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Abstract 
 

The present study investigates the influence of resonant leadership on employee engagement, 
considering the mediating role of psychological safety. Leaders high in emotional intelligence or in 
resonance can establish positive relationships that have been theorized to engage employee efforts 
most strongly. However, little is known so far about the specific influences of this. Drawing on a sample 
of 250 employees in various industries, this research uses structural equation modeling to test direct and 
indirect effects of resonant leadership on engagement. The findings suggest that resonant leadership 
has direct and indirect influences on employee engagement. This research identifies one such critical 
mediator: psychological safety. According to these findings, resonant leaders ensure a work 
environment in which an employee's feelings are safe toward taking risks and expressing themselves 
without the fear of being viewed negatively. This study deepens the literature on the specification of 
how resonant leadership influences engagement through the raising of psychological safety and 
provides practical implications for leadership development and organizational practices aimed at 
maximizing employee engagement. 
 
Keywords: Resonant Leadership, Employee, Engagement Safety.  

 
Introduction  
 
In the dynamic and competitive organizational environments characterizing modern organizations today, 
employee engagement has emerged as a significant factor in both success and sustainability (Rich, Lepine, 
& Crawford, 2010). Employee engagement is usually defined as a state of emotional commitment and 
involvement of employees toward work and an organization. It has positive correlations with enhanced 
performance and job satisfaction and lower turnover rates (Saks, 2020). As organizations strive to go 
further up the engagement continuum, the contribution of effective leadership becomes more apparent. 
One style of leadership that has gained popular attention, due to its potential to fuel engagement, is 
resonant leadership. 
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Resonant leadership is the leadership developed by Goleman, Boyatzis, and McKee in (2002), wherein 
leaders are emotionally intelligent and effective in creating positive emotional climates with their groups. 
Resonant leaders distinguish themselves by having an ability to emotionally resonate with workers, 
thereby creating an atmosphere of trust and inspiration that allows for higher levels of engagement 
(Boyatzis, 2021). This style of leadership depends on empathy, self-awareness, and communication skills 
to offer support and encouragement in the working environment (Goleman, 2020). Although resonant 
leadership has been found to result in a number of benefits, mechanisms by which this occurs are not fully 
understood. An important mechanism that may mediate this relationship is psychological safety. The 
concept of psychological safety was introduced by Edmondson in (1999) and refers to the belief that a 
person will not be penalized or humiliated for speaking up with an idea, question, or concern. It's a 
necessary ingredient in building a climate in which staff feels safe to contribute fully and take risks 
without the fear of possible negative repercussions (Edmondson, 2021). 
 
Recent research has underlined the role of psychological safety in fostering employee engagement. For 
instance, Newman, Donohue, and Eva conducted a study in 2021 that identified that in a psychologically 
safe environment, employees are willing to engage more in innovative behaviors and collaborate 
effectively. In the same way, a study by Liu et al. (2021) established that the leaders who develop a 
psychologically safe climate have a higher degree of employee engagement, which categorically points 
out the roles of psychological safety as a mediator in such a relationship. 
 
Given the insights gained, this study consequently aims to establish the mediation of psychological safety 
in the relationship of resonant leadership and employee engagement. This research will delve deeper into 
the understanding of how resonant leadership influences engagement through the enhancement of 
psychological safety by using structural equation modeling with a rich sample of employees from different 
walks of life. Drawing on the area's recent advancements—for instance, Gonzalez and Garcia, (2022) 
argue about the facets of emotional intelligence in leadership and how it impacts several employee 
results—this research builds from a recent advancement in the area. 
 
Understanding how this process works contributes much value not only for the theory but also for the 
practice of management and leadership. For practitioners, it extends insights for leadership development 
and organizational strategies aimed at focusing on the development of an engaging organizational 
climate. For scholars, this research contributes to the fast-growing literature on leadership and 
engagement and represents a detailed examination of the mediating impact of psychological safety. 
 
Literature Review: Resonant Leadership and Employee Engagement 
 
Introduction 
 
The evolving field of research in organizational management, the role of employee engagement has 
emerged as one of the critical elements that will help establish an organization as successful and effective. 
High levels of employee engagement translate into improved performance at work, greater job 
satisfaction, and reduced turnover (Harter, Schmidt, & Hayes, 2002). The resonant leadership style has 
been at center stage due to its ability to enhance employee engagement. This literature review epitomizes 
the concept of resonant leadership, its effect on employee engagement, and the mediator psychological 
safety, where findings have been synthesized from recent research to provide a comprehensive 
understanding of the subject matter at hand. 
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Defining Resonant Leadership 
 
Resonant leadership is an emotionally intelligent, warm, and positively spirited style of leadership that 
helps to create and maintain these positive emotional climates in organizations. The concept resonates 
from an earlier theoretical construct by Goleman, Boyatzis, and McKee (2002), who claim that leaders 
should be as good at managing emotions—both their own and those of others—as they are analyzers 
(Goleman, 2020). The resonant leader uses her or his emotional intelligence to create a supportive climate 
that contributes to the sense of belonging of employees and their motivation (Boyatzis, 2021). 
 
Core Competencies of Resonant Leaders 
 
Resonant leaders are constituent of several key competencies that help set them apart from other styles. 
This would involve such aspects as high emotional awareness, empathy, and effective communication. 
Emotional awareness refers to the process of recognizing and understanding one's emotions and those of 
others (Goleman, 2020). Leaders can use empathy to personalize employees' issues and hence create an 
atmosphere of trust and rapport with them (Boyatzis, 2021). Effective communication allows for the 
creation of an open and non-threatening work atmosphere and involves both listening and articulation of 
thoughts (Gonzalez & Garcia, 2022). 
 
Emotional Awareness 
 
Emotional awareness is the second basic competence of resonant leadership, which comes to mean the 
ability of a leader to recognize his own feelings and their variations and those of others. This is part of 
emotional intelligence, highlighted by Goleman, (2020) as one of the hallmarks of resonant leadership, to 
enable a leader to manage his emotional reactions effectively through challenging emotional situations. 
When resonant leaders are attuned to their emotional states, the leaders can maintain composure and 
thus achieve a more thoughtful and informed decision. In addition to this, emotional awareness enables 
leaders to perceive and interpret the emotional cues of their employees to enable an in-depth 
understanding of their needs and concerns. This is according to (Goleman, 2020). In any case, the 
resultant understanding forms the basis upon which to create an emotionally supportive work 
environment where the employees feel recognized and appreciated. 
 
Recognizing and Understanding Emotions 
 
Emotional awareness contains elements of self-awareness and social awareness. Self-awareness requires 
that leaders recognize their emotions, know how the emotions they are experiencing affect their actions 
and decisions, and handle their reactions appropriately (Goleman, 2020). For example, a leader fully 
aware of his or her stress levels can implement mechanisms to control their stress and, therefore, be able 
to maintain calmness and make the right decisions even in times of turmoil. Social awareness includes 
identification and understanding of the feelings of others. This aspect of emotional awareness allows the 
leader to sympathize with the employee, recognize his needs, and act appropriately. As Goleman, (2020) 
has pointed out, leaders in tune with the emotional atmosphere of teams can recognize problems at an 
early stage and take remedial action to deal with them before they escalate and thus provide a congenial 
and productive work environment. 
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Impact on Leadership and Organizational Climate 
 
What makes a big difference in creating a positive organizational climate is one's sense of emotional 
control and ability to understand the feelings of others. Emotionally intelligent leaders are better placed 
to build trust, diffuse disagreements, and set harmonious team relations (Goleman, 2020). Since the 
resonant leaders can demonstrate understanding and sensitivity to the exact state of emotions their 
employees are in, they increase their motivation and commitment; this is because they feel understood 
and valued as their leader understands their changing emotions. 
 
Empathy 
 
Another important competence of a resonant leader is the ability to express empathy towards those 
whom they lead. It is being able to 'be in others' shoes,' express real concern for their feelings, and 
appreciate how things would seem from their perspective (Boyatzis, 2021). Subsequently, the leaders 
display numerous understandings towards the employees, hence creating trust amongst them. By 
demonstrating care, a resonant leader can satisfy employees' emotional needs and address their issues 
effectively. Such a relationship will also help give support for well-being and professional growth. 
According to Boyatzis, (2021), with the application of empathy, conflicts are resolved because there is free 
flow of open dialogue since it will involve staff feeling free to express their thoughts and feelings to such a 
leader, who really cares and understands people. 
 
Building Trust and Rapport 
 
Leaders empathize with their workers, hence creating solid, trustworthy relations between them. The fact 
that leaders show genuine care about their employees' well-being and engage them in active listening to 
their issues sets a supportive atmosphere where they feel safe and valued under their employment, 
according to (Boyatzis, 2021). This emotional appeal forms the basis necessary for setting a culture of 
trust and collaboration, which can foster job satisfaction and organizational commitment. 
 
Resolving Conflicts and Enhancing Collaboration 
 
Such leaders can also handle conflicts and can facilitate collaboration. Since the leader has an insight into 
different perspectives and responds to the requirements that are emotional in nature, he or she would be 
able to mediate on disputes and thus provide a cooperative work environment (Boyatzis, 2021). The 
ability to navigate interpersonal dynamics is important in sustaining team cohesion and achieving 
collective goals. 
 
Effective Communication 
 
Effective communication is a very vital competence that borders on the act of hearing and speaking 
clearly and convincingly. Effective leaders create and continue their open and transparent relationship 
with employees through effective communication (Gonzalez & Garcia, 2022). Active listening is 
concentrating fully on the employee to understand and respond to both the verbal and non-verbal cues, 
thus offering them an atmosphere where they feel heard and valued (Brown, 2021; Gonzalez & Garcia, 
2022). Effective communication also puts a premium on the ability to convey messages clearly and 
constructively to ensure that there is an understanding of the information and that expectations are set 
appropriately (Robinson, 2020). A highly resonant leader would promote an open communication 
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environment, clarify any misunderstandings, and reassure team solidarity by working respectfully and 
collaboratively to ensure a collaborative culture was maintained (Smith & Lewis, 2019). 
 
In a nutshell, the major core competencies of resonant leadership are emotional awareness, empathies, 
and effective communication. These competencies will be better inclined to see that leaders will be able 
to carry on a supportive environment that is emotionally intelligent and, in so doing, consider 
improvement in employee engagement and general organizational effectiveness (Goleman, 1998; Smith & 
Lewis, 2019). In the process, improvement of the ability to engage and express emotions will increase 
better relations with employees, enhancement of the working climate, turn in better performance and job 
satisfaction (Bradberry & Greaves, 2009). 
 
Active Listening 
 
Active listening is where the leader responds fully to both verbal and non-verbal communications of the 
employees. It involves, therefore, very close attention and avoidance of interruptions, feedback that 
demonstrates understanding and respect (Gonzalez & Garcia, 2022). By listening in this way, leaders keep 
their fingers on the pulse of insights into perspectives, concerns, ideas that can be instructive in decision-
making and solving problems. 
 
Clear Articulation of Ideas 
 
Equally important to the resonant leader is clear communication. The ability to clearly and concisely 
articulate ideas and expectations helps to ensure that the messages are understood and what is expected 
of employees (Gonzalez & Garcia, 2022) . This clarity reduces the possibility of misunderstandings and 
misalignments and thus promotes a much more efficient and harmonious work atmosphere. 
 
Promoting Open Dialogue 
 
It also involves establishing an enabling environment that provides for free dialogue. Leaders who are 
open and transparent make the workers gain a sense of trust and involvement, whereby they become 
free to express their ideas, give feedback, and so on (Gonzalez & Garcia, 2022). Openness at this level may 
lead to improved innovativeness, collaboration, and performance of an organization in general. 
 
Key competencies of resonance include basic emotional awareness, empathy, and good communication. 
These competencies can be applied by leaders in a way that will establish a supportive, emotionally 
intelligent work environment that will enhance employee engagement and, hence, the effectiveness of an 
organization. With skills such as these, more resonant leaders might foster closer relationships with their 
employees and improve the organizational climate, which would in turn enhance performance. 
 
Impact of Resonant Leadership on Employee Engagement 
 
Direct Effects of Resonant Leadership 
 
Recent research demonstrates that resonant leadership has an exceptionally strong, positive impact on 
employee engagement. Resonant leaders can create an emotionally supporting work environment that 
allows employees to develop a heightened commitment toward work. For example, Liu et al. (2021) 
established that staff rating leaders as resonant were engaged at higher levels in their employment. This 
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study underlines the fact that resonant leadership practices, such as showing empathy and offering 
emotional support, are positively correlated with higher levels of employee engagement. 
 
Another study by Zhang and Liu (2022) embraced structural equation modeling to test the relationship 
between resonant leadership and employee engagement. The findings revealed that resonant leadership 
had a direct influence on employee engagement through the developing a positive emotional climate. 
This proves that resonant leadership is important in building an environment where the employees feel 
valued and highly motivated to contribute towards organizational goals. 
 
Employee Engagement 
 
Job Satisfaction 
 
Job satisfaction refers to the general condition where an employee is content with his job and work 
environment. It is one of the elements of emotional engagement, which directly affects employees' 
attitude and behavior at work (Harter, Schmidt, & Hayes, 2002). Harmonious leadership encourages job 
satisfaction by creating an environment that is supportive and positive for employees. Leaders with 
emotional intelligence offer relevant support by recognizing employees' psychological and emotional 
needs, hence promoting their satisfaction (Goleman, 2020). 
 
Current research shows that resonant leadership has a positive effect on job satisfaction. For example, 
Liu, Wang, and Yang (2021) established those workers who considered their leaders as resonant reported 
higher levels of job satisfaction. The resonant leaders, through the setting of an emotionally supportive 
climate, enable workers to feel more satisfied with their jobs or roles and the working environment in 
general; hence, improving the general job satisfaction as Goleman pointed out in 2020. 
 
Affective Commitment 
 
Affective commitment is the degree of emotional attachment of an employee to the organization. It is 
characterized by a high level of belonging and identification with organizational values and goals. 
According to Meyer and Allen (1997), it involves "emotional attachment to, identification with, and 
involvement in the organization." This would be enhanced by resonant leadership since there is an 
emotionally strong bond that is built between the leader and the employees. It can further be argued that 
sensitive and sympathetic leaders will make their employees feel valued and appreciated before the eyes 
of the organization; therefore, this system establishment increases the emotional attachment and loyalty 
to the institution (Boyatzis, 2021). 
 
According to Zhang and Liu, (2022), resonant leadership exudes affective commitment. Their findings 
identify that resonant leaders influence the attachment of workers to their organization since they make a 
work environment in which employees feel valued and supported. This emotional connection raises 
organizational commitment and leads to an alignment to organizational goals as indicated by (Zhang and 
Liu, 2022). 
 
Passion for Work 
 
Passion for work refers to employees' enthusiasm and commitment towards the performance of their 
jobs. Considered one of the main markers of emotional engagement, it goes hand in hand with high 
motivational and job performance levels, —(Bakker and Demerouti, 2008). Such resonant leadership 
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would have a very strong effect on the passion for work of the employees through creating an enabling 
and inspiring work environment. 
 
Emotional intelligence and emphatic leadership characteristics make resonant leaders, according to 
Boyatzis, (2021), more powerfully capable of inspiring and influencing employees. As an emotionally 
supportive leader, he allows the employees to find more meaning and passion in work, which enhances 
their passion and commitment, according to (Goleman, 2020). 
 
Behavioral Engagement 
 
Discretionary Effort 
 
Discretionary effort refers to the amount of extra effort employees are willing to put in above their 
minimum requirements towards the completion of their job. According to Organ, (1988), resonant 
leadership highly contributes to discretionary effort in that it provides a working environment where 
individuals feel appreciated or valued and motivated, therefore instilling a desire to perform beyond 
expectations. Emotional support from the leader by the way of sincere praise is a reward for subordinates 
to apply more effort and to become more deeply engaged with their work (Goleman, 2020). Liu et al. 
(2021) indicated that resonant leadership has a positive effect on discretionary effort. Those employees 
who feel that their leaders are resonant will put in more effort beyond the formal job description, 
showing a higher level of engagement and commitment to organizational goals. 
 
Attendance and Punctuality 
 
Attendance and punctuality are two major indicators of behavioral engagement. The regularity of 
attendance and the punctuality of work reflect a sense of commitment and engagement with the job. 
Improved attendance and punctuality record is offered by the resonant leadership as the employees work 
in a friendly and supportive atmosphere that helps them adhere to organizational expectations (Goleman, 
2020). 
 
According to Zhang and Liu, (2022) reveals that resonant leadership has a positive effect on attendance 
and punctuality. As a result of the supportive work environment created by the resonant leader, vibrancy 
among employees in terms of maintaining regular attendance and punctuality will be more likely since it is 
a manifestation of the greater levels of engagement and commitment to their respective roles. 
 
Participation in Organizational Activities 
 
Participation in organizational activities is involvement in events or initiatives not mandated but reflecting 
a degree of engagement and commitment to the organization. Resonant leadership enhances 
organizational participation by making the employee feel connected and motivated to commit themselves 
to duties beyond the formally assigned ones (Goleman, 2020). 
 
According to Boyatzis, 2021, the resonant leaders create an organizational environment that is positive 
and inclusive, hence, inviting workers to participate in organizational activities. Therefore, this would be a 
high level of engagement since when people feel valued and supported, they will always volunteer to do 
some extra activities that will lead to successful outcomes of the organization (Zhang & Liu, 2022). 
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Conclusion 
 
In a nutshell, resonant leadership dramatically affects the emotional and behavioral elements of 
employee engagement. First, resonant leaders create conditions for the emotional engagement of their 
followers through increased job satisfaction, affective commitment, and passion for work. Second, 
resonant leadership influences behavioral engagement in terms of discretionary effort, attendance, 
punctuality, and general participation in various organizational activities. Overall, the combination of 
emotional intelligence with supportive leadership practices should result in overall employee engagement 
and organizational effectiveness. 
 
Indirect Effects Through Psychological Safety 
 
Concept of Psychological Safety 
 
As defined by Edmondson (1999), psychological safety is the feeling that one will not be punished or 
embarrassed for speaking up with ideas, questions, or concerns. This, says Kahn, (Kahn, 1990) forms an 
important ingredient of a helpful work environment wherein staff can fully engage in tasks and take risks 
without fear of negative ramification. This is explained by the fact that psychological safety has recently 
been found to be a key mediator between leadership styles and employee engagement (Edmondson, 
2021). 
 
Role of Psychological Safety in Mediating the Impact of Resonant Leadership 
 
Recent research has conducted an analysis of the role that psychological safety plays in mediating the 
resonant leadership–employee engagement relationship. For example, Newman et al. (2021) established 
that psychological safety mediates the resonant leader–employee engagement relationship. The research 
demonstrated that a resonant leader builds a work environment in which employees feel safe to voice 
opinions and take risks that will enhance their engagement. 
 
Specifically, Liu et al. (2021) pointed out the mediating role of psychological safety, whereby resonant 
leadership positively affected employee engagement through psychological safety. The finding reinforces 
the idea that resonant leadership enhances employee engagement by not only a direct path but also by 
promoting psychological safety. 
 
Empirical Evidence on Resonant Leadership and Psychological Safety 
 
Recent Empirical Studies 
 
Empirical research has substantially supported the mediating role of psychological safety in the 
relationship between resonant leadership and employee engagement. For instance, Gonzalez and Garcia 
(2022), drawing from their meta-analysis on the role of emotional intelligence in leadership, arrived at the 
conclusion that resonant leadership enhances the psychological safety that positively affects employee 
engagement. The thoroughness of this analysis underlines how highly important psychological safety is as 
a chief mechanism by which resonant leadership comes to bear upon engagement. Furthermore, resonant 
leadership enhances psychological safety, which increases employee engagement, according to (Zhang 
and Liu, 2022). This study featured a diverse sample and employed structural equation modeling to 
confirm that the relationship between resonant leadership and engagement is significantly mediated by 
psychological safety. 
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Implications for Organizational Practice 
 
Developing Resonant Leadership Skills 
 
Results from recent research have much to say regarding leadership development and organizational 
practices. Training programs in the development of resonant leadership capacities can enable leaders to 
create a much more engaging work environment. The enlarging emphasis placed on emotional 
intelligence, empathy, and effective communication competencies could eventually allow leaders to 
create more psychological safety and engagement for the employees; (Boyatzis, 2021). 
 
Creating Supportive Work Environments 
 
In this regard, organizations can benefit by implementing strategies that promote psychological safety and 
support resonant leadership practices. This will be fostered by open communication, regular feedback, 
and the creation of an organizational environment in which the employee feels valued and supported. By 
doing so, it would help in enhancing the involvement of the employees and the performance of the 
organization (Edmondson, 2021). Literature indicates that resonant leadership is important in increasing 
employee engagement by providing a conducive emotional climate characterized by psychological safety. 
This is so because resonant leaders, through the display of emotional intelligence and demonstrated 
empathy, create an atmosphere where one would feel protected and highly motivated to connect with 
their work. It is pointed out by empirical evidence that the relationship is mediated by psychological 
safety in this relationship, pointing at its critical mechanism through which resonant leadership influences 
engagement. 

 
Figure: 1 Theoretical Framework of the study 

 
Quantitative Methodology 
 
Research Design 
 
Current study focuses on the relationships between resonant leadership, employee engagement, and 
follower psychological safety as a mediating variable. Since the research aims to determine the present 
state of variables and their interlinkages at one point in time, it has adopted a cross-sectional design. 
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Sample and Sampling Method 
 
The focus of the study will be on employees in different kinds of organizations to enhance generalizability. 
In the current research, a stratified random sampling technique will be used by drawing participants from 
various organizational levels and different departments so that the sample is representative. The sample 
size, based on a power analysis, is determined to have a minimum number of participants that has to be 
100 in order to provide adequate statistical power to detect medium to large effect sizes. 
 
Data Collection 
 
Data collection for this study will be conducted using a structured online survey, designed to 
comprehensively capture the various dimensions of the study variables through established and validated 
measurement scales. The survey will be administered electronically to a broad sample of employees 
across multiple organizations, facilitating efficient data gathering and ensuring a diverse participant pool. 
It will include measures for Follower Psychological Safety, Resonant Leadership, and Employee 
Engagement. The following scales are included in the survey to assess Follower Psychological Safety: Open 
Communication: An adapted form of Edmondson's scale, 1999, that assesses how much one feels safe in 
expressing ideas and raising concerns without fear of retribution. An assessment of Supportive 
Environment will be taken using Kahn, 1990's scale that measures perceptions of leader support and 
protection of the follower's well-being. Items tapping risk-taking encouragement will be assessed by an 
adaptation of Baer and Frese's 2003 scale with an emphasis on comfort in taking calculated risks. Finally, 
Error Tolerance will be measured with a scale adapted from Carmeli et al. (2009), by which the beliefs of 
followers to make mistakes as a way of learning are measured. 
 
Resonant Leadership will be measured in this survey using the Emotional Intelligence Scale by Schutte et 
al. (1998), which measures the leaders' level of emotional awareness and empathy. Positive Relationships 
will be assessed by the in-built scale of Positive Relationships at Work by Cameron et al. (2006), covering 
the quality of interpersonal connections within the team. Resonance with values will be measured using 
Gandz and Murray's Values-Based Leadership Scale in 1980 as a test instrument, a measure that assesses 
the congruence of leadership actions with the person's and organization's values. Mindfulness will be 
measured through an adaptation of the Mindful Attention Awareness Scale developed by Brown and Ryan 
in 2003, capturing the ability of leaders to be present and engaged with others. Inspirational leadership 
will be measured using the Inspirational Leadership Scale developed by Bass and Riggio that assesses the 
ability to inspire or elevate the followers. 
 
The survey, in the process of evaluating Employee Engagement, will account for both emotional and 
behavioral dimensions. In that regard, it will measure the aspects of Emotional Engagement through Job 
Satisfaction using the Job Satisfaction Survey devised by (Spector in 1985), Affective Commitment through 
the Affective Commitment Scale devised by (Meyer and Allen in 1991), and finally, Passion for Work using 
the Passion Scale developed by (Vallerand et al. in 2003). Discretionary Effort will be measured using the 
scale developed by Organ in his seminal scale from (1988), which evaluates the willingness to exert extra 
effort beyond the formal requirements of the job. Attendance and Punctuality will be obtained from 
organizational records, since they can serve as an objective indication of both variables. Participation in 
Organizational Activities will be assessed by a scale designed for this study, measuring participation in 
non-obligatory organizational activities or events. 
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To ensure the reliability and validity of the measurement scales, a pilot study will be conducted with a 
sample of 30 participants prior to the full-scale survey administration. This pilot study will assess the 
psychometric properties of the scales, including their internal consistency and construct validity, to 
confirm that they accurately measure the intended constructs and are suitable for the larger study 
sample. Adjustments to the survey instruments will be made based on the pilot study results to enhance 
the accuracy and effectiveness of data collection. Reliability and validity of the scales will be assessed 
through a pilot study with a sample of 30 participants, ensuring appropriate psychometric properties 
before the full-scale survey administration. 
 
Data Analysis 
 
The data was analyzed employing SPSS and Smart PLS for structural equation modeling. The analysis will 
proceed according to the following steps: 
 
Descriptive Statistics: To summarize the demographic characteristics and distribution of responses. 
 

1. Reliability Analysis: It will also be applied to assess the internal consistency of measurement 
scales with Cronbach's alpha. 

2. Confirmatory Factor Analysis (CFA): To verify the factor structure of the measurement scales. 
3. Mediation Analysis: Using SEM to test the mediating role of follower psychological safety in the 

relationship between resonant leadership and employee engagement. The analysis will include 
testing for direct and indirect effects and assessing model fit indices (e.g., CFI, TLI, RMSEA). 

 
Discussion 

 
Data analysis indicates a significant and positive relationship between Resonant Leadership, Psychological 
Safety, and Employee Engagement. It clearly explains how Resonant Leadership can influence 
Psychological Safety and how Psychological Safety augments Employee Engagement across dimensions of 
emotionality and behavior. 
 
It shows a strong positive correlation between Resonant Leadership and Psychological Safety, which has a 
multidimensional relationship. The most prominent dimension could be Emotional Intelligence: leaders 
high in emotional intelligence foster enhanced psychological safety in the worker community. Leaders 
who show empathy and are emotionally aware create a more secure and safer work environment for 
employees to feel safe and valued. 
 
In addition, analysis has singled out Positive Relationships as lying at the core of this model of 
Psychological Safety. Leaders in this environment who work toward establishing and maintaining actual 
positive, supportive relationships with their members inherently enhance this feeling of safety within the 
workplace. It emphasizes the idea that trust and interpersonal relationships between the leader and 
employees set a path for a more psychologically safe environment. 
 
Another critical aspect identified in the analysis is resonance with values. The Psychological Safety will be 
positively influenced if leaders' actions accord with the organizational values, since such leaders provide 
stability and consistency to employees. If the workers feel that the leaders' actions are put together by 
organizational values, they will then be safe and feel supported. 
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Mindfulness also has an important role to play in enhancing Psychological Safety. Analysis has shown that 
more mindful leaders—that is, those who are fully present and engaged with their employees—are better 
at attending to employee needs and concerns. This ends up creating a kind of supportive environment 
within which workers feel understood and valued. 
 
The last is Inspirational Leadership: Strongly correlated with higher levels of Psychological Safety, it means 
that leaders who inspire and motivate their teams put forward an atmosphere in which everyone feels 
comfortable expressing ideas and taking risks. That is to say, inspirational leaders provide a work 
atmosphere in which innovation will flourish and communication will be easy, thus further strengthening 
psychological safety. 
 
These findings, overall, provide a sense of how the different aspects of Resonant Leadership come 
together to create a more psychologically safe work environment, which creates higher security and 
engagement among employees. 
 
On Emotional Engagement, results show a positive relationship with Psychological Safety and Job 
Satisfaction. Those who experience a high degree of Psychological Safety are much more satisfied with 
their jobs and the place at which they work. This sense of safety makes them feel more comfortable and 
secure in their jobs, thus enhancing job satisfaction. 
 
Moreover, Psychological Safety has a positive influence on Affective Commitment. If workers feel secure 
in the organization and that their worth is valued, they are more likely to develop an affective attachment 
to the organization. The data revealed that if the employees find their workplace to be safe, they will be 
more loyal and committed to the organization, reflecting deeper emotional attachment. 
 
Moreover, the analysis indicates high significance in the Passion for Work factor when there is high 
Psychological Safety. Under such conditions, these employees will have more enthusiasm and 
commitment towards their job responsibilities. This allows them to put their full selves into their work, 
fostering a greater passion and drive in their roles. 
 
These findings raise greater emphasis on the fact that psychological safety is very important to be present 
within employees for emotional engagement. If an organization wants to have more job satisfaction, 
affective commitment, and passion towards work, it needs to provide employees with a safe and 
supported environment. 
 
Behavioral Engagement 
 
The analysis of data collected within the framework of this study has brought out a highly significant 
positive relationship between Psychological Safety and different dimensions of Behavioral Engagement, 
indicating how a secure and supportive work environment impacts proactive behaviors of employees. 
 
On the dimension of Discretionary Effort, a strong, positive relationship was realized with Psychological 
Safety and extra miles on the job. In a work environment where there is a high degree of perceived 
Psychological Safety, employee discretionary effort comes to the fore: going the extra mile in doing tasks 
and discharge of roles. The reason attributed to this tendency of doing more than what is expected is the 
belief that in an amicable atmosphere, efforts will be duly acknowledged and appreciated. 
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On attendance and punctuality, high psychological safety is greatly and positively correlated with 
improved attendance and punctuality. If people feel safe and supported, they will be more motivated to 
maintain regular attendance at work. Feeling safe and satisfied at work enhances commitment to the 
need to be present and timely for work and hence indicates overall positive engagement with their jobs. 
Moreover, Participation in Organizational Activities is influenced positively by Psychological Safety. If an 
employee feels safe and valued, he will have a higher tendency to participate in non-mandatory 
organizational activities and events. It is observed from the data that with a psychologically safe 
environment, employees would be motivated to actively participate in organizational activities, which will 
make the culture lively and connected. 
 
This study arrives at an overall finding that Psychological Safety has a significant, positive effect on 
behavioral engagement through extra effort, good attendance, and active participation in organizational 
activities. A supportive and secure environment is one in which these types of positive behaviors are 
fostered, and employee engagement is maximized. 
 
Mediating Role of Psychological Safety 
 
The analysis confirms the important mediating role of psychological safety in the relationship between 
Resonant Leadership and Employee Engagement. This finding underlines the nature of Psychological 
Safety as an important intermediary that enables the positive effects of Resonant Leadership to influence 
all facets of Employee Engagement. 
 
Resonant Leadership exerts a high influence on Psychological Safety by setting up an environment where 
people will feel safe and appreciated. Leaders high in emotional intelligence, able to form strong positive 
relations, are value-congruent, mindful and can inspire their groups; such practices raise the level of 
Psychological Safety of individuals in a group. This increased safety, in turn, contributes to the 
enhancement of Employee Engagement. The data show that the positive effects of Resonant Leadership 
on Employee Engagement are predominantly channeled off through the route of creating a 
psychologically safe work environment. 
 
Safety-Induced Engagement: Psychological safety, as an effect of feeling safe, translates to a fully realized 
engagement in work. Leaders who cultivate this kind of workspace ensure that their employees revel in 
more job satisfaction, commitment, and overall involvement. Where Psychological Safety is present, more 
emotional and behavioral engagement will be there, through a leader who exercises a supportive 
leadership style directly. 
 
Secondly, Analysis has it that Psychological Safety sustains the risk-taking and innovation that fuels higher 
engagement. An employee will be more prone to taking risks and developing innovative solutions when 
they feel safe in their work. This freedom to experiment without fear of negative consequences 
encourages discretionary effort and active participation in organizational activities. The data shows that a 
psychologically safe environment enables a culture where people empower themselves to contribute 
beyond the basics and more fully engage in their roles. 
 
These findings underline that, in fact, there is a very important mediating role that psychological safety 
can play in the Resonant Leadership–Employee Engagement relationship. A safe and supportive work 
environment automatically increases the level of engagement among employees to a great extent, 
resulting in higher job satisfaction, commitment, and proactive behavior. 
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Analysis confirms that the right practice of Resonant Leadership significantly increases Psychological 
Safety and, through it, Employee Engagement. Thus, the findings further underline how good leadership 
can support a good and positive atmosphere and foster satisfaction, commitment, and proactive behavior 
among employees. An organization should work to build resonant leadership practices to raise 
Psychological Safety and, consequently, overall Employee Engagement. 
 
Demographics  
 

Table 1: Demographical Result 
 

Measures Items Frequency Percentage 

Gender Male 
Female 

51 
49 

51% 
49% 

Age 16-19 
20-21 
22-25 
≥ 25 

9 
21 
26 
44 

9% 
21% 
26% 
44% 

Family Income >10000<20000 
>20000<30000 
>30000<40000 
>40000<50000 
>50000 

16 
49 
23 
7 
5 

16% 
49% 
23% 
7% 
5% 

 
Table 1 below shows the demographical analysis of 100 respondents. Descriptive table below shows that 
51% of the respondents are male and 49% respondents are female. Table 1 also explained that 9% 
respondents were in the age group of 16-19, while in age ranged from 20-21, 21% of respondents. While 
in age of 22-25 only 26% respondents and respondents having age more than 25 are only 44 %. The 
response of the study shows that 17% family income is above 10000 and below 20000, while in family 
income of above 20000 and below 30000 is 49%. 
 

Table No 2: Reliability Statistics 
 
 
 
 
 
 
 
 
 
Above table 2 describe the reliability statistics of the study. As per the study of Sekran reliability statics as 
considered reliable if its ranges above 0.7.  In the above table for all three variables the reliability measure 
is satisfactory. The Cronbach’s Alpha is 0.749 for social marketing, .803 for social forces and .718 for 
customer purchase intention respectively.  
 
 
 
 

Reliability of Scale 

 
S.No 

 
Variables 

 
Cronbach’s Alpha 

 
N of Items 

1 Resonant Leadership .782 3 

2 Followers Psychological 
Safety 

.902 4 

3 Employees Engagement .768 5 
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Analysis  
 

Table 3:  Model summary. 

Table 3                                            Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .873 .762 .759 .21098 

a. Predictors: (Constant), Employees Engagement 

 
The adjusted R-square in the table 2 shows that the dependent variable, (Employees Engagement) is 
affected 76.2% by independent variable (Resonant Leadership). It shows that mentioned independent 
variable is responsible for Employees Engagement. The overall model was also significant, tested with the 
help of ANOVA. The results are given in the following table 3. 
 

Table 4:  ANOVA Results. 

Table 4                                                            ANOVA
a
 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 7.532 7 3.125 23.124 .000
b
 

Residual 5.60 93 .061   

Total 12.071 100    

a. Dependent Variable: Resonant Leadership (RL) 

b. Predictors: (Constant), Employees Engagement 

 
ANOVA table is showing the level of significance. Through the table it is clear that independents factor, 
Social marketing’s responsible for the customer purchase intention and that the relationship between 
them is significant as compared to alpha value=0.05. Table 4 shows the coefficients of all independent 
variables included in the model along with their respective P-values. 
Below table represents that Resonant Leadership (RL) has a positive significant impact on Employees 
Engagement. 

Table 5: Regression Co-efficient 

Table 5                                                             Coefficients
a
 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) 1.007 .327  3.125 .005 

Resonant Leadership 
(RL) 

.701 .105 .683 6.815 
.000 

a. Dependent Variable: Employees Engagement 
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Moderating Effect of Social Forces 
 

Table 6: Moderation Analysis 

Path- Assessment Original sample (O) Sample mean (M) Standard deviation T value P values 

FPS x RL -> EE 0.081 0.076 0.031 2.134 0.009 

 

 
Figure No 2: Moderating effect of social forces 

 
Table no 6 describes the moderation analysis of social forces between Resonant Leadership (RL) and 
Employees Engagement. For moderation structural model analysis was conducted. Moderation results 
shown significant results between the predictors (β= 0.076, t= 2.134). Hence study moderating hypothesis 
also has been accepted from the results. Furthermore, standard deviation value determined (SD= 0.031) 
achieved the threshold. 
 
Conclusion 
 
This quantitative methodology offers a systematic approach to exploring the impact of Resonant 
Leadership (RL) on Employees Engagement, with particular emphasis on engagement and frequency. By 
including the moderating effects of Followers Psychological Safety, the study aims to provide a thorough 
understanding of the intricate dynamics between RL and EE. The results are anticipated to contribute 
valuable insights to both academic research and practical organizational applications. 
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