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ABSTRACT 
 

 Effective leadership is all about persevering in the face of seemingly insurmountable 

circumstances. Without immediate fixes, the "adaptive" difficulties confronting higher 

education today will remain challenging. A new manner of leading must be learned, and it 

must be done in front of everyone. The future of our campuses will require a combination 

of resilience, persistence, and humility. Everyone who desires to truly lead will need to 

have a high level of resilience. 
 

 The aim of this research is to investigate the relationship between resilience leadership 

and work engagement positive affect as mediating role. The study follows positivism 

research paradigm and deductive approach. The study used stratified sampling techniques 

and the sample of 300 employees was used. The survey method was incorporated to collect 

the data. 
 

 Positive affect, resilience, and work engagement are all intertwined in this 

investigation. According to our findings, both resilience and transformative leadership are 

related with work engagement at higher level. The links between resilience, job 

engagement, transformational leadership, and job engagement are all mediated by positive 

affect, as we've discovered. 
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1. INTRODUCTION 
 

 Change management, organizational growth, and leadership are all areas where 

"resilience" is frequently discussed. Over the past two decades, several books and essays 

have explored the topic of resilience. The study is to figure out how to best educate our 

leaders resilience by better understanding the complexities and strengths of resilience in 

relation to leadership effectiveness. 
 

 One of the most perplexing and perplexing problems in the world is why some people 

become immobile in the face of adversity or disaster, while others use these same 

circumstances to grow and progress. How are certain people able to remain persistent and 

optimistic in the face of adversity? There are several theories about why young people 

become less resilient and "buoyant" as they get older. When it comes to resilience, it seems 
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that it might diminish over time and become more brittle. How can you cultivate a long-

lasting sense of self-resilience? 
 

 Understanding resilience can be a difficult task. A variety of questions may arise, such 

as: Who becomes paralyzed by problems and crises, and who uses them as springboards 

for change and progress? How are some people able to persevere in the face of adversity 

for long periods of time while maintaining a positive outlook? When youngsters are 

resilient and "buoyant" in the face of adversity, why do they begin to lose these qualities 

as they get older? 
 

 Over time, it appears that a person's level of resilience diminishes. Resilience is 

something you can cultivate throughout your entire life, but how can you do so? Why is it 

so tough to be resilient? "It takes guts to confront harsh reality—the trust that there will be 

a solution, when one is not immediately visible and the tenaciousness to keep on, despite a 

nagging gut sensation that the situation is hopeless," writes Steve Snyder (2002) in his 

Harvard Business Review essay. 
 

 Effective leadership is all about persevering in the face of seemingly insurmountable 

circumstances. Without immediate fixes, the "adaptive" difficulties confronting higher 

education today will remain challenging. A new manner of leading must be learned, and it 

must be done in front of everyone. The future of our campuses will require a combination 

of resilience, persistence, and humility. Everyone who desires to truly lead will need to 

have a high level of resilience. 
 

 All eyes on the leader as he or she learns how to lead in a different manner. Resilience, 

perseverance, and humility are required to guide our schools into the future. Aspiring 

leaders will need a high level of resilience to succeed in the long run. A system, company, 

or individual's ability to preserve its essential purpose and integrity in the face of a drastic 

change in circumstances is known as resilience. In 2013, Zolli published a book titled Zolli. 

Being able to bounce back from adversity and failure is known as resilience. Rebecca 

Shambaugh is the person behind the name (2010). Organizational change management, 

leadership development, and leadership "resilience" are all popular topics right now. 

Resilience has been the subject of many books and essays in the last twenty years. When 

it comes to effective leadership, we are learning more about resilience and how we can 

teach our leaders how to be resilient. Faith in a solution, even when it isn't immediately 

apparent, and perseverance in the face of a nagging gut sensation that things can't get any 

worse require bravery to face harsh truth." Effective leadership is all about persevering in 

the face of seemingly insurmountable circumstances. 
 

 According to (Crom, Levine, & Klavan, 1994), "leadership" refers to the phenomenon 

of listening to people, encouraging people, directing and motivating people to take part in 

decision-making processes in order to resolve a specific challenge or address future 

concerns. It is claimed that effective teams are formed through the leadership process, 

which fosters cohesion in a company. As defined by the academics, leaders are those who 

not only illuminate the visions of others, but also have clear aims and aspirations for 

themselves. To be a good leader, you must be able to excite and motivate your team while 

simultaneously giving them with direction and purpose. 
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 The lack of studies on leadership and employee performance in developing nations like 

Pakistan can be attributed to a lack of literature. To sum it all up, this study solves the 

question of how leadership styles affect work engagement and identifies the characteristics 

that can lead to exceptional employee performance. 

 

2. LITERATURE REVIEW 
 

 Failures, blunders, and setbacks are all part of life (Farson & Keyes, 2003; Gladwell, 

2008; Griswell & Jennings, 2009; Heifetz, Grashow, & Linsky, 2009). Our leaders' 

efficacy and leadership will be defined by how they handle these seemingly bad events. A 

crisis, struggle, or failure doesn't have to be sugarcoated by those who are resilient. They 

don't utilize clichés (e.g., "never lose the chance of a crisis") to explain away the difficulties 

of a situation. The fact that they are realistic about the situation does not preclude them 

from having genuine optimism that things will improve and that they will come out of it 

unhurt. This is an important result. 
 

 It is not a case of optimism or the assumption that everything will be fine no matter 

what to have genuine confidence that things will improve and that they will be able to 

endure through a crisis or impediment. As a result of this faith, resilient individuals have a 

firm anchor and a sense of humility that keeps them going even in the face of adversity. 
 

 When it comes to resiliency, one of the most common themes in the literature is that it 

is important to accept the reality of the situation (Griswell & Jennings, 2009; Maddi, 2005; 

Pulley & Wakefield, 2001; Siebert, 2005). In order to be a resilient leader, you must believe 

that you're serving a greater purpose than yourself. Since their lives are purposeful, they 

can tolerate misfortune because their lives have a lofty purpose that transcends the obstacle 

or crisis that they are currently facing. Suffering is not merely a form of punishment or 

"cruel" to resilient leaders; rather, it provides valuable lessons. These leaders gain critical 

life skills, as well as constructive attitudes and ways for dealing with the difficulties of 

life's challenges. "lived values" and "fundamental principles" are strengthened by these 

problems, they say (Griswell & Jennings, 2009; Pulley & Wakefield, 2001; Zolli, 2013). 
 

 In unclear and uncertain situations, those who have a strong sense of purpose are able 

to act on their beliefs and take decisive action. They know exactly what they're doing and 

why they're doing it. They are anchored by their core beliefs and focus on what is most 

important in the midst of difficult times. Through all the struggle and pain, their lives 

become "a search for meaning," as the eminent psychiatrist Victor Frankl may put it. A 

person's core can be shaped and defined through challenging challenges, which can be 

ennobling and enlightening.  
 

“A happy life consists not in the absence but in the mastery of hardships.”  

- Helen Keller. 

 

 An adaptive leader makes do with the resources at their disposal. Bricolage is a type of 

creativity and improvisation in which individuals use whatever tools and materials they 

have at their disposal to create something new and interesting (Coutu, 2002). In contrast to 

those who complain about what they lack, those who bricolage employs their creativity to 

come up with innovative solutions to challenges, often at the expense of their own safety. 
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 Resilient people are curious about the world around them. They are able to discover 

new options when confronted with difficulties. They understand that there are no simple 

solutions to real-world situations. And, as points out, they are excellent at focusing on the 

road rather than the obstacles. However, they aren't overcome by the difficulties and 

obstacles they face. It's important for them to keep their "heads up" and keep their eyes on 

the prize; they do whatever it takes to get through the tough times. 
 

 Teaching our college and university leaders about dealing with difficult issues head-on 

and being open about their decision-making processes is a critical part of preparing them 

for the challenges ahead. There is no need for cliches or slogans when a college is dealing 

with an impending disaster. There must be no ambiguity about the realities, and leaders 

must instil a sense of communal confidence that we can overcome this challenge. 
 

 Clear goals and objectives that people can grasp are critical in times of crisis, as are 

reminders that the job they do fulfils the institution's mission and values. Having a worthy 

goal inspires people to take action and work hard. Honorable and long-lasting principles 

guide each of our institutions' missions. A strategic resource for dealing with hardships and 

onerous obstacles in higher education is the sense of purpose and meaning that permeates 

our communities. 
 

 We must also encourage our leaders to take risks and think outside the box in order to 

help them cope with rapidly changing conditions. Preparation and practice are necessary 

for leaders to develop this skill set, as it does not come naturally to most. You may be 

relieved to learn that several of our greatest business schools are already teaching 

executives how to improvise (Glazer, 2008). 
 

 (Robbins, 2005) defined a leader as a person who has the ability to motivate others to 

work toward a common objective. The most important characteristic of a leader is that he 

is willing to give up his own ambitions in order to satisfy the needs of others. A 

mathematical formula developed by explains how a leader might reach the pinnacle of 

achievement. Because of the stress and dissatisfaction, a leader should be able to handle it 

all with emotional stability. Leadership has generally been associated with those who have 

inherited advantages from their forebears, but as (Bass & Stogdill, 1990) pointed out, 

newer theories and research emphasise that leadership may be learnt. 
 

 Yukl (1989) stated that leadership ideas have evolved over time, and the research 

identified a variety of styles and studies on leadership. Trait theory, behavioral theories, 

contingency theories, and emergent theories are all examples of these. How a person is 

born with the ability to lead has been explained by (Horner, 1997). The characteristic 

theory claims to be able to tell leaders apart from those who aren't. A study by Kurt Lewin 

and his associates summarized findings from the University of Iowa and concluded that no 

single leadership style consistently produced better results since cultures differ and 

employees prefer a democratic over an authoritarian style of leadership. Based on their 

findings from the Ohio State Leadership Studies, have pinpointed two key facets of 

leadership behavior. Someone who was well-liked by the group assisted those in need, was 

approachable and polite, and treated everyone equally. Michigan's survey research Centre 

found that there are two types of leaders: those who are employee-oriented and those who 

are production-oriented. The latter type of leader is highly connected with high group 

productivity and high job satisfaction, according to the poll (Likert & his colleague). 
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 The theory of contingency assumes that one variable has an impact on other variables. 

Leaders have the ability to adapt their style to the situation at hand. A questionnaire devised 

by (Fiedler, 1967) was the first to measure leader style. He took into account two elements 

when determining the efficacy of a leader and also defined the relationships between 

leaders, the structure of tasks and the authority of positions. Emerging theories such as the 

vertical dyad connection theory and the leadership-member exchange theory were 

examined in this paper by (Cashman, Dansereau Jr, Graen, & Haga, 1976). 
 

 The Laissez Faire approach was addressed by (Lewin, Lippitt, & White, 1939), in 

which a group of people or employees, rather than a single individual, make decisions. A 

single individual can make all decisions in an Autocratic leadership style, according to 

(Lewin et al., 1939). If you want to succeed in this approach, you'll need a group of people 

that are capable of following orders, as well as an effective leader who can motivate them. 

It was also mentioned that in order to attain a specific goal and boost the productivity of 

personnel, a democratic style of leadership is ideal. 
 

 According to (Fiedler, 1967), in a task-oriented leadership style, the leader devotes all 

of his or her attention to the specific project at hand. The leader keeps a careful eye on his 

subordinates to ensure that they are following his method. (Goleman, 2000) Reviewing 

previous research, the authors came up with the conclusion that the leadership style has an 

influence on the environment of the organization in a variety of ways, such as flexibility, 

responsibility, standards, incentives, clarity, and devotion when specific circumstances are 

met (Goleman, 2000). Different leadership styles are used by some leaders depending on 

the situation, which benefits the performance of their employees. 
 

 According to (Shamir, House, & Arthur, 1993), a leader's leadership style is a tool for 

motivating the workforce, inspiring them to work toward a common objective. A positive 

outcome for the organization is more likely if the leader and their staff have a good working 

connection. Employees are happier and more productive when they have a solid working 

relationship with their boss. According to (Park, 1996), a person's leadership style is 

strongly influenced by their gender. If a man or woman is elected as the head of the group 

According to this study, both women and men have varying levels of decision-making 

capability because of gender disparities. Because it's a biological fact, men have superior 

decision-making abilities when compared to women. According to (Ogbonna & Harris, 

2000), leadership styles do not have a direct impact on the performance of employees 

because of one intermediate, namely the culture of the firm. The leadership style has an 

impact on the organization's culture and environment, and the employees' performance is 

affected by the culture. Leadership style has a direct impact on the performance of 

personnel, but culture also plays a significant role. To be successful in life, one must have 

the ability to bounce back (Luthans, Avolio, Avey, & Norman, 2007). Resilience is a term 

used in positive psychology to describe the ability to bounce back when confronted with 

adversity or risk (Masten, 2001). Only a few of research have focused on workplace 

resilience, despite a large number of studies focusing on children and the elderly (O.-L. Siu 

et al., 2009). 'The positive psychological capacity to rebound, to 'bounce back,' after 

adversity or failure, or even from positive change, growth, and more responsibility,' is how 

psychologists define resilience in people. (Luthans, 2002) described workplace resilience 
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(Luthans, 2002). As a result, we hypothesised that people with high levels of personal 

resiliency would be more engaged at work because they possess more personal resources. 
 

 When it comes to work resources, effective leadership may have a big impact on staff 

happiness and productivity levels. Studies in positive psychology and positive 

organizational behavior have revealed the critical role that leaders play in fostering positive 

well-being and organizational effectiveness (Seligman, Steen, Park, & Peterson, 2005). 

The need for greater study and an emphasis on the relationship between transformational 

leadership and positive employee attributes such as job engagement are advocated by 

researchers. Job engagement is an example of an example of a positive leadership style. 

(Zhu, Sosik, Riggio, & Yang, 2012). Those in positions of authority who are truly 

transformational foster their employees' intrinsic motivation, demonstrate empathy for 

their concerns, and help them develop the skills they need to take on more responsibility. 

As a result, we believe that transformative leadership has a positive impact on employee 

satisfaction. 
 

 Resilience, transformative leadership, and job engagement are all linked to positive 

affect. Positive activation, such as enthusiasm, alertness, and excitement, is referred to as 

positive affect (Watson & Tellegen, 1999). Positive feelings produce long-term resources 

like well-being for the individual. According to a meta-analysis, positive affect is 

associated with higher levels of work satisfaction, more organizational commitment, and 

lower levels of burnout (Thoresen, Kaplan, Barsky, Warren, & De Chermont, 2003). 

Individuals' instantaneous thought-action repertoires are broadened when they experience 

good emotions, according to Fredrickson (2003) The likelihood of individuals being 

excited about their jobs increases when they have a positive attitude on their lives. In 

addition, those who are more resilient are better able to deal with stress and unpleasant 

occurrences, and as a result, they have a positive outlook on life. Furthermore, 

transformational leadership is characterized by a strong emotional component" (Bass, 

1985). Transformational leaders may instill feelings of satisfaction and excitement in their 

followers by listening to and reacting to their needs, as well as by assisting them in dealing 

with pressures. (Bono, Foldes, Vinson, & Muros, 2007). Several studies have demonstrated 

that resilience and transformational leadership have a positive impact on the degree of work 

engagement. 

 

3. RESEARCH METHODOLOGY 
 

 Specifically, the purpose of this study is to evaluate the link between resilience 

leadership and long-term workplace engagement in Pakistan, with a specific emphasis on 

the mediating function of positive affect in that relationship. 

 

3.1 Sample and Data Collection Procedure 

 The nature of the research is both descriptive and quantitative. The survey questionnaire 

approach was utilized, and data were obtained from 300 employees from education sector 

using the stratified sampling technique. Because the population is heterogeneous and 

encompasses various different groups, the study concentrated on only specific categories 

in order to collect data. 
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 Furthermore, the primary argument for using stratified random sampling is that it 

decreases the possibility of selection bias. Because stratifying the entire population before 

applying random sampling methods helps ensure that the sample accurately reflects the 

population being researched in terms of the criteria employed for stratification, stratifying 

the entire population before applying random sampling methods is recommended. In spite 

of this, the sample can be trusted to be credible since it guarantees that each subgroup 

within the population receives an acceptable amount of representation inside the sample. It 

also guarantees that the population as a whole is highly representative of all of its strata or 

levels, which is significant. The personnel that had direct contact with clients were included 

in the target market, and the key justification for picking these individuals was that they 

needed to manage their emotions properly while chatting on phone conversations. 

 

3.2 Data Collection Tool 

 All participants signed a written consent form prior to the survey. An assessment of 

resilience, transformational leadership, positive affect and job engagement as well as 

demographic characteristics were completed by employees. The questionnaires were 

returned to the researchers on-site by the participants themselves. There were assurances 

of anonymity and secrecy at the beginning of each component of the survey and in the 

cover letter. About 15 minutes were needed to complete the full operation.  
 

 The 9-item resilience scale created by (A. F. Siu, 2009) was used to measure resilience. 

Respondents used a 5-point Likert-type scale ranging from 1 (strongly disagree) to 5 

(strongly agree) to indicate their level of agreement. There are a few examples, such as  

"I am quite capable of coping with challenging conditions," and "I am able to respond 

positively in difficult situations." According to Cronbach's a, the current study's Cronbach 

coefficient was 0.79. 
 

 The Positive and Negative Affect Schedule (PANAS), designed by Watson et al., was 

used to measure positive affect (1988). Researchers in this study employed the 10 questions 

that measure positive affect. As part of the study, participants were given a 7-point scale to 

indicate how much they had experienced an emotion in the past several weeks. The 

Cronbach's an in this study was .86. The UWES created by Schaufeli and colleagues was 

used to measure work engagement (2002). 5 points on the Likert scale from 1 to 5 were 

used by respondents to score the questions... It has three dimensions: vigor, devotion, and 

concentration. There are six items for vigor, five pieces for dedication, and six for 

absorption. "At my job, I feel powerful and vigorous," "I am enthused about my job," and 

"When I am working, I ignore everything else around me." are examples. The Cronbach's 

alpha for the entire work engagement scale is .90. 

 

4. DATA ANALYSIS 
 

 This chapter indicates the measurement model and structural model analysis. In first 

phase measurement model analysis are run to check the basic assumptions of data. In 

second phase structural model analysis is run to check the relationship between variables.  
 

 The Table 1 explains about demographics of the study. The table indicates that most of 

the participants were male with 64% while female’s percentage was 36%. Additionally, 

the table also indicates that majority of the respondents were from age 20-30. This table 
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also denotes about education level of participants. It indicates that most of the participants 

were having bachelor’s degree with percentage 59 while master and above degree holder 

were approximately with same percentage.  

 

Table 1 

Demographics 

Category Items Frequency Percentage 

Gender 
Male 192 64 

Female 108 36 

Age 

20-30 150 50 

31-40 105 40 

41-50 36 12 

Above 50 9 2 

Education 

Bachelor 177 59 

Master 63 21 

Above Master 60 20 

 

 Table 2 depicts the reliability of the data. All the values are above the threshold of 

minimum acceptable value. The highest Cronbach’s Alpha value was 0.901 and rho-A’s 

value was 0.905. Moreover, composite reliability was totaled to 0.922. Similarly, the AVE 

value was 0.700.  

  

Table 2 

Reliability 

 Cronbach's 

Alpha 
rho_A 

Composite 

Reliability 
(AVE) 

Positive Affect 0.786 0.788 0.875 0.700 

Resilience Leadership 0.857 0.869 0.894 0.585 

Work Engagement 0.901 0.905 0.922 0.629 

 

 Discriminant validity is reported in Table 3. The table indicates that all values are less 

than 0.85. According to study if the values are less than 0.85, then discriminant validity is 

acceptable.  
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Table 3 

Discriminant validity 

 
Positive 

Affect 

Resilience 

Leadership 

Work 

Engagement 

Positive Affect 0.837 - - 

Resilience Leadership 0.685 0.765 - 

Work Engagement 0.729 0.796 0.793 

 

 Factor loadings is important part of research. It indicates the contribution of each item 

in latent variables. The minimum acceptable values of factor loading should be greater than 

six. Ideally, the values should be above than 0.70 but few studies also accept 0.60 as well.  

 

Table 4 

Factors Loading 

  
Positive 

Affect 

Resilience 

Leadership 

Work 

Engagement 

Positive Affective 

PA1 0.844   

PA2 0.862   

PA4 0.804   

Resilience 

Leadership 

RL1  0.709  

RL2  0.770  

RL3  0.841  

RL4  0.805  

RL5  0.797  

RL7  0.650  

Work 

Engagement 

WE1   0.861 

WE2   0.842 

WE3   0.794 

WE4   0.757 

WE5   0.784 

WE6   0.777 

WE7   0.731 
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Figure 1: Research Diagram 

 

 Table 5 depicts that resilience leadership has positive relationship with positive affect. 

Additionally, positive affect also has significant relations with work engagement. All the 

p values are less than 0.05 and T values are above 1.60.  

 

Table 5 

Regression 

  
Original  

Sample (O) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P-Values 

Positive Affect 

  Work Engagement 
0.729 0.059 12.279 0.000 

Resilience Leadership 

  Positive Affect 
0.685 0.069 9.858 0.000 

 

 The mediation between resilience leadership and work engagement is denoted in  

Table 6. It is indicated that mediation exist. That shows that positive affect has significant 

contribution and intervenes the relationship of resilience leadership and work 

engagement.  

 

Table 6 

Mediation 

 
Original 

Sample (O) 

Sample 

Mean (M) 
T Statistics P Values 

Resilience Leadership  

 Positive Affect 

 Work Engagement 

0.499 0.498 5.897 0.000 
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5. DISCUSSION 
 

 Positive affect, resilience, and work engagement are all intertwined in this 

investigation. According to our findings, both resilience and transformative leadership are 

related with a higher level of work engagement. The links between resilience, 

transformational leadership, and job engagement are all mediated by positive affect, as 

we've discovered. According to previous studies, resilience and positive affect (Tugade, 

Fredrickson, & Feldman Barrett, 2004), transformational leadership and positive affect 

(Bono et al., 2007), transformational leadership and work engagement, and the positive 

effect of resilience in the workplace are all consistent with these findings (A. F. Siu, 2009). 

To understand positive psychology and subjective well-being, our findings have major 

theoretical and practical consequences (SWB). 
 

 Resilience and transformative leadership have a beneficial influence on work 

engagement, according to our findings. Work engagement, which is a new notion in 

positive psychology, has been around for some time now. To better understand how 

workplace optimism affects productivity, researchers believe it is critical that we know 

what factors are associated with employee happiness (Luthans et al., 2007). We found that 

personal resources like resilience and transformational leadership have a beneficial impact 

on workplace engagement, so we set out to find out if we might help fill that void. Despite 

the JD-R model's emphasis on the importance of personal and work resources, the 

underlying process remains a mystery. In our research, we found that good emotions are a 

key player. Resilient employees are able to cope, adapt, and recover from hardship. In 

addition, transformational leaders care about their employees' emotional well-being, are 

concerned about their social well-being, and offer social assistance to them. A favorable 

reaction is induced by these elements. Personal resources are bolstered as a result of a good 

attitude, which in turn boosts work engagement. To add to the literature on positive affect, 

this study found that resilience and transformational leadership have a favorable correlation 

with positive affect. There is a growing body of evidence that positive affect is linked to 

reduced levels of stress, greater happiness, and improved mental and physical health 

(Fredrickson, 2008). That's what roughly 300 studies show, according to a recent meta-

analysis of those studies (Lyubomirsky, King, & Diener, 2005). Research on the 

antecedents of good affect has been sparse. Resilience, according to our research, is a 

personal resource that enhances one's mood. Resilient people are better able to deal with 

and adapt to stressful situations, and as a result they feel and express more positive 

emotions. Transformative leadership, it turns out, can boost happy emotions. Many people 

feel that workplace elements, such as leadership, are linked to employee well-being, 

although little empirical evidence has been gathered to support this belief (Bono et al., 

2007). Transformative leadership practices like idealized influence, inspirational 

motivation, and individual consideration create more good affect. The findings of this study 

have practical applications. Managers may attempt to recruit and select persons with high 

levels of resiliency in order to boost morale at work. Resilience training can also be 

provided to employees as an alternative method of increasing their resilience. Managers 

may exhibit more transformational leadership characteristics, such as attending to 

employees' diverse needs, presenting idealistic ideals, and providing social support, in 

order to promote work engagement through transformational leadership. Organizations 

should look for strategies to improve their employees' good feelings because it will lead to 
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increased satisfaction, more work engagement, and greater organizational effectiveness. 

Despite these advantages, our research has certain drawbacks. Because of our cross-

sectional design, we can't derive causal inferences from our data. Future studies may use 

longitudinal surveys or experiments to test our model's causality. For the second time, we 

relied on self-reporting to gather information. A common technique variable may have 

unduly influenced our findings even if CFA results confirmed construct distinctiveness of 

several measurements (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). In the future, 

researchers should collect data on these concepts from a variety of sources in order to 

reduce the influence of a single method. Third, we looked for indicators of resiliency and 

transformative leadership. In the future, it may be interesting to look at different leadership 

qualities and styles. There is also a question of whether the findings can be applied to other 

positions in different contexts and industries, even though sales are a typical sample in IT 

organizations. Other vocations and organizations need to be studied in the near future. 

 

6. CONCLUSION 
 

 Resilience, transformative leadership and job engagement are all linked through 

positive affect, according to this study. They add to our knowledge of what makes people 

feel good about their jobs, as well as what motivates them to stay engaged at their jobs. We 

hope that our research stimulates further investigation into the connections between 

individual differences, leadership, affect, and work engagement. 
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