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Introduction
Faced with high contextual dynamics, organisational leaders are mindfully shifting 
attention to resilience as a resource to ‘build the adaptability, performance and well-being 
of their workforce’ (McEwen & Boyd, 2018, p. 258). Resilience at work is a vital resource, 
anchored on the tenets of self-leadership, that allows employees to learn from and manage 
daily adversities in the workplace and, in so doing, move beyond adaptation to thriving 
(Malik & Garg, 2018; Näswall et al., 2019). This ‘not-so-ubiquitous’, yet developable, 
resource allows organisations to enjoy adaptive and generative advantages, critical needs for 
them to remain sustainably future fit.

The percentage of employees who reported higher levels of anger, sadness and stress increased 
between 2019 and 2020, partly due to the operational changes necessitated by the COVID-19 
pandemic (Gallup, 2021). Studies demonstrate asymmetry in employee adaptation to the ever-
changing work demands and adversities (Sanhokwe & Takawira, 2022). There is, therefore, an 
urgent need to effectively interrogate the factors that nurture and develop the quality of 
resilience across all levels of work.

Extant literature depicts resilience as a personality trait and/or a behaviour that changes in space 
and time (Caniëls & Baaten, 2019). Resilience at work is the capability to recover from unpleasant 
work situations by proactively tapping into existing or new personal or workplace resource 
reservoirs (Kuntz et al., 2017). Resilient employees experience positive emotions that promote 
desirable psychological states (Xiang & Yuan, 2021). Such states combat adversity and protect 
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employees’ psychological and physical health through their 
broadening-and-building effects (Johnson et al., 2021).

This study presents work engagement as an antecedent to 
employee resilience. Work engagement is the assurance 
available from the employee as an individual and as talent 
embedded in the organisation; it is a resource that energises 
and mobilises the goal-directed efforts of employees, albeit 
their circumstances at work (Sanhokwe, 2022). Political skill 
is conceived as a moderator – a workplace resource that 
could influence the quality of the relationship between work 
engagement and resilience at work. Political skill is a 
complementary set of social competencies and situational 
influences at work (Philip, 2021). Despite the wide variety of 
studies on organisational politics, little is known about the 
influence of political skill in shaping the adaptive behaviour of 
employees (Lazreg & Lakhal, 2022).

As organisations seek to continuously develop new sources of 
value, they are challenged to create environments that grow 
the quality of their employee resources. Research has shown 
that resilient employees are more likely to have positive 
attitudes and feel satisfied with their work (Jennings et al., 2019; 
Lim & Kim, 2020). Extant literature supports the idea that 
workplace resilience can improve employee and organisational 
well-being (Foster et al., 2020). Additionally, resilience at work 
is associated with innovative work behaviour (Chadwick & 
Raver, 2020); enhanced quality of decision-making (Mallak & 
Yildiz, 2016); improved goal achievement and professional 
happiness (Bernard, 2019), as well as performance and 
productivity (Walpita & Arambepola, 2020). Unsurprisingly, 
resilience at work has become an important criterion for talent 
identification, growth and development.

Despite the extensive research on resilience at work, only a 
few studies have anchored their investigations on the 
conservation of resources (COR) theory when explaining 
their conceptual ideas and findings (Hartmann et al., 2020). 
This is despite the recognition that resilience is a personal 
resource that can be influenced, directly or indirectly, by 
contextual resources in the work and nonwork domains. 
This presents a gap regarding the comprehension of 
employee adaptation at work.

The present study
The study draws on the concepts of the COR theory to 
explain how political skill and work engagement can 
influence employees’ perceptions of adaptive resource loss 
or growth. Specifically, the study argues that work 
engagement fosters resilience at work. To assess potential 
complementarities between personal and socially 
constructed resources at work, the study empirically tests 
the moderating role of political skill in the relationship 
between work engagement and resilience at work.

There is currently not enough evidence supporting the nexus 
between political skill and the replenishment of adaptive 
resources. Few studies have integrated work engagement and 

political skill in explaining the resilience at work phenomenon, 
expectedly so given the assumed dysfunctional nature of 
organisational politics in general (De Clercq et al., 2021). 
Interrogating the hypothesised relationships has implications 
for our understanding of the quality of resources available to the 
employee, including avenues for replenishing resilience-related 
resources. This could guide remediation and development 
efforts to enhance employee adaptive resources at work.

Literature review
Underpinning theory
Carrying a motivational bias, Hobfoll’s (1989) COR theory 
postulates that employee behaviour is based on the inherent 
need to acquire and conserve resources while minimising 
potential or anticipated resource losses (Hobfoll, 1989; Hobfoll 
et al., 2018). In addition to its four underlying principles, the 
COR theory encompasses the concept of resource caravans. 
The premise is that resources move in packs, suggesting 
the complementarity of resource streams for survival. 
Furthermore, the theory submits that resources subsist in 
context-specific conditions that nourish or debilitate resource 
creation and sustenance (Hobfoll, 1989; Hobfoll et al., 2018).

Corollary 1 of the theory suggests that employees laden with 
complementary resource streams are less vulnerable to 
resource losses, a critical need at work (Hobfoll, 1989; Hobfoll 
et al., 2018). The COR theory further emphasises the role of 
personal strengths and social bonds in efforts to gain and 
conserve resources for survival (Hobfoll, 1989; Hobfoll et al., 
2018). Creating and maintaining personal, social and other 
organisational resources creates the sense in employees that, 
in their individual or collective capacity, they can face 
stressful challenges (Hobfoll, 1989; Hobfoll et al., 2018).

According to the COR theory, employees create complex tools 
to help them survive. In the same vein, language facilitates 
communication (Hobfoll, 1989; Hobfoll et al., 2018). These 
capabilities build social bonding and facilitate survival. The 
COR theory also suggests that employees activate situation-
specific behaviour to build reservoirs to satisfy future or 
anticipated needs (Hobfoll, 1989; Hobfoll et al., 2018).

A brief synopsis of the constructs in use
Resilience at work
Resilience is a personality trait that helps people bounce back 
from challenging situations (Cooper et al., 2020). In the workplace, 
resiliency serves as a resource that enables individuals to 
overcome adversity (Sanhokwe & Takawira, 2022). A growing 
number of studies suggest that this trait can be nurtured 
and grow over time. In this vein, resilience emerges as a 
behavioural capability that is learnable and, hence, developable 
(Näswall et al., 2019). 

As a developable capability, resilience at work is anchored on 
self-leadership. It draws on personal and workplace resources 
that promote learning, adaptation and development (Malik & 
Garg, 2018, 2020). The degree of resilience depends on the 
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quality of resources an employee can access. This belief creates 
space for dedicated interventions at work, i.e. employee 
resiliency can be developed through interaction, discourse 
and material considerations (Malik & Garg, 2018, 2020). 

Work engagement
The work engagement phenomenon can be traced to Goffman 
(1961). However, Kahn (1990) is highly regarded as setting the 
tone for contemporary research on work engagement. Work 
engagement is a positive, fulfilling, affective-motivational state 
that manifests through dedication, intense concentration and 
vigour (Schaufeli et al., 2002). Unlike other forms of the mental 
state, work engagement is not tied to a particular event or object 
in the work environment, i.e. it is a persistent psychological 
inclination where employees are highly absorbed in their work 
and exhibit vigour and dedication (Van den Heuvel et al., 2020).

Vigour is the ability of employees to overcome diverse 
obstacles and challenges in the work environment, as well as 
their willingness to invest in their success (Schaufeli & De 
Witte, 2017). Dedication is expressed in the form of 
enthusiasm, pride and significance (Schaufeli & De Witte, 
2017). Absorption is the elevated degree of concentration on 
work (Schaufeli & De Witte, 2017).

Political skill
Political skill is the ability ‘to effectively understand others at 
work and to use such knowledge to influence others to act in 
ways that improve one’s personal and/or organizational 
objectives’ (Ferris et al., 2005, p. 127). The underlying 
theoretical specifications of the construct depict four 
dimensions, namely social astuteness, interpersonal influence, 
apparent sincerity and networking ability (Ferris et al., 2005).

Social astuteness is being able to observe others in organisational 
contexts and creating a close understanding of diverse social 
situations. Interpersonal influence denotes the ability of 
politically skilled individuals to exert significant influence 
within their social spheres. Networking ability is about 
creating, recreating, developing and nurturing diverse, value-
adding networks or contacts at work. Apparent sincerity 
emphasises substantial levels of sincerity, genuineness, 
integrity and authenticity.

Conceived this way, political skill is an emergent state that 
originates on an individual level and is amplified by the 
quality of interactions in the workplace. The existing 
literature suggests that politically skilled employees deal 
effectively with workplace stressors by drawing on resources 
from their strong social networks at work (Summers et al., 
2020). As such, politically skilled employees experience 
lower anxiety and can effectively handle energy-sapping 
exposures at work (Summers et al., 2020).

Situating the expected relationships
Work engagement and resilience at work
High contextual dynamics, characterised by frequent policy 
and operational changes, place increasing demands on 

employees’ adaptive resources. According to the second 
principle of the COR theory, to proactively protect against 
current or anticipated resource-related losses in the work 
environment, it is necessary to invest in complementary 
resource streams, including personal ones (Hobfoll, 1989; 
Hobfoll et al., 2018). Furthermore, where resources are not 
sufficiently replenished, their depletion culminates in the 
loss of adaptive advantages at both the employee and 
organisational levels.

Positive states of dedication, vigour and absorption broaden 
the employee’s reservoirs of psychological, emotional, social 
and cognitive resources (Fredrickson & Joiner, 2018). These 
resources build resilience in employees, allowing both the 
employee and the organisation to survive and thrive, albeit 
the natural selection challenges (Fredrickson & Joiner, 2018). 
Work engagement generates additive personal and 
organizational resources that act in a mutually reinforcing 
manner to strengthen employee resilience at work (Karatepe 
et al., 2018).

Work engagement is a reservoir that employees tap into as 
they adapt to changes in the operational environment 
(Sanhokwe, 2022). The higher the quality of this reservoir, the 
better the chances of adapting and thriving. Literature 
supports this assertion. For instance, work engagement 
predicts the long-term mental and physical health of 
employees (Shimazu et al., 2018; Tisu et al., 2020). Conversely, 
when the employees’ work engagement resources are low or 
exhausted, the ability to adapt diminishes. This results in 
suboptimal resilience at work-related outcomes such as ill 
health, absenteeism, turnover and defensiveness, among 
others (Saks, 2019; Shimazu et al., 2018). This study submits 
that:

Hypothesis 1: Work engagement is positively associated with 
resilience at work.

The moderating role of political skill
Engaged employees report better social functioning 
(Bakker & Leiter, 2017). Such employees easily tap into their 
internal and external networks in search of new sources of 
value for survival and growth (Robledo et al., 2019). 
Furthermore, employees voluntarily contribute their knowledge, 
skills and abilities when engaged at work (Sanhokwe, 2022). 
In the other vein, political skill allows employees to 
understand others at work, broadens self-confidence and 
creates a strong sense of control over social interactions and 
expectations (Cullen et al., 2018). Incorporating this premise 
into the model, political skill is positioned as a moderator 
that exacerbates the relationship between work engagement 
and resilience at work, i.e. work engagement and political 
skill could act as complementary resource streams.

Politically skilled workers can access their networks and 
situations to gather valuable information (Cullen et al., 2018; 
Ferris et al., 2002). They are also more likely to perform their 
duties efficiently in their environments. This is because they 
have the necessary awareness – at the individual and 
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organisational levels – about the positively evaluated actions 
needed to satisfy outcomes of interest (Kranefeld et al., 2020). 
Politically skilled employees develop effective strategies and 
methods that enhance organisational and individual 
resilience by tapping into personal and social resources 
(Yang & Treadway, 2018). Politically skilled employees easily 
facilitate job crafting and do not feel alienated in the 
workplace (Usman et al., 2020). Yang and Treadway (2018) 
reported that employees with suboptimal political skills 
were highly likely to engage in counterproductive behavior 
at work.

Yet, literature also indicates that political skill may 
constrain work engagement and resilience. Employees 
with this skill can conceal their self-serving behaviour 
(Lazreg & Lakhal, 2022). Politically skilled employees 
have been associated with bullying behaviour (Treadway 
et al., 2021). Sun (2022) noted that political skill can 
trigger social undermining among coworkers. It can 
cause fellow employees to perceive their status as a threat 
(Sun, 2022). Furthermore, politically skilled employees 
can experience role overload (Cullen et al., 2018). Thus, 
political skill could enrich or debilitate employee resource 
reservoirs:

Hypothesis 2: Political skill moderates the relationship between 
work engagement and resilience at work.

Research model
The research model, see Figure 1, is hinged on the assumption 
that the quality of resilience at work depends on individual 
capacities (through personal strengths, well-being and 
internal motivation that serve as resources, i.e. work 
engagement) and others surrounding them (who, through 
the ability to influence, motivate, and win their support, 
serve as reservoirs of complementary resources, i.e. political 
skill). This assumption is born out of the recognition that 
integrated resource packs located within both individual and 
organisational settings could produce better adaptive results 
(Hobfoll et al., 2018).

Work engagement, political skill and resilience at work 
are malleable enterprise-wide capabilities, thus offering 
organizations an opportunity to positively influence their 
trajectories.

Methods
Research design and approach
The study employed a descriptive design to yield 
information on the naturally occurring characteristics of 

the phenomena of interest (Aggarwal & Ranganathan, 
2019). A descriptive design demonstrates generalisable 
associations produced through one-time exposures (cross-
sectional) or over a period (a longitudinal one).

For this study, the cross-sectional design provided a clear-
enough impression of the situation as well as the general 
information about the proposed relationships, albeit its 
inherent inability to distinguish cause and effect categorically 
(Taris et al., 2021). The constructs in use are theory-heavy. In 
such circumstances, theories provide causality, i.e. the 
researcher can easily conduct explanatory modelling based 
purely on theory-data relationships (Taris et al., 2021).

The quantitative approach was used to systematically observe 
variables and establish relationships inherent therein. The 
variables of interest were isolated, conceptualised and 
measured using numerical scales. The quantitative design has 
its roots in natural sciences; however, some variables in the 
social sciences domain can be measured using standard tools, 
hence the choice to employ the approach in this study 
(Walliman, 2017). Such empirical studies’ findings help refine 
or strengthen theory and practice (Park et al., 2020).

Participants and procedure
Methodological individualism asserts that an adequate 
explanation of psychological and social phenomena can be 
provided if it considers the individual’s thoughts, beliefs 
and actions (Filipenko, 2022). Hermeneutical research 
suggests that employees’ actions are derived from their 
perception or view of the situation rather than an objective 
truth (Gilhus, 2021). Furthermore, when interrogating 
resilience at work, employee perceptions of the degree to 
which the environment at work fosters or constrains their 
growth and development matter. Such perceptions indicate 
the extent employees feel embedded in (un)supportive 
environments.

Thus, the study adopted the individualistic perspective given 
its interest in understanding the employee as an individual 
and as a talent embedded in unique organisational contexts. 
Work engagement, political skill and resilience at work are 
enterprise-wide capabilities, hence the focus on employees 
across all levels of work.

The target population comprised currently employed 
persons in the government, nongovernment and private 
sectors. The multisector perspective was influenced by the 
literature on the constructs in use. For instance, Malik and 
Garg (2018) recommended that the RAW scale should be 
exposed to a sample of individuals in various organisational 
sectors to further validate it (p. 89). Similarly, Bakker and 
Albrecht (2018) emphasised the need to expose the work 
engagement construct across diverse sectors (p. 7).

A total of 213 individuals were surveyed in Zimbabwe, with 
most of them being employed in the government (34%) as 
well as the nongovernmental organisations (33%) and 

Work engagement Resilience at work

Poli�cal skill

FIGURE 1: Research model.
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the private sector (33%). The data were collected using 
SurveyMonkey (www.surveymonkey.com).

The study used the snowball technique, where pre-
identified participants shared the survey link with their 
colleagues in the same sector. The sample was composed 
of more men (61%), as the formal employment profile in 
the country is typically male dominated (Sanhokwe, 
2022a). The average age of the individuals was 38.6 years 
with a standard deviation of 8.87 years. The average 
tenure was 6.9 years, with a standard deviation of 3.1 
years. By the level of employment, the middle (38%) and 
senior (37%) employees comprised the majority of the 
sample.

Measures
As alluded to earlier, the study model consisted of three 
constructs: work engagement, political skill and resilience at 
work. The measures for the constructs in use are described 
below.

Work engagement
The Utrecht Work Engagement Scale (UWES) developed 
by Schaufeli et al. in 2002 is a commonly referenced 
measure of work engagement and was adopted for this 
study. Theoretically, the UWES-17 consists of three latent 
factors measured using 17 items, i.e. vigour (6 items), 
absorption (6 items) and dedication (5 items). Employees 
self-rated their levels of work engagement using a 7-point 
frequency-type scale (never (0), almost never (1), 
rarely (2), sometimes (3), often (4), very often (5) or 
always (6)). Sample items include: ‘At my work, I feel 
bursting with energy’ (vigour); ‘I am excited about my 
job’ (dedication) and ‘I am immersed in my work’ 
(absorption). The UWES-17 exhibits robust psychometric 
properties (Sanhokwe, 2022a).

Political skill
The study used the political skill inventory (PSI) developed 
by Ferris et al. in 2005. The underlying theoretical 
specifications of the PSI depict it as a multidimensional 
measure comprising four latent factors that are measured 
using 18 items. Sample items included: ‘It’s easy for me to 
develop good relationships with most people’; ‘I am good at 
building relationships with influential people at work’ and 
‘I’m particularly good at sensing the motivations and hidden 
agendas of others’. Employees self-rated using a 7-point 
Likert scale (strongly disagree (0), disagree (1), somewhat 
disagree (2), neither agree nor disagree (3), somewhat agree 
(4), agree (5) or strongly agree (6)). A multicountry study by 
Jacobson and Viswesvaran (2017) reported a Cronbach alpha 
of 0.89 for the 18-item PSI, thus confirming its reliability.

Resilience at work
The study used Winwood et al.’s (2013) 20-item resilience at 
work (RAW) scale. The RAW scale comprises seven latent 
factors: (1) living authentically, (2) finding your calling, (3) 

maintaining perspective, (4) managing stress, (5) interacting 
cooperatively, (6) staying healthy and (7) building networks. 
Sample items include: ‘I have developed some reliable ways 
to deal with the personal stress of challenging events at 
work’ and ‘I have friends at work whom I can count on to 
support me when I need it’. Employees self-rated using a 
7-point Likert-type scale (strongly disagree (0), disagree (1), 
somewhat disagree (2), neither agree nor disagree (3), 
somewhat agree (4), agree (5) or strongly agree (6)). The 
RAW scale has robust psychometric properties (see 
Sanhokwe & Takawira, 2022).

Analytical approach
A hierarchical multiple regression analysis was performed 
using PROCESS for R version 3.5 to test the hypothesised 
moderation model. Standardised beta values, depicted in 
Table 1, were used to interpret the effect of the two 
independent variables (work engagement and political skill) 
on resilience at work. The magnitude of ΔR², as read with its 
associated p-value, denoted the quantity and significance of the 
variance explained by the antecedents.

Common method bias
The study undertook the following steps to minimise the 
common method bias inherent in self-reported measures. 
The study created a psychological separation, i.e. a short 
narrative preceded each section to make them appear distinct 
(or not connected). After data collection, Harman’s single-
factor test was used to assess the risk of common method bias 
(Fuller et al., 2016). The variance extracted by one factor was 
29.36%, thus suggesting that the risk of the common method 
bias was minimal (Fuller et al., 2016).

Ethical considerations
This article followed all ethical standards for research 
without direct contact with human or animal subjects. 
The purpose of the study was clearly explained on the survey 
landing page, and participation in the study was strictly 
voluntary. No personally identifiable information was 
collected, and participants were assured of confidentiality 
and anonymity.

Results
Reliability of the measures in use
Two tests were used to determine the reliability of the three 
constructs in use, i.e. the Cronbach alpha (α) and the 
composite reliability. The Cronbach α values for the three 
scales exceeded the 0.70 threshold, i.e. UWES-17 = 0.91, 
PSI = 0.88 and RAW = 0.77 (see Table 1). Composite 
reliabilities (CRs) are considered a better measure of 
internal consistency, as they disregard the assumption of 
equal weighting (Sanhokwe, 2022a). All CRs were higher 
than Cronbach α and exceeded the 0.7 threshold, thus 
further confirming the internal consistency of the three 
measures.

http://www.sajip.co.za
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Convergent and discriminant validity
The study referenced the Fornell and Larcker (1981) criteria 
to assess convergent and discriminant validity. As shown in 
Table 2, the average variance extracted was greater than 
> 0.5, thus confirming the convergent validity of the 
measures. To test for discriminant validity, the square root 
of the AVE of each of the three measures should be larger 
than the correlation of the specific measures with any of the 
other measures. Based on this claim, see values in bold font 
in Table 2, discriminant validity was also confirmed.

Evaluating the moderation effect
Table 3 presents the results of the multiple regression 
analysis. The table displays four important data points 
regarding the moderation test. Firstly, it includes the 
unstandardised regression weight for the independent 
variable, work engagement, with the test statistic (t), the 
p-value and the confidence interval. Secondly, it captures 
the unstandardized regression weight for political skill, the 
moderating variable, with its test statistic, the p-value, 
and the confidence interval. Thirdly, it reports the 
unstandardised regression weight for the interaction 
between work engagement and political skill with the test 
statistic, the p-value and the confidence interval. If this is 
significant, it reveals that there is a moderation effect. 
Lastly, ΔR2, a measure of explained variance, is used to 
evaluate the size of the moderation effect.

Work engagement explained a substantial proportion of the 
observed variance in RAW (β = 0.56, 95% CI = [0.4902, 0.6324], 
p = 0.001), thus confirming Hypothesis 1. When the interaction 
term X*W (work engagement * political skill) was added to 
the regression model, it represented a numerically small, yet 
statistically significant proportion of the observed variance in 
RAW (ΔR² = 0.14, F (1, 162) = 103.65, p = 0.000). Specifically, 
14% additional variance was explained by adding the X*W 
interaction term to the model. This result supports Hypothesis 
2. A closer look at the two-way interaction between work 
engagement and political skill on RAW demonstrates the 
additive effect of political skill. Specifically, the relationship 
between work engagement and RAW was more positive in 
employees who had higher (vs. lower) political skills.

Discussion
Work engagement was positively and significantly related 
to resilience at work. Political skill moderated the 
relationship between work engagement and resilience at 
work.

The positive association between work engagement and 
resilience at work suggests that investments in work 
engagement–related resources nourish adaptive resources at 
work. Alternatively, work engagement has a protective effect. 
Work engagement replenishes resource losses prevalent in 
today’s work environment, allowing employees to recover 
and thrive, albeit the challenges at work. In this vein, employees 
and the organisation should strive to enrich work engagement–
related resources.

Yet, according to Gallup (2022), only one in five employees 
were engaged at work globally. Shoko and Zinyemba (2014), 
as well as Mpundu (2016), reported on the levels of work 
engagement in Zimbabwe. Both studies revealed concerning 
statistics; less than 40% of the employees in Zimbabwe were 
positively engaged at work. A multicountry study by Maleka 
et al. (2019) showed lowest work engagement scores among 
Zimbabwean employees compared with their South African 
and Namibian counterparts. A qualitative study by Sibanda 
et al. (2014) in the public sector also revealed low levels 
of work engagement that translated into suboptimal 
performance. This study’s results suggest that the quality of 
resilience at work could be substantially compromised in low 
work engagement settings.

The work engagement resource straddles the work and 
nonwork domains (Sanhokwe, 2022b). A meta-analysis 
conducted in 2021 concluded that personal resources are 
more proximal to an employee’s engagement than job 
resources (Mazzetti et al., 2021). Organisations benefit when 
employees tap into their personal reservoirs to stay engaged, 
hence the need to protect and avoid the exhaustion of 
personal, nonwork resources (Hobfoll et al., 2018). Viewed 
this way, nurturing the individual employee resources 
propagates resilience at work.

TABLE 3a: The linear model of predictors for resilience at work.
R R² MSE F df1 df2 P

0.8730 0.7762 1.3640 895.3056 1.0000 162.0000 0.0000

MSE, mean squared error. 

TABLE 2: Assessing construct validity.
Measures AVE WE PS RAW

WE 0.72 0.85 - -
PS 0.70 0.38 0.84 -
RAW 0.58 0.62 0.58 0.766

AVE, average variance explained; WE, work engagement; PS, political skill; RAW, resilience at 
work.

TABLE 1: Assessing reliability and validity.
Measure Number of 

items
Cronbach  

alpha
Composite 
reliability

AVE

UWES-17 17 0.91 0.92 0.72
PSI 18 0.88 0.91 0.70
RAW 20 0.77 0.80 0.58

RAW, resilience at work; AVE, average variance explained; PSI, political skill inventory; UWES, 
Utrecht Work Engagement Scale.

TABLE 3b: Model.
Variable Coeff. Se T P LLCI ULCI

Constant 0.4287 0.0526 4.5938 0.0021 0.3761 0.4813
Political skill 0.4233 0.1434 1.8337 0.0368 0.2799 0.5667
Work engagement 0.5613 0.0711 2.1021 0.0014 0.4902 0.6324
Int_1 0.5971 0.1476 1.9356 0.0000 0.4495 0.7447

Note: Int_1 = work engagement X Political skill.
LLCI, lower level confidence interval; ULCI, upper level confidence interval.

TABLE 3c: Test of higher-order unconditional interaction.
Variable ΔR² F df1 df2 p

X*W 0.1382 103.6497 1.0000 162.0000 0.0000

Note: Focal predictor - Work engagement (X); moderator: Political skill (W).

http://www.sajip.co.za


Page 7 of 9 Original Research

http://www.sajip.co.za Open Access

The moderating role of political skill suggests that work 
engagement and political skill are co-travellers that can 
emerge from carefully designed and nurtured environmental 
and developmental conditions to shape resilience at work 
and its associated outcomes (Hobfoll et al., 2018). The finding 
also supports the notion that employees’ resources exist in 
context-specific conditions that can nurture or debilitate 
resource creation and sustenance (Hobfoll et al., 2018). Work 
engagement and political skills broaden and build personal 
and interpersonal resources, foster a sense of community and 
thus improve the odds of coping and surviving in today’s 
complex business environments.

There was a 14% variance in resilience at work when 
the interaction term was added. Political skill has an 
additive effect on the work engagement-resilience at work 
relationship. While acknowledging the numerical size of the 
effect, the result is worth unpacking. On one hand, the result 
could imply that other factors are at play, expectedly so given 
the complexity of human behaviour and the workplace. On 
the other hand, the effect size could also point to the 
debilitating and enriching influence of political skill on the 
relationship with the latter being more pronounced. This 
posture recognises the need to be mindful of the positive and 
negative aspects of political skill at work.

The study empirically tested and confirmed that the 
quality of the interaction between individual and communal 
resources at work matters. Under such circumstances, 
stress – at the employee level – occurs when resources are 
threatened or lost. Stress also occurs when employees do 
not gain or regain core resources after a significant 
effort to do so (Hobfoll et al., 2018). In the current 
business environment, resource loss circumstances are 
high; thus resource gains become more important. 
Building and developing political skills and 
work engagement can help boost available resource 
streams and promote resiliency.

Theoretical and practical contributions
The study expanded the COR theory by integrating personal 
and social resources from the work context to explain the 
antecedents of resilience at work. As postulated by the COR 
theory, resilience can be treated as a personal resource that 
can be influenced by social resources created or discovered 
within the contextual work environment. 

Traditionally, resources have been viewed as an asset that can 
be exhausted. Political skill could replenish the resilience at 
work resources if utilised appropriately. The onus is on 
organisational leaders to strategically integrate specific 
organisational practices with personal, interpersonal and other 
social forces in a manner that allows these positive behaviours 
and practices to be seen and serve as replenishable resources. 
This is critical under chaotic and complex environments where 
singular or parallel resource pathways may be necessary but 
insufficient to navigate employees (and, by extension, 
organisations) beyond adaptation to flourishing states.

Work engagement, political skills and resilience at work are 
developable capabilities and therefore warrant appropriate 
interventions at the organisational level (Veldsman & 
Johnson, 2016). Implied in this narrative is that leadership 
teams need to be aware of the environments that influence 
resources available to the employees. Organisational leaders 
should periodically profile employees to appreciate their 
levels of engagement, political skill and resilience at work to 
guide targeted interventions to enhance these capabilities. 
Only through well-thought-through, organisationally 
entrenched, evidence-driven approaches can employees be 
effectively transitioned off suboptimal states.

As posited by the COR theory, myriad resource streams 
reduce employee vulnerability; employees can easily attract 
more resources if they are embedded in multiple resource 
streams. In contrast, individuals lacking resources are highly 
vulnerable to resource loss culminating in a vicious cycle. 
Through dedicated surveys, organisations will appreciate 
asymmetry in work engagement, political skill and resilience 
at work. Such data should be used, in a mindful, respectful 
manner, to facilitate targeted remediation efforts. Cross-
fertilisation of groups or individuals may generate valuable 
results.

Limitations and areas for future research
Although this was a cross-sectional study in which the 
moderation effect was observed at a specific point in time, it 
should be noted that resilience at work is not a static 
phenomenon, nor are work engagement and political skill. 
The cross-sectional nature of the study means reverse 
causality cannot be ruled out, more so between work 
engagement and resilience at work (see Malik & Garg, 
2018). However, cross-sectional designs still suffice when 
conducting a single or multistage moderation analysis, as 
was the case in this study.

While the ΔR², as a measure of explained variance, is routinely 
used to evaluate the size of moderation effect, it has its 
drawbacks. As Liu and Yuan (2021) articulated, not all the 
variance in the criterion variable – resilience at work – relates 
to the moderation effect. Therefore, an effect size with the 
total variance of resilience at work as the denominator does 
not accurately denote the true moderation effect. Furthermore, 
interaction and moderation may be conflated. Liu and Yuan 
(2021) propose new measures of moderation effects size 
calculation that future studies can utilise.

Conclusions
The study deepened our understanding of the integrative 
mechanisms that nourish employees’ adaptive resources. 
The results suggest that work engagement and political skill 
act as integrated pathways to replenish resilience resources at 
work. Therefore, organisational leaders must inculcate 
and nurture cultures that promote these complementary 
capabilities if they are to enjoy adaptive advantages, a critical 
need in today’s operating environment.

http://www.sajip.co.za


Page 8 of 9 Original Research

http://www.sajip.co.za Open Access

Acknowledgements
We acknowledge the contribution and support of survey 
participants in Zimbabwe. Their willingness to share 
information led to the success of this research.

Competing interests
The authors declare that they have no financial or personal 
relationships that may have inappropriately influenced them 
in writing this article.

Authors’ contributions
H.S. conceptualised the study, developed the data 
collection tools, reported and interpreted the results, and 
contributed in the overall write-up of the manuscript. 
W.C. supervised the study and contributed to the overall 
write-up of the manuscript. 

Funding information
This research received no specific grant from any funding 
agency in the public, commercial or not-for-profit sectors.

Data availability
The data that support the findings of this study can by made 
available by the corresponding author, H.S., upon reasonable 
request.

Disclaimer
The views and opinions expressed in this article are those of 
the authors and do not necessarily reflect the official policy or 
position of any affiliated agency of the authors.

References
Aggarwal, R., & Ranganathan, P. (2019). Study designs: Part 2–descriptive studies. 

Perspectives in clinical research, 10(1), 34. http://dx.doi.org/10.4103/picr.
PICR_154_18

Angelsen, A., Jagger, P., Babigumira, R., Belcher, B., Hogarth, N. J., Bauch, S., Börner, J., 
Smith-Hall, C., & Wunder, S. (2014). Environmental income and rural livelihoods: 
A global-comparative analysis. World Development, 64(suppl 1), S12–S28. https://
doi.org/10.1016/j.worlddev.2014.03.006

Bakker, A.B., & Albrecht, S. (2018). Work engagement: Current trends. Career 
Development International.

Bakker, A.B., & Leiter, M. (2017). Strategic and proactive approaches to work 
engagement. Organizational Dynamics, 46(2), 67–75. https://doi.org/10.1016/j.
orgdyn.2017.04.002

Bernard, N. (2019). Resilience and professional joy: A toolkit for nurse leaders. Nurse 
Leader, 17(1), 43–48. https://doi.org/10.1016/j.mnl.2018.09.007

Caniëls, M.C., & S.M. (2019). How a learning-oriented organizational climate is linked 
to different proactive behaviors: The role of employee resilience. Social Indicators 
Research, 143(2), 561–577. https://doi.org/10.1007/s11205-018-1996-y

Chadwick, I.C., & Raver, J.L. (2020). Psychological resilience and its downstream 
effects for business survival in nascent entrepreneurship. Entrepreneurship 
Theory and Practice, 44(2), 233–255. https://doi.org/10.1177/ 10422587 
18801597

Cooper, A.L., Brown, J.A., Rees, C.S., & Leslie, G.D. (2020). Nurse resilience: A concept 
analysis. International Journal of Mental Health Nursing, 29(4), 553–575. https://
doi.org/10.1111/inm.12721

Cullen, K.L., Gerbasi, A., & Chrobot-Mason, D. (2018). Thriving in central network 
positions: The role of political skill. Journal of Management, 44(2), 682–706. 
https://doi.org/10.1177/0149206315571154

De Clercq, D., Fatima, T., & Jahanzeb, S. (2021). Bullying and turnover intentions: How 
creative employees overcome perceptions of dysfunctional organizational politics. 
Personnel Review.

Ferris, G.R., Treadway, D.C., Kolodinsky, R.W., Hochwarter, W.A., Kacmar, C.J., Douglas, C., & 
Frink, D.D. (2005). Development and validation of the political skill inventory. Journal 
of management, 31(1), 126–152. https://doi.org/10.1177/ 014920 6304271386

Filipenko, A.S. (2022). An overview on methodology in economics. New Innovations in 
Economics, Business and Management, 9, 40–50. https://doi.org/10.9734/bpi/
niebm/v9/6167F

Foster, K., Roche, M., Giandinoto, J.A., & Furness, T. (2020). Workplace stressors, 
psychological well-being, resilience, and caring behaviours of mental health 
nurses: A descriptive correlational study. International Journal of Mental Health 
Nursing, 29(1), 56–68. https://doi.org/10.1111/inm.12610

Fredrickson, B.L., & Joiner, T. (2018). Reflections on positive emotions and upward 
spirals. Perspectives on Psychological Science, 13(2), 194–199. https://doi.
org/10.1177/1745691617692106

Fuller, C.M., Simmering, M.J., Atinc, G., Atinc, Y., & Babin, B.J. (2016). Common 
methods variance detection in business research. Journal of Business Research, 
69(8), 3192–3198. https://doi.org/10.1016/j.jbusres.2015.12.008

Gallup, 2021. State of the global workplace: 2021 report. Retrieved from https://
www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx

Gilhus, I.S. (2021). Hermeneutics. In The Routledge handbook of research methods in 
the study of religion (pp. 314–323). Routledge.

Goffman, E. (1961). Encounters: Two studies in the sociology of interaction. Ravenio 
Books.

Hartmann, S., Weiss, M., Newman, A., & Hoegl, M. (2020). Resilience in the workplace: 
A multilevel review and synthesis. Applied Psychology, 69(3), 913–959. https://
doi.org/10.1111/apps.12191

Hobfoll, S.E. (1989). Conservation of resources: A new attempt at conceptualizing stress. 
American Psychologist, 44(3), 513. https://doi.org/10.1037/0003-066X.44.3.513

Hobfoll, S.E., Halbesleben, J., Neveu, J.P., & Westman, M. (2018). Conservation of 
resources in the organizational context: The reality of resources and their 
consequences. Annual Review of Organizational Psychology and Organizational 
Behavior, 5, 103–128. https://doi.org/10.1146/annurev-orgpsych-032117-104640

Jacobson, R.K., & Viswesvaran, C. (2017). A reliability generalization study of the 
political skill inventory. SAGE Open, 7(2), 2158244017706714. https://doi.
org/10.1177/2158244017706714

Jennings, P.A., DeMauro, A.A., & Mischenko, P. (2019). Cultivating awareness and 
resilience in education: The CARE for teachers program. In Handbook of 
mindfulness-based programmes (pp. 219–230). Routledge.

Johnson, L.K., Nadler, R., Carswell, J., & Minda, J.P. (2021). Using the broaden-and-
build theory to test a model of mindfulness, affect, and stress. Mindfulness, 12(7), 
1696–1707. https://doi.org/10.1007/s12671-021-01633-5

Kahn, W.A. (1990). Psychological conditions of personal engagement and 
disengagement at work. Academy of Management Journal, 33(4), 692–724. 
https://doi.org/10.5465/256287

Karatepe, O.M., Yavas, U., Babakus, E., & Deitz, G.D. (2018). The effects of 
organizational and personal resources on stress, engagement, and job outcomes. 
International Journal of Hospitality Management, 74, 147–161. https://doi.
org/10.1016/j.ijhm.2018.04.005

Kuntz, J.R., Malinen, S., & Näswall, K. (2017). Employee resilience: Directions for 
resilience development. Consulting Psychology Journal: Practice and Research, 
69(3), 223. https://doi.org/10.1037/cpb0000097

Kranefeld, I., Blickle, G., & Meurs, J. (2020). Political skill at work and in careers. In 
Oxford research encyclopedia of psychology, Oxford University Press. https://doi.
org/10.1093/acrefore/9780190236557.013.747

Lazreg, C., & Lakhal, L. (2022). The downside of managers: The moderator role of 
political skill & deceptive situation. Acta Psychologica, 228, 103619. https://doi.
org/10.1016/j.actpsy.2022.103619

Lim, J.M., & Kim, J.K. (2020). The influence of nursing workplace spirituality and 
resilience of hospital nurses on professional quality of life. The Journal of the 
Korea Contents Association, 20(2), 487–498. 

Liu, H., & Yuan, K.H. (2021). New measures of effect size in moderation analysis. 
Psychological Methods, 26(6), 680. https://doi.org/10.1037/met0000371

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W.B. (2021). 
Work Engagement: A meta-Analysis Using the Job Demands-Resources Model. 
Psychological Reports, 0(0). https://doi.org/10.1177/00332941211051988

Maleka, M., Mpofu, M., Hlatywayo, C. K., Meyer, I., Carr, S., & Parker, J. (2019). 
Employee engagement, organisational commitment, and job satisfaction in 
Namibia, South Africa, and Zimbabwe: An exploratory study. Journal of Psychology 
in Africa, 29(4), 393–400. https://doi.org/10.1080/14330237.2019.1647964

Malik, P., & Garg, P. (2018). Psychometric testing of the resilience at work scale using 
Indian sample. Vikalpa, 43(2), 77–91. https://doi.org/10.1177/0256090 918 
773922

Malik, P., & Garg, P. (2020). Learning organization and work engagement: The mediating 
role of employee resilience. The International Journal of Human Resource 
Management, 31(8), 1071–1094. https://doi.org/10.1080/09585192.2017.1396549

Mallak, L.A., & Yildiz, M. (2016). Developing a workplace resilience instrument. Work, 
54(2), 241–253. https://doi.org/10.3233/WOR-162297

McEwen, K., & Boyd, C.M. (2018). A measure of team resilience: Developing the 
resilience at work team scale. Journal of Occupational and Environmental 
Medicine, 60(3), 258–272. https://doi.org/10.1097/JOM.0000000000001223

Mpundu, P. (2016). An Evaluation of Employee Engagement Levels and Their Impact 
on Perceived Performance at Workplace. A Case Study of the Zimbabwe Prisons 
and Correctional Services (ZPCS) at Bulawayo Metropolitan Province. Doctoral 
dissertation, Lupane State University, Retrieved from http://hdl.handle.
net/123456789/199

http://www.sajip.co.za
http://dx.doi.org/10.4103/picr.PICR_154_18
http://dx.doi.org/10.4103/picr.PICR_154_18
https://doi.org/10.1016/j.worlddev.2014.03.006
https://doi.org/10.1016/j.worlddev.2014.03.006
https://doi.org/10.1016/j.orgdyn.2017.04.002
https://doi.org/10.1016/j.orgdyn.2017.04.002
https://doi.org/10.1016/j.mnl.2018.09.007
https://doi.org/10.1007/s11205-018-1996-y
https://doi.org/10.1177/1042258718801597
https://doi.org/10.1177/1042258718801597
https://doi.org/10.1111/inm.12721
https://doi.org/10.1111/inm.12721
https://doi.org/10.1177/0149206315571154
https://doi.org/10.1177/0149206304271386
https://doi.org/10.9734/bpi/niebm/v9/6167F
https://doi.org/10.9734/bpi/niebm/v9/6167F
https://doi.org/10.1111/inm.12610
https://doi.org/10.1177/1745691617692106
https://doi.org/10.1177/1745691617692106
https://doi.org/10.1016/j.jbusres.2015.12.008
https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx
https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx
https://doi.org/10.1111/apps.12191
https://doi.org/10.1111/apps.12191
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1177/2158244017706714
https://doi.org/10.1177/2158244017706714
https://doi.org/10.1007/s12671-021-01633-5
https://doi.org/10.5465/256287
https://doi.org/10.1016/j.ijhm.2018.04.005
https://doi.org/10.1016/j.ijhm.2018.04.005
https://doi.org/10.1037/cpb0000097
https://doi.org/10.1093/acrefore/9780190236557.013.747
https://doi.org/10.1093/acrefore/9780190236557.013.747
https://doi.org/10.1016/j.actpsy.2022.103619
https://doi.org/10.1016/j.actpsy.2022.103619
https://doi.org/10.1037/met0000371
https://doi.org/10.1177/00332941211051988
https://doi.org/10.1080/14330237.2019.1647964
https://doi.org/10.1177/0256090918773922
https://doi.org/10.1177/0256090918773922
https://doi.org/10.1080/09585192.2017.1396549
https://doi.org/10.3233/WOR-162297
https://doi.org/10.1097/JOM.0000000000001223
http://hdl.handle.net/123456789/199
http://hdl.handle.net/123456789/199


Page 9 of 9 Original Research

http://www.sajip.co.za Open Access

Näswall, K., Malinen, S., Kuntz, J., & Hodliffe, M. (2019). Employee resilience: 
Development and validation of a measure. Journal of Managerial Psychology, 
34(5), 353–367. https://doi.org/10.1108/JMP-02-2018-0102

Park, Y.S., Konge, L., & Artino, A.R. (2020). The positivism paradigm of research. 
Academic Medicine, 95(5), 690–694. https://doi.org/10.1097/ACM.000 00000 
00003093

Philip, J. (2021). A multi-study approach to examine the interplay of proactive 
personality and political skill in job crafting. Journal of Management & 
Organization, 1–20. https://doi.org/10.1017/jmo.2021.1

Robledo, E., Zappalà, S., & Topa, G. (2019). Job crafting as a mediator between work 
engagement and wellbeing outcomes: A time-lagged study. International Journal 
of Environmental Research and Public Health, 16(8), 1376. https://doi.
org/10.3390/ijerph16081376

Saks, A.M. (2019). Antecedents and consequences of employee engagement revisited. 
Journal of Organizational Effectiveness: People and Performance, 6(1), 19–38. 
https://doi.org/10.1108/JOEPP-06-2018-0034

Sanhokwe, H. (2022a). The dimensionality of the UWES-17 and UWES-9: Testing 
second-order and bifactor models. Journal of Psychology in Africa, 32(2),  
115–122. https://doi.org/10.1080/23311908.2022.2052620

Sanhokwe, H. (2022b). The influence of nonwork resources, nonwork demands and 
external support on work engagement and productivity: A moderated mediation 
model. SA Journal of Industrial Psychology, 48(1), 1–8. http://dx.doi.org/10.4102/
sajip.v48i0.1957

Sanhokwe, H., & Takawira, S. (2022). Appreciating resilience at work: Psychometric 
assessment, measurement, and practical implications. Cogent Psychology, 9(1), 
2052620. https://doi.org/10.1080/23311908.2022.2052620

Schaufeli, W.B., Salanova, M., González-Romá, V., & Bakker, A.B. (2002). The 
measurement of engagement and burnout: A two sample confirmatory factor 
analytic approach. Journal of Happiness studies, 3(1), 71–92. https://doi.org/ 
10.1023/A:1015630930326

Schaufeli, W., & De Witte, H. (2017). Work engagement: Real or redundant?. Burnout 
Research, 5, 1–2. https://doi.org/10.1016/j.burn.2017.06.001

Shimazu, A., Schaufeli, W.B., Kubota, K., Watanabe, K., & Kawakami, N. (2018). Is too 
much work engagement detrimental? Linear or curvilinear effects on mental 
health and job performance. PLoS One, 13(12), e0208684. https://doi.
org/10.1371/journal.pone.0208684

Shoko, M., & Zinyemba, A. Z. (2014). Impact of employee engagement on 
organisational commitment in national institutions of higher learning in 
Zimbabwe. International Journal of Advanced Research in Management and 
Social Sciences, 3(9), 255–268.

Sibanda, P., Muchena, T., & Ncube, F. (2014). Employee engagement and organisational 
performance in a public sector organisation in Zimbabwe. International Journal of 
Asian Social Science, 4(1), 89–99. https://archive.aessweb.com/index.php/5007/
article/view/2607

Summers, J.K., Munyon, T.P., Brouer, R.L., Pahng, P., & Ferris, G.R. (2020). Political skill 
in the stressor-strain relationship: A meta-analytic update and extension. Journal 
of Vocational Behavior, 118, 103372. https://doi.org/10.1016/j.jvb.2019.103372

Sun, S. (2022). Is political skill always beneficial? Why and when politically skilled 
employees become targets of coworker social undermining. Organization 
Science, 33(3), 1142–1162. https://doi.org/10.1287/orsc.2021.1476

Taris, T. W., Kessler, S. R., & Kelloway, E. K. (2021). Strategies addressing the 
limitations of cross-sectional designs in occupational health psychology: What 
they are good for (and what not). Work & Stress, 35(1), 1–5. https://doi.org/10.
1080/02678373.2021.1888561

Tisu, L., Lupșa, D., Vîrgă, D., & Rusu, A. (2020). Personality characteristics, job 
performance and mental health: the mediating role of work engagement. 
Personality and Individual Differences, 153, 109644. https://doi.org/10.1016/j.
paid.2019.109644

Treadway, D.C., Yang, H., Yang, J., Duke, A.B., & Bentley, J.R. (2021). Strategic silencing: 
A political perspective on the workplace bully–bystander relationship. Special 
Topics and Particular Occupations, Professions and Sectors, 4, 55–74. https://doi.
org/10.1007/978-981-10-5308-5_23

Usman, M., Ali, M., Yousaf, Z., Anwar, F., Waqas, M., & Khan, M.A.S. (2020). The 
relationship between laissez-faire leadership and burnout: Mediation through 
work alienation and the moderating role of political skill. Canadian Journal of 
Administrative Sciences/Revue Canadienne des Sciences de l’Administration, 
37(4), 423–434. https://doi.org/10.1002/cjas.1568

Van den Heuvel, M., Demerouti, E., Bakker, A.B., Hetland, J., & Schaufeli, W B. (2020). 
How do employees adapt to organizational change? The role of meaning-making 
and work engagement. The Spanish Journal of Psychology, 23, E56. https://doi.
org/10.1017/SJP.2020.55

Veldsman, T.H., & Johnson, A.J. (2016). Leadership: Perspectives from the front 
line, Randburg: KR Publishing.

Walliman, N. (2017). Research theory. In Research methods (pp. 16–30). Routledge.

Walpita, Y.N., & Arambepola, C. (2020). High resilience leads to better work 
performance in nurses: Evidence from South Asia. Journal of nursing management, 
28(2), 342–350. 

Winwood, P.C., Colon, R., & McEwen, K. (2013). A practical measure of workplace 
resilience: Developing the resilience at work scale. Journal of Occupational 
and Environmental Medicine, 55(10), 1205–1212. https://doi.org/10.1111/
jonm.12930

Xiang, Y., & Yuan, R. (2021). Why do people with high dispositional gratitude tend to 
experience high life satisfaction? A broaden-and-build theory perspective. Journal of 
Happiness Studies, 22(6), 2485–2498. https://doi.org/10.1007/s10902-020-00310-z

Yang, J., & Treadway, D.C. (2018). A social influence interpretation of workplace 
ostracism and counterproductive work behavior. Journal of Business Ethics, 
148(4), 879–891. https://doi.org/10.1007/s10551-015-2912-x

http://www.sajip.co.za
https://doi.org/10.1108/JMP-02-2018-0102
https://doi.org/10.1097/ACM.0000000000003093
https://doi.org/10.1097/ACM.0000000000003093
https://doi.org/10.1017/jmo.2021.1
https://doi.org/10.3390/ijerph16081376
https://doi.org/10.3390/ijerph16081376
https://doi.org/10.1108/JOEPP-06-2018-0034
https://doi.org/10.1080/23311908.2022.2052620
http://dx.doi.org/10.4102/sajip.v48i0.1957
http://dx.doi.org/10.4102/sajip.v48i0.1957
https://doi.org/10.1080/23311908.2022.2052620
https://doi.org/10.1023/A
https://doi.org/10.1023/A
https://doi.org/10.1016/j.burn.2017.06.001
https://doi.org/10.1371/journal.pone.0208684
https://doi.org/10.1371/journal.pone.0208684
https://archive.aessweb.com/index.php/5007/article/view/2607
https://archive.aessweb.com/index.php/5007/article/view/2607
https://doi.org/10.1016/j.jvb.2019.103372
https://doi.org/10.1287/orsc.2021.1476
https://doi.org/10.1080/02678373.2021.1888561
https://doi.org/10.1080/02678373.2021.1888561
https://doi.org/10.1016/j.paid.2019.109644
https://doi.org/10.1016/j.paid.2019.109644
https://doi.org/10.1007/978-981-10-5308-5_23
https://doi.org/10.1007/978-981-10-5308-5_23
https://doi.org/10.1002/cjas.1568
https://doi.org/10.1017/SJP.2020.55
https://doi.org/10.1017/SJP.2020.55
https://doi.org/10.1111/jonm.12930
https://doi.org/10.1111/jonm.12930
https://doi.org/10.1007/s10902-020-00310-z
https://doi.org/10.1007/s10551-015-2912-x

	Work engagement and resilience at work: The moderating role of political skill
	Introduction
	The present study
	Literature review
	Underpinning theory
	A brief synopsis of the constructs in use
	Resilience at work
	Work engagement
	Political skill

	Situating the expected relationships
	Work engagement and resilience at work
	The moderating role of political skill

	Research model

	Methods
	Research design and approach
	Participants and procedure
	Measures
	Work engagement
	Political skill
	Resilience at work

	Analytical approach
	Common method bias
	Ethical considerations

	Results
	Reliability of the measures in use
	Convergent and discriminant validity
	Evaluating the moderation effect

	Discussion
	Theoretical and practical contributions
	Limitations and areas for future research

	Conclusions
	Acknowledgements
	Competing interests
	Authors’ contributions
	Funding information
	Data availability
	Disclaimer

	References
	Figure
	FIGURE 1: Research model.

	Tables
	TABLE 1: Assessing reliability and validity.
	TABLE 2: Assessing construct validity.
	TABLE 3a: The linear model of predictors for resilience at work.
	TABLE 3b: Model.
	TABLE 3c: Test of higher-order unconditional interaction.



