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Abstract 
 

The main aim of the present study is to argue in support the model of resilience’s role in employee engagement. It reviews 

literature on research evidence that showing the connections between the two concepts. Resilience is seen as developable 

capacity as positive organizational scholarship and positive organizational behavior suggest. The study discusses and 

concludes that there are potential relationships at dimensional level: between perseverance, meaning making, positive emotion, 

and commitment to growth and absorption, dedication and vigor. The implications and further research are discussed. 

 
Keyword: Resilience; employee engagement 

 
 

1. Introduction 

 
Today’s turbulence business environment that contains many pressures is always challenging for the 

organization and its employees. Employees have to adapt too many changes, improve their capabilities while still 
have to achieve demanding targets. These difficulties may have consequences on their engagement. 

Engagement is a condition where employee experience a psychological connection with the works, committed 
to the high performance and aligned to the goal of the organization. Schaufeli (2002) posits that engaged employee 
have a strong dedication to the organization reflected in high involvement to attempts for organizational 
advancement. Employees who engaged see not only their role in term of responsibility (Hakanen, Schaufeli, & 
Ahola, 2008), but also the commitment to provide the best efforts expected. 

The high level of commitment at work as a result of engagement is consistent with Bakker et al’s (2008) study. 
They found that engaged employee is energetic and exhibit a positive attitude, initiative, and a high level of 
commitment (Bakker et  al.,  2008; Saks, 2011). Burke  &  El-kot (2010) found engagement influences work 
motivation, productivity in many work fields. The level of employee engagement may predict their performance, 
and this will help managers in improving institutional performance. Although several factors like competency, 
leadership, work environment has been studied in predicting employee performance in Indonesia, engagement 
seems overlooked. 

Besides affecting engagement, over workload of employee may also produce stress. This will lower employee 
performance and avoid them in reaching their target. Studies on burn-out reveals that overloaded employees will 
dysfunctional (Schaufeli & Bakker, 2004b) and this may risk their engagement level. They need a capacity that 
buffer the negative stress to maintain or improve their engagement level. Resilience may potentially has an 
important role. 

Positive Organizational Behavior (POB) and Positive Organizational Scholarship (POS) have a certain 
perspective on resilience. POB and POS are based on positive psychology that focusing on strength capacity 
of individual, and resilience is one of the vital elements (Cameron, Dutton, & Quinn, 2003; Luthans, 2002a; 
Luthans & Youssef, 2007). Although previous studies demonstrate that resilience is important in innovation 
(Amir, 2014; Rothbard, 2001), in entrepreneurship (Der Foo, Uy, & Baron, 2009; Jensen, 2003; Jensen & 
Luthans, 2006), there is  no  study that specifically focusing on engagement, particularly on organizational 
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context.  Investigate the relationship of resilience and engagement may provide new perspectives on 
organizational behavior and management field. 

This study explores how employee resilience – the capacity to persevere under adverse event at work, and 

bounce back after difficulties – contributes on his or her engagement. The main thesis is resilience play 

an important  role  facilitating  engagement,  where  then  in  turn  could  improve  employee  and  organizational 

performance. After first briefly summarizing the concept of employee engagement and resilience in the context 

of organization, the study proposes the connection at level of dimensions. It concludes with managerial 

implications and further research agenda. 

 
2. Literature review 

 
2.1. Employee engagement 

 
Employee engagement is one of the concepts that increasingly popular discussed by managers and 

practitioners. Since Kahn (1990) coined the term of “employee engagement” and characterized it as the employee 
presence psychologically in doing their role in organization, this concept continually attracts many parties. 
Rothbard (2001) also emphasizes that psychological present is reflected in two main elements; attention and 
absorption. Attention refers  to  the  cognition and  time  availability that  individual spends  when  thinking 
about  their  works  while absorption refers to the intensity of focusing of one’s work. 

Some studies synonymize employee engagement with “organizational commitment”, particularly that involve 
the affective commitment and commitment continuity (Bakker, Albrecht, & Leiter, 2011). Engagement is also 
connoted as involvement, work enthusiastically and even with something that closely related to “workaholic” 
(Schaufeli & Bakker, 2010). Coherent with these, Maslach & Leiter (2008) suggest employee engagement 
involves with believe and psychological energy at work. While Schaufeli & Bakker (2004a) define it as positive 
thought that fulfilling and it involves vigor, dedication and absorbed in work. The latter conceptualization of 
engagement is used in this study. With all these properties, employees passionate about their workand dedicate 
their effort and time to pursue organizational achievements (Bakker et al., 2008). 

Besides leading to dedication and commitment, employee engagement also influences employee loyalty. 
In their yearly study since 2010, Gallup Consultant found that engaged employee are more loyal employee 
compared to who are “not engaged” or “actively disengaged” (n.d, 2013). Furthermore, engaged employee more 
proud about their organization, have high intrinsic  motivation and  more trustful to their leader supervisor 
(Chalofsky & Krishna, 2009). 

 
2.2. Recilience in general 

 
Many studies see resilience as similar as patient, persistence and coping from difficulties (Youssef, 2004). 

Most of the definitions represent the individual capability to survive and adapt after experiencing difficulties and 
challenges (Yu & Zhang, 2007). 

In its early development, many psychologists consider resilience as a personal trait (Block & Block, 1980). 
Further development from this concept leads to the view that resilience as developable capacity (Masten, 2001). 
Masten and Reed (2002, p. 75) define it as “a class of phenomena characterized by patterns of positive adaptation 
in the context of significant adversity and risk”. Consistent with this, Bonano (2004, p. 20) also posits that 
individual have paths to improve their resilience, both cognitively and emotionally. However, Luthar, et. al., (i.e 
Luthar, Cichetti, & Becker, 2000) suggest individual should has substantial adverse events to claim their resilience. 

 

2.3. Resilience as part of POB and POS 
 
Organizations are increasingly dynamics and demanding so that resilience is “a must” for managers (Youssef, 

2004). Employee often faces situations full of stress, unfriendly and high requirement of the job. The discussion of 
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resilience in  POS and  POB are  developing to  handle these challenges. POS and  POB  aim to  improve the 
effectiveness of organization, by identifying the individual strength including resilience, and nurturing individual 
to perform extraordinary (Nelson & Cooper, 2007, p. 3). Luthans (2002a) is also suggest that resilience is more as 
state-like or developable, rather than a trait-like. 

 
2.4. Developable resilience 

 
At the individual level, POS and POB tend to see resilience as a dynamic process, not as something “fixed”. 

Sutcliffe and Vogus (2003, p. 96) for instance, consider resilience as a capacity in restrain negative impact of 
problems and make individual well-functioning. More recently, focusing on the work context, Caza and Milton 
(2011, p. 896) define that resilience is a developmental trajectory that demonstrated by competence in handling 
difficulties at work and growth professionally. 

Comparable to the developmental view, Reivich and Shatte (2003) characterize resilience as a capacity to cope 
with challenges while gaining a capability, experience and relationship and new meaning in life. Together with 
Masten and Reed (2002) and Bonano (2004), these studies suggest that resilience could be developable despite 
there has not been yet verified empirically. 

Luthans and colleagues (Luthans, 2002b; Luthans, Youssef, & Avolio, 2007) tried to demonstrate preliminary 
evidences. Luthans et al. (2006) uses experimental intervention to develop resilience in students and managers. 
The intervention suggests resilience is found increasing significantly in experiment group, compared to the 
control group. 

This founding is consistent with the idea that resilience is not only occurred when responding significant 
adverse event, but it is also could be developed in handling simple challenges in our life (e.g. Masten & Reed, 

2002; Yu & Zhang, 2007). When individuals develop their internal and external resources, they improve their 
potential to coping from future problems (Richardson, 2002). The view that resilience is developable, both 
in routine and daily activities is assumed in this study. Amir’s (2014) definition, an individual’s capacity to 

respond to adversity and challenge in ways that strengthen and develop him or herself to become a better person 

is used as foundation in this study. This definition implies that there is a potential relationship between 
resilience and engagement. Four potential dimensions are suggested: Perseverance, Commitment to Growth, 
Positive Emotion, and Meaning Making. 

Perseverance is defined here as willingness to face adversity by continual struggle and self-discipline. It 
describes the quality of not giving up when facing difficulties. It also implies self-reliance, a belief that by keeping 
going one’s goals will eventually be reached, and one’s self will benefit. Persevering individuals tend to endure 
in the face of adversity (Markman, Baron, & Balkin, 2005). 

Commitment to growth is defined here as facing adversity by becoming a stronger person. Resilient individuals 
see difficulties as challenges or opportunities to strengthen and improve themselves (Richardson, 2002; Sutcliffe 
& Vogus, 2003) by growing and increasing their capabilities (Reivich & Shatte, 2003). 

Positive emotion is characterized as maintaining a positive outlook when facing adversity. In adversity, positive 
emotions help individuals broaden the scope of their cognition and attention (Fredrickson & Branigan, 2005). 
Individuals become more creative, viewing problems or difficulties from a wider perspective and generating better 
solutions without panic or stress (Fredrickson, 2001; Fredrickson & Branigan, 2005; Luthans, Youssef, & Rawski, 
2011). 

Meaning making is suggested as actively reflecting on and affirming personal values when facing problems. 

Employees proactively seek to understand the nature and value of work in their lives through continuous sense 
- making.  Using  Huevel  et  al’s  (2009)  model,  Amir  and  Standen  (2012)  suggest  meaning  making  involves 
integrating challenging or ambiguous situations into a framework of personal meaning, using conscious, value- 
based reflection (van den Heuvel et al., 2009, p. 509). 

 
3. Resilience as potential antecedent of engagement 

 
Large body of research has been revealed antecedents of employee engagement. For instance, Maslach et. al., 

model (2008) using social exchange theory (SET), explaining the employee interactions with parties in 
organization, creating trust, loyalty and reciprocal commitment. As organization provides economic and 
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emotional resources to the employee, then employee feeling obliged to “re-pay”, including by being engaged. 
Employee devotes their physical, emotional and cognitive resources. 

Gruman and Saks (2011) for example found that perceived organizational support as an important antecedent. 

Similarly, perceived supervisor support (Saks, 2006) and rewards and recognition (Maslach & Leiter, 2008), arise 

as antecedents of employee engagement. On the other side, resilience as a capacity has not yet been viewed as 

an antecedent (see figure 1). 

 

 
 

Fig.1 Relationship between resilience and engagement 
 

 
The explanations of the relationship – from four suggested dimensions of resilience and the three dimensions 

of engagement are detailed below. 
Positive emotion element of resilience helps individual dedicating their effort and time at work. Positive 

emotion easing the tension may arise psychologically and physically (Fredrickson, 2009) when individual in 
engaged  stage  for  relatively  long  period.  Recently  Sweetman  and  Luthans  (2010),  using  Fredrickson’s 
(Fredrickson, 2003) concept of broaden-and built theory suggest that positive emotion may contribute to 
engagement in term of self-reinforcing upward spiral of outcomes. On the other hand, the same theory may explain 
mechanism of “undo” in decreasing disengagement especially when individuals exposed to negative emotion 
producing events such as burnout or job demand. 

Persevering employee have a sense of responsibility to continue and finish her task (Markman et al., 2005) 
and willing to provide the dedication. Likewise, meaning making or commitment to growth element may have a 
role when individual absorbed in their works. Commitment to growth leads employee to experience learning and 
developing (Blatt, 2009) so that ignoring about time and the weariness that may occurred. Their strong belief in 
their ability to overcome challenges directs them to exert a high level of effort and endurance in the face 
of setbacks and failures, and to look continually for solutions. A desire to take personal responsibility and 
increase control over one’s circumstances is consistent with the notion of resilience as facing adversity with the 
intention to grow. 

Commitment to growth here is conceived holistically as a proactive attitude towards facing adversity with the 
intention to become a better-adapted and integrated person.  Again, these characters may function as driver for 
individual in  dedicating their  efforts.  Resilient  individuals see  difficulties as  challenges or  opportunities 
to strengthen and improve themselves (Richardson, 2002; Sutcliffe & Vogus, 2003) by growing and increasing 
their capabilities (Maitlis, 2011; Reivich & Shatte, 2003). Spreitzer et al. (2012) found thriving individuals 
intentionally face adversity to learn something new about them, and are resourceful and determined. These 
characteristics may maintain absorption and dedication elements of engagement. 

Meaning at work involves the idea that employees find the content or practice of their work valuable to others 

or themselves and are consequently energized to perform well (Wrzesniewski, 2003). Employees actively create 

meaning in their work by attempting to improve its content or social context (Wrzesniewski, 2003). As an active 

and conscious process rather than the automatic processes of sense-making, it could facilitate individuals in 

maintaining their dedication or absorption. Changing meaning may also provide additional energy to the employee. 

When employee consciously reflect on ambiguous or challenging events to revise their personal meanings, values 

and goals, helping them face setbacks keep up the work. Instead of giving up they see difficulties as a personal 
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calling in which they are deeply involved and which are consequently in some sense pleasurable (Wagnild & 

Young, 1993; Wrzesniewski, 2003). 

 

4. Conclusion 

 
This study helps meet the challenges of work demand and intense pressure of today’s workplace by proposing 

the  potential  role  of  resilience  in  maintaining  and  improving  employee  engagement.  It  has  discussed  the 

dimensions to  dimensions relationship; between positive emotion, perseverance, commitment to  growth and 

meaning making as dimensions of resilience, and vigor, absorption and dedication as the elements of work 

engagement. Managers should  consider practical ways  in  developing resilience capacity, such  as  individual 

interventions like “thriving“ (Spreitzer, Porath, & Gibson, 2012), “positivity portfolio” (Fredrickson, 2009), or 

“happiness” (Lyubomirsky, 2007). The needed next step will be to use empirical tests of the proposed relationship 

and to examine fully the nature of causation between the two variables. 
 

 
References 

 
Amir, M. T. (2014). The role of resilience in individual innovation. (Ph.D Dissertation), Edith Cowan University, Perth, Western Australia.  
Amir, M. T., & Standen, P. (2012). Employee resilience in organizations: Development of a new scale. Paper presented at the 26th Australian 

New Zealand Academy of Management Conference, Perth, Western Australia. 
Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Key questions regarding work engagement. European Journal of Work and Organizational 

Psychology, 20(1), 4-28. 
Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work engagement: An emerging concept in occupational health 

psychology. Work & Stress, 187-200. 
Blatt, R. (2009). Resilience in entrepreneurial teams: Developing the capacity to pull through. Frontier of Entrepreneurship Research, 29(11), 

16. http://digitalknowledge.babson.edu/fer/vol29/iss11/1 
Block, J. H., & Block, J. (1980). The role of ego-control and ego in the organizational behavior. In W. Collins (Ed.), Development of cognition, 

affect, and socio-cognition (pp. 48-56). Hillsdale: Lawrence Erlbaum Associates. 
Bonanno, G. A. (2004). Loss, trauma, and human resilience: Have we underestimated the human capacity to thrive after extremely adversive 

events? American Psychologist, 59(1), 20-28. 
Burke, R. J., & El-Kot, G. (2010). Work Engagement among managers and professionals in Egypt. African Journal of economic and 

management studies, 42-60. 
Cameron, K. S., Dutton, J. E., & Quinn, R. E. (2003). An introduction to positive organizational scholarship. In K. S. Cameron, J. E. Dutton 

& R. E. Quinn (Eds.), Positive organizational scholarship (pp. 3-13). San Francisco: Berrett-Koehler. 
Caza, B. B., & Milton, L. P. (2011). Resilience at work: Building capability in the face of adversity. In K. S. Cameron & G. M. Spreitzer (Eds.), 

The Oxford handbook of positive organizational scholarship (pp. 895-908). New York: Oxford University Press. 
Chalofsky, N., & Krishna, V. (2009). Meaningfulness, commitment, and engagement: The intersection of a deeper level of intrin sic motivation. 

Advances in Developing Human Resources, 11(2), 189-203. 
Der Foo, M., Uy, M. A., & Baron, R. A. (2009). How do feelings influence effort? An empirical study of entrepreneurs’ affect and venture effort. 

Journal of Applied Psychology, 94(4), 1086-1094. 
Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The broaden-and-build theory of positive emotions. American 

Psychologist, 56(3), 218-226. 
Fredrickson, B. L. (2003). Positive emotions and upward spirals in organizations. In K. S. Cameron, J. E. Dutton & R. E. Quin n (Eds.), Positive 

organizational scholarship. San Francisco: Berret-Koehler. 
Fredrickson, B. L. (2009). Positivity: Groundbreaking research reveals how to embrace hidden strength of positive emotion, 

overcome negativity, and thrive. New York: Crown. 
Fredrickson, B. L., & Branigan, C. (2005). Positive emotions broaden the scope of attention and thought-action repertoires. Cognition and 

Emotion, 15(3), 313-332. 

Gruman, J. A., & Saks, A. M. (2011). Performance management and employee engagement. Human Resource Management Review, 21(2), 123-
136. 

Hakanen, J. J., Schaufeli, W. B., & Ahola, K. (2008). The Job Demands-Resources model: A three-year cross-lagged study of burnout, 
depresion, commitment, and work engagement. Work & Stress, 224-241. 

Jensen, S. M. (2003). Entrepreneurs as leaders: The impact of psychological capital and perception of authenticity on venture performance. 
(Doctor of Philosophy Dissertation), University of Nebraska. 

Jensen, S. M., & Luthans, F. (2006). Relationship between entrepreneurs’ psychological capital and their authentic leadership. Journal of 
Managerial Issues, 18(2), 254-268. 

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of management journal, 33(4), 
692-724. 

Luthans, F. (2002a). The need for and meaning of positive organizational behavior. Journal of Organizational Behavior, 23(6), 659-706 
Luthans, F. (2002b). Positive organizational behavior: Developing and managing psychological strength. Academy of Management 

Executive, 16(1), 57-72. 



26   

© 2015  The 6th Seminar & Conference On Business & Technology in ICT Industry

Luthans, F., Avey, J. B., Avolio, B. J., Norman, S. M., & Combs, G. M. (2006). Psychological capital development: Toward a micro- 
intervention. Journal of Organizational Behaviour, 27(3), 387-393. 

Luthans, F., & Youssef, C. M. (2007). Emerging positive organizational behavior. Journal of Management, 33(3), 321-349. 
Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Developing the human competitive edge. New York: Oxford 

University Press, Inc. 
Luthans, F., Youssef, C. M., & Rawski, S. L. (2011). A tale of two paradigms: The impact of psychological capital and reinforcing feedback 

on problem solving and innovation. Journal of Organizational Behavior Management, 31(4), 333-350. 
Luthar, S. S., Cichetti, D., & Becker, B. (2000). The construct of resilience: A critical evaluation and guidelines for future work. Child 

Development, 71(3), 543-562. 
Lyubomirsky, S. (2007). The how of happiness. London: Sphere. 
Maitlis, S. (2011). Postraumatic growth: A missed opportunity for positive organizational scholarship. In K. S. Cameron & G. M. Spreitzer 

(Eds.), The Oxford handbook of positive organizational scholarship (pp. 909-923). New York: Oxford University Press. 
Markman, G. D., Baron, R. A., & Balkin, D. B. (2005). Are perseverance and self-efficacy costless? Assessing entrepreneurs’ regretful 

thinking. Journal of Organizational Behavior, 26(1), 1-19. doi: 10.1002/job.305 
Maslach, C., & Leiter, M. P. (2008). The truth about burnout: How organizations cause personal stress and what to do about it: John Wiley 

& Sons. 
Masten, A. S. (2001). Ordinary magic: Resilience process and development. American Psychologist, 56(2), 227-239. 
Masten, A. S., & Reed, M. G. J. (2002). Resiliency in development. In C. R. Snyder & S. J. Lopez (Eds.), Handbook of positive psychology. 

New York: Oxford University Press. 
n.d. (2013). State of the global workplace: Employee engagement insights for business leaders worldwide: Gallup, Inc. 
Nelson, D. L., & Cooper, C. L. (2007). Positive organizational behavior: An inclusive view. In D. L. Nelson & C. L. Cooper (Eds.), Positive 

organizational behavior. Thousand Oaks, CA: Sage Publication. 
Reivich, K., & Shatte, A. (2003). The resilience factor. New York: Broadway Books. 
Richardson, G. E. (2002). The metatheory of resilience and resiliency. Journal of Clinical Psychology, 58(3), 307-321. 
Rothbard, N. P. (2001). Enriching or depleting? The dynamics of engagement in work and family roles. Administrative Science Quarterly, 

46(4), 655-684. 
Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of Managerial Psychology, 21(7), 600-619. Saks, 
A. M. (2011). Workplace spirituality and employee engagement. Journal of Management, Spirituality, and Religion, 317-340. Schaufeli, 
W. B., & Bakker, A. B. (2004a). Job demands, job resources, and their relationship with burnout and engagement: a multi-sample 

study. Journal of Organizational Behavior, 293-315. 
Schaufeli, W. B., & Bakker, A. B. (2004b). Job demands, job resources, and their relationship with burnout and engagement: A multi-

sample study. Journal of Organizational Behavior, 25(3), 293-315. 
Schaufeli, W. B., & Bakker, A. B. (2010). Defining and measuring work engagement: Bringing clarity to the concept Work Engagement: A 

handbook of essential theory and research (pp. 10-24). 
Spreitzer, G. M., Porath, C. L., & Gibson, C. B. (2012). Toward human sustainability: How to enable more thriving at work. Organizational 

Dynamics, 41(2), 155-162. 
Sutcliffe, K. M., & Vogus, T. J. (2003). Organizing for resilience. In K. S. Cameron, J. E. Dutton & R. E. Quinn (Eds.), Positive organizational 

scholarship: Foundations of a new discipline (pp. 94-110). San Francisco: Berret-Koehler Publisher, Inc. 
Sweetman, D., & Luthans, F. (2010). The power of positive psychology: Psychological capital and work engagement. In A. Bakker & M. P. 

Leiter (Eds.), Work engagement: A handbook of essential theory and research (pp. 54-68): Psychology Press. 
van den Heuvel, M., Demerouti, E., Schreurs, B. H. J., Bakker, A. B., & Schaufeli, W. B. (2009). Does meaning-making help during 

organizational change: Development and validation of a new scale. Career Development International, 14(6), 508-533. 
doi: 10.1108/13620430910997277 

Wagnild, G. M., & Young, H. M. (1993). Development and psychometric evaluation of the Resilience Scale. Journal of Nursing Measurement, 
1(2), 165-178. 

Wrzesniewski, A. (2003). Finding positive meaning in work. In K. S. Cameron, R. E. Quinn & J. E. Dutton (Eds.), Positive organizational 
scholarship (pp. 296-308). San Francisco: Berrett-Koehler. 

Youssef, C. M. (2004). Resiliency development of organizations, leaders and employees: Multi-level theory building and individual-level, 
path- analytical empirical testing. (Doctor of philosophy Dissertation), University of Nebraska. 

Yu, X., & Zhang, J. (2007). Factor analysis and psychometric evaluation of the Connor-Davidson Resilience Scale (CD-RISC) with Chinese 
people. Social Behavior and Personality, 35(1), 19-30. 

 




