization of the findings. Moreover,
we only analyze one specific work setting: the hospitality context. Lastly, this study resorts
to self-report measures and collected only once, which may lead to the potential common
method bias.

Future studies should expand these findings with a larger sample and through a daily
approach. Daily micro-events should be explored through the lens of dynamic approaches,
as they present different patterns throughout the working day.

6. Conclusions

To sum up, the AET is a theoretical framework suitable for hospitality contexts. That is,
daily micro-events impact well-being and performance via experienced affective reactions
in these settings, across samples. However, mindfulness only moderates the indirect effect
of daily micro-events on well-being via affect, but only for those who are not mindfulness
practitioners. In particular, mindless employees achieve higher levels of well-being when
there is an increase in the ratio of both daily micro-events and resultant affective reactions.
That is, those who are not mindful appear to need more of the stimulus of situational
factors and affective signals to feel good, whereas those who are mindful are less dependent
on such influences, as they can achieve higher levels of well-being by themselves. Lastly,
mindfulness does not moderate the indirect effect of daily micro-events on performance
via affective reactions.
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