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Abstract
This study aimed to examine the effects of psychological capital and transformational

leadership style on job engagement with a focus on the mediating role of emotional intelligence.
The study applied an applied, descriptive-survey design. The population consisted of 395
employees of the Tabriz Water and Wastewater Company, from whom 195 participants were
selected using Cochran’s formula through simple random sampling. Data were collected using
standard questionnaires measuring job engagement, psychological capital, transformational
leadership style, and emotional intelligence. Reliability was assessed through Cronbach’s
alpha and composite reliability, and validity was confirmed through face validity, confirmatory
factor analysis, convergent and discriminant validity. Data were analyzed using partial least
squares structural equation modeling. Psychological capital had a significant positive effect on
job engagement (B = 0.251, t = 3.627). Transformational leadership style also significantly
increased job engagement (8 = 0.229, t = 2.358). Emotional intelligence significantly mediated
the relationship between psychological capital and job engagement (z = 3.558), as well as the
relationship between transformational leadership and job engagement (z = 3.838). The findings
suggest that psychological capital and transformational leadership style enhance job
engagement both directly and indirectly through emotional intelligence, highlighting the
importance of developing these capacities to foster a more engaged workforce.
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Extended Abstract
Introduction
Understanding the factors that drive job engagement has become a critical priority in contemporary
organizational research, especially given the increasing complexity of work environments,
heightened expectations for productivity, and the growing emphasis on employees' psychological
well-being. Job engagement, conceptualized as a positive, fulfilling, work-related state characterized
by vigor, dedication, and absorption, plays a pivotal role in shaping organizational competitiveness
and long-term effectiveness (Bakker, 2017; Bakker & Albrecht, 2018). Numerous studies have
demonstrated that when employees are engaged, they perform better, show greater innovation, and
are more committed to organizational objectives (Knight et al., 2019). Within this evolving landscape,
scholars have increasingly emphasized the importance of internal psychological resources such as
psychological capital, leadership structures—particularly transformational leadership—and
emotional intelligence in shaping engagement outcomes.
Psychological capital, comprising hope, optimism, resilience, and self-efficacy, has received
substantial empirical support as a predictor of adaptive behavior, elevated motivation, and improved
performance (Askari et al., 2021; Hosseinpour et al., 2016). Research indicates that employees with
strong psychological capital cope more effectively with workplace challenges, maintain higher levels
of intrinsic motivation, and contribute more constructively to organizational goals (Erwin & Jimmy,
2020). Furthermore, studies show that psychological capital not only enhances individual well-being
but also fosters collective dynamics such as knowledge sharing, creativity, and innovative work
behavior (Dewiana et al., 2021; Yalap et al., 2020). Psychological capital also enhances emotional
regulation and promotes positive cognitive framing, thereby increasing the likelihood that employees
remain energetically involved in their tasks (Marcos et al., 2021). Therefore, theoretical and empirical
evidence suggests a strong association between psychological capital and job engagement.
In addition to internal psychological resources, leadership style—particularly transformational
leadership—has emerged as one of the most influential determinants of employee motivation and
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engagement. Transformational leaders shape employees' attitudes and behaviors by articulating a
compelling vision, encouraging innovation, challenging assumptions, and providing individualized
support (Amor et al., 2020). These behaviors cultivate meaning, empowerment, and psychological
safety, which in turn enhance engagement. Research across different cultural and industrial settings
confirms that transformational leadership significantly predicts job performance, job engagement,
and organizational citizenship behavior (Khan et al., 2020; Rajabi Farjad & Farokhajasteh, 2021).
Evidence further suggests that transformational leadership may indirectly foster engagement by
strengthening employees' psychological capital; for instance, by enhancing their sense of self-
efficacy, resilience, and optimism (Markus et al., 2018). Additional studies demonstrate that
transformational leadership improves emotional climates, facilitates positive supervisor—-employee
relationships, and increases the likelihood that employees feel valued and motivated (Kumar &
Sharma, 2018; Walailak et al., 2021). Thus, there is substantial reason to anticipate a positive
association between transformational leadership and job engagement.

A key construct that integrates psychological capital and leadership processes is emotional
intelligence. Emotional intelligence, defined as the ability to perceive, understand, regulate, and
utilize emotions effectively, has become central to organizational psychology. Research consistently
shows that employees with higher emotional intelligence perform better, respond more constructively
to stress, engage in healthier interpersonal relationships, and demonstrate enhanced job
involvement (Hajiha & Mola-Soltani, 2016; Sharifi et al., 2017). Emotional intelligence is strongly linked
to job engagement across diverse occupational groups; individuals with superior emotional
regulation tend to cope more effectively with challenges, maintain emotional stability, and remain
deeply absorbed in their work (Sahraei & Aybaghi Esfahani, 2017). Studies also indicate that emotional
intelligence acts as a mediator between psychological capital and workplace outcomes such as job
satisfaction, innovative behavior, and reduced burnout (Gong et al., 2020; Shakeri & Esmaili Shad,
2019). Likewise, research suggests that emotional intelligence enhances the effectiveness of
transformational leadership, amplifying leaders’ ability to inspire followers and shape positive
emotional climates (Milhem et al., 2019; Rahman et al., 2020). Recent evidence further reveals that
emotionally intelligent leadership enhances employee resilience, psychological safety, and
workplace innovation (McKeown & Bates, 2024; Munawar et al., 2024; Winata, 2024). Collectively,
these findings support the theoretical expectation that emotional intelligence is a central mechanism
through which psychological capital and transformational leadership influence job engagement.
Despite the extensive literature, there remains a need for empirical studies examining these
relationships simultaneously within public utility organizations, where service quality, employee
stability, and operational reliability are critical. Based on these theoretical foundations and identified
gaps, the present study aims to examine the effect of psychological capital and transformational
leadership on job engagement, with emotional intelligence as a mediating variable.

Methods and Materials

The present research employed an applied descriptive-survey design to examine the relationships
among psychological capital, transformational leadership, emotional intelligence, and job
engagement. The statistical population consisted of 395 employees working in a public water and
wastewater company. Using Cochran’s formula for finite populations, a sample of 195 employees
was selected by simple random sampling. Data collection was conducted using standard
instruments, including the Utrecht Work Engagement Scale for measuring job engagement, the
Luthans Psychological Capital Questionnaire for assessing psychological capital, the Bass and
Avolio scale for transformational leadership, and the Goleman Emotional Intelligence Questionnaire.
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All scales were administered in their validated forms. Construct validity was assessed via
confirmatory factor analysis, convergent and discriminant validity indices, and face validity. Reliability
was evaluated using Cronbach’s alpha and composite reliability. Structural equation modeling based
on partial least squares (PLS-SEM) was used to test the hypotheses and evaluate both direct and
mediating relationships among variables.

Findings

The data-analysis results indicated that psychological capital had a positive and statistically
significant effect on job engagement. The path coefficient for this relationship was positive, and the
corresponding t-value exceeded the critical threshold, confirming statistical significance.
Transformational leadership also demonstrated a positive and significant influence on job
engagement, with its path coefficient similarly meeting significance requirements.

Regarding mediation analysis, emotional intelligence was found to significantly mediate the
relationship between psychological capital and job engagement. Examination of both the direct paths
and the indirect effect through emotional intelligence confirmed the significance of the mediating
pathway. Likewise, emotional intelligence significantly mediated the relationship between
transformational leadership and job engagement, demonstrating that a substantial portion of the
effect of leadership on engagement operates through employees’ emotional competencies.
Overall, the structural model exhibited satisfactory explanatory power, and all hypothesized paths
were statistically supported, indicating that psychological capital, transformational leadership, and
emotional intelligence collectively contribute to enhanced job engagement.

Discussion and Conclusion

The results of the study demonstrate that psychological capital plays a crucial role in shaping job
engagement, consistent with prior findings emphasizing the motivational power of hope, optimism,
resilience, and self-efficacy. Employees with strong psychological resources display heightened
energy and commitment, which manifest as greater absorption and enthusiasm in their work.
Transformational leadership also exhibited a strong positive effect on engagement, reinforcing
extensive empirical evidence showing that leaders who articulate a vision, stimulate intellectual
growth, and offer individualized support create conditions that nurture meaningful involvement in
work activities.

The mediating role of emotional intelligence provides deeper insight into the mechanisms connecting
psychological capital and leadership with job engagement. Employees with higher emotional
intelligence are better able to regulate negative emotions, leverage positive emotions, navigate
interpersonal dynamics, and maintain psychological stability—all of which strengthen engagement.
Similarly, transformational leaders who convey emotional attunement inspire trust, motivation, and
emotional alignment, thereby enhancing the emotional environment necessary for high engagement.
The findings underscore that engagement is not solely the product of external leadership behaviors
or internal psychological resources, but rather the outcome of their interaction through emotional
capacities.

Taken together, this study contributes to the growing body of research demonstrating that
psychological capital, transformational leadership, and emotional intelligence form an integrated
system that supports the development of engaged, motivated, and resilient employees.
Strengthening all three domains holds substantial promise for improving organizational
effectiveness.

YO¥



Sl Jg% 3 53p drugi

References

Amor, A. M., Vazquez, J. P. A., & Faifa, J. A. (2020). Transformational leadership and work engagement: Exploring
the mediating role of structural empowerment. European Management Journal, 38(1), 169-178.
https://doi.org/10.1016/j.em].2019.06.007

Askari, F., Tajrobehkar, M., & Tohidi, A. (2021). The Role of Psychological Capital on Social Problem-Solving Ability
with the Mediation of Thinking Preferences. Positive Psychology Research Journal, 7(2), 73-88.
https://ppls.ui.ac.ir/article_26019.html?lang=en

Bakker, A. B. (2017). Strategic and proactive approaches to work engagement. Organizational Dynamics, 46(2),
67-75. https://doi.org/10.1016/j.0orgdyn.2017.04.002

Bakker, A. B., & Albrecht, S. (2018). Work engagement: current trends. Career Development International, 23(1),
4-11. https://doi.org/10.1108/CDI-11-2017-0207

Dewiana, N., Grace Haque, M., Supriatna, H., Masduki, A., & Purwanto, A. (2021). Understanding the Links
between Charismatic Leadership, Intrinsic Motivation and Tacit Knowledge Sharing among MSME Employees.
International  Journal  of  Social and Management  Studies  (IJOSMAS), 2(3), 1-13.
https://ijosmas.org/index.php/ijosmas/article/view/29

Erwin, R., & Jimmy, S. (2020). Investigating the Effects of Psychological Capital on Turnover Intention. International
Conference on Economics, Business and Economic Education 2019, https://doi.org/10.18502/kss.v4i6.6650

Ghafouri, K., Rajaeipour, S., & Karimianpour, G. (2021). The Mediating Role of Work Conscience in the Relationship
Between Perceived Organizational Support and Job Engagement. Scientific Journal of Applied Educational
Leadership, 2(3), 49-62. https://ensani.ir/fa/article/496018/

Gong, Y., Wu, Y., Huang, P., Yan, X., & Luo, Z. (2020). Psychological Empowerment and Work Engagement as
Mediating Roles Between Trait Emotional Intelligence and Job Satisfaction. Frontiers in psychology, 11, 232.
https://doi.org/10.3389/fpsyg.2020.00232

Hajiha, Z., & Mola-Soltani, J. (2016). Investigating the Relationship Between Emotional Intelligence and Analytical
Intelligence with Auditors' Performance. Scientific Research Quarterly of Management Accounting, 9(28), 39-
53. https://www.magiran.com/paper/1577868/the-investigation-of-relationship-between-emotional-intelligence-
and-analytic-intelligence-with-performance-auditors?lang=en

Hassasi, N., & Jam Bozorg, M. M. (2022). Investigating the Effect of Emotional Intelligence on Job Burnout with the
Mediating Role of Job Engagement (Case Study: Employees of Hamedan City Post Office). Specialized
Scientific Quarterly of New Research Approaches in Management and Accounting, 6(20), 1393-1406.
https://majournal.ir/index.php/ma/article/view/1355

Homayouni Damirchi, A., Mirkamali, S. M., & Homayoun Aria, S. (2018). Investigating the Relationship Between
Transformational Leadership and Employee Job Engagement with the Mediation of Job Enthusiasm (Case
Study: Faculties of Social and Behavioral Sciences, University of Tehran). A New Approach in Educational
Management, 9(2), 276-296. https://en.civilica.com/doc/2071629/

Hosseinpour, D., Armandani, M., & Valadi, R. (2016). The Effect of Psychological Capital on Knowledge Sharing
with the Mediation of Psychological Safety Feeling; Case: Sharif University of Technology. Quarterly of
Research and Planning in Higher Education, 22(4), 133-154. https://journal.irphe.ac.ir/article_702914 en.html

Khan, I. U., Khan, M. S., & Idris, M. (2020). Investigating the support of organizational culture for leadership styles
(transformational & transactional). Journal of Human Behavior in the Social Environment.
https://doi.org/10.1080/10911359.2020.1803174

Knight, C., Patterson, M., & Dawson, J. (2019). Work engagement interventions can be effective: A systematic
review. European Journal of Work and Organisational Psychology, 28(3), 348-372.
https://doi.org/10.1080/1359432X.2019.1588887

Kopp, A., & Jekauc, D. (2018). The Influence of Emotional Intelligence on Performance in Competitive Sports: A
Meta-Analytical Investigation. Sports, 6(4), 175. https://doi.org/10.3390/sports6040175

Kumar, V., & Sharma, R. R. K. (2018). Leadership styles and their relationship with TQM focus for Indian firms: An
empirical investigation. International Journal of Productivity and Performance Management, 67(6), 1063-1088.
https://doi.org/10.1108/IJPPM-03-2017-0071

Lee, Y. S, Lim, S. H., Ngeow, P. H., & Praveena, S. Y. M. Y. (2019). Drivers of Work Engagement among Managers
in Malaysia Manufacturing Industry http://eprints.utar.edu.my/3515/

Marcos, C.-H., Marisa, S., Susana, L., & Wilmar, B. S. (2021). Linking positive emotions and academic performance:
The mediated role of academic psychological capital and academic engagement. Current Psychology, 40,
2938-2947. https://doi.org/10.1007/s12144-019-00227-8

Markus, S., Taegoo Terry, K., Soyon, P., & Gyehee, L. (2018). Motivate to innovate: How authentic and
transformational leaders influence employees' psychological capital and service innovation behavior.
International Journal of Contemporary Hospitality Management, 30(2), 776-796. https://doi.org/10.1108/IJCHM-
05-2016-0282

Yoo


https://doi.org/10.1016/j.emj.2019.06.007
https://ppls.ui.ac.ir/article_26019.html?lang=en
https://doi.org/10.1016/j.orgdyn.2017.04.002
https://doi.org/10.1108/CDI-11-2017-0207
https://ijosmas.org/index.php/ijosmas/article/view/29
https://doi.org/10.18502/kss.v4i6.6650
https://ensani.ir/fa/article/496018/
https://doi.org/10.3389/fpsyg.2020.00232
https://www.magiran.com/paper/1577868/the-investigation-of-relationship-between-emotional-intelligence-and-analytic-intelligence-with-performance-auditors?lang=en
https://www.magiran.com/paper/1577868/the-investigation-of-relationship-between-emotional-intelligence-and-analytic-intelligence-with-performance-auditors?lang=en
https://majournal.ir/index.php/ma/article/view/1355
https://en.civilica.com/doc/2071629/
https://journal.irphe.ac.ir/article_702914_en.html
https://doi.org/10.1080/10911359.2020.1803174
https://doi.org/10.1080/1359432X.2019.1588887
https://doi.org/10.3390/sports6040175
https://doi.org/10.1108/IJPPM-03-2017-0071
http://eprints.utar.edu.my/3515/
https://doi.org/10.1007/s12144-019-00227-8
https://doi.org/10.1108/IJCHM-05-2016-0282
https://doi.org/10.1108/IJCHM-05-2016-0282

Personal Development and Organizational Transformation

McKeown, A., & Bates, L. (2024). Emotional intelligent leadership: Findings from a study of public library branch
managers in Northern Ireland. Library Management, 34(6/7), 462-485. https://doi.org/10.1108/LM-10-2012-
0072

Milhem, M., Muda, H., & Ahmed, K. (2019). The effect of perceived transformational leadership on employee
engagement: the mediating effect of leader's emotional intelligence. Foundations of Management, 11, 33-46.
https://doi.org/10.2478/fman-2019-0003

Munawar, S., Yousaf, H. Q., Ahmed, M., & et al. (2024). The impact of emotional intelligence, servant leadership,
and psychological safety on employee's innovative behavior with the moderating effect of task interdependence
in Lahore, Pakistan. Current Psychology, 43, 8186-8199. https://doi.org/10.1007/s12144-023-04990-7

Murthy, R. K. (2017). Perceived organizational support and work engagement. International Journal of Applied
Research, 3(5), 738-740. https://www.semanticscholar.org/paper/Perceived-organizational-support-and-work-
Murthy/1d8643c65f0762d9d753f86086906496e108e520

Nazan, K. (2018). Evaluating the relationship between work engagement, work alienation and work performance of
healthcare professionals. International Journal of Healthcare Management.
https://doi.org/10.1080/20479700.2018.1453969

Rahman, M. S., Ferdausy, S., Al-Amin, M., & Akter, R. (2020). How does Emotional Intelligence Relate to
Transformational Leadership, Creativity, and Job Performance? Society & Sustainability, 2(1), 1-15.
https://doi.org/10.38157/society_sustainability.v2il1.64

Rajabi Farjad, H., & Farokhajasteh, V. A.-S. (2021). The Effect of Transformational Leadership on Job Performance
with the Roles of Identity and Job Engagement. Organizational and Career Counseling, 13(3), 91-110.
https://jcoc.sbu.ac.ir/article_100626.html

Sahraei, M., & Aybaghi Esfahani, S. (2017). Investigating the Effect of Emotional Intelligence on Job Engagement
of Employees in Sanqar City Department of Education. Proceedings of the First National Conference on
Accounting, Management and Economics with a Dynamic National Economy Approach,
https://en.civilica.com/doc/660381/

Shakeri, M., & Esmaili Shad, B. (2019). Testing the Mediating Role of Emotional Intelligence in the Relationship
Between Psychological Capital and Job Withdrawal. Journal of Rooyesh-e-Ravanshenasi (Psychological
Growth), 7. https://frooyesh.ir/article-1-1297-en.html

Sharifi, S. M., Zarfian Yeganeh, M. H., & Saberi, A. M. (2017). A Study of the Impact of Emotional Intelligence
Dimensions on Employee Performance (Case Study: Iran National Sport Network). Organizational Culture
Management, 15(2), 373-392. https://journals.ut.ac.ir/article_62701.html?lang=en

Tsaur, S.-H., Hsub, F.-S., & Lin, H. (2019). Workplace fun and work engagement in tourism and hospitality: The
role of psychological capital. International Journal of Hospitality Management, 81, 131-140.
https://doi.org/10.1016/j.ijhm.2019.03.016

Walailak, A., Kaseam, B., & Wariya, P. (2021). Identifying Factors Influencing Visionary Leadership: An Empirical
Evidence from Thai Manufacturing Industry. International Journal of Organizational Leadership, 10, 39-53.
https://en.civilica.com/doc/1923607/

Winata, L. R. W. (2024). The Influence of Organizational Culture, Situational Leadership and Emotional Intelligence
on Organizational Commitment Through Job Satisfaction at PDAM Tirta Ardhia Rinjani, Central Lombok
Regency. Journal of Economics Finance and Management Studies, 07(05). https://doi.org/10.47191/jefms/v7-
i5-17

Yalap, O., Yiimaz, H., & Polatci, S. (2020). Do psychological capital and communication skills affect entrepreneurial
intention? A study on students studying at a university in Turkey. Global Journal of Business, Economics and
Management: Current Issues, 10(1), 21-30. https://doi.org/10.18844/gjbem.v10i1.4540

Yor


https://doi.org/10.1108/LM-10-2012-0072
https://doi.org/10.1108/LM-10-2012-0072
https://doi.org/10.2478/fman-2019-0003
https://doi.org/10.1007/s12144-023-04990-7
https://www.semanticscholar.org/paper/Perceived-organizational-support-and-work-Murthy/1d8643c65f0762d9d753f86086906496e108e520
https://www.semanticscholar.org/paper/Perceived-organizational-support-and-work-Murthy/1d8643c65f0762d9d753f86086906496e108e520
https://doi.org/10.1080/20479700.2018.1453969
https://doi.org/10.38157/society_sustainability.v2i1.64
https://jcoc.sbu.ac.ir/article_100626.html
https://en.civilica.com/doc/660381/
https://frooyesh.ir/article-1-1297-en.html
https://journals.ut.ac.ir/article_62701.html?lang=en
https://doi.org/10.1016/j.ijhm.2019.03.016
https://en.civilica.com/doc/1923607/
https://doi.org/10.47191/jefms/v7-i5-17
https://doi.org/10.47191/jefms/v7-i5-17
https://doi.org/10.18844/gjbem.v10i1.4540

