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Abstract

Drawing on the perspective of positive organizational behavior and positive organizational
scholarship, we tested meso-mediating model linking transformational leadership and job
engagement. Data collected involving 606 employees at 40 chained petro-stations in north
Taiwan. Results of hierarchical linear modeling indicated that individual-level
transformational leadership and team-level transformational leadership were positively
related to employee job engagement, separately. Furthermore, at the individual level,
indicated the relationship between individual-level transformational leadership and job
engagement was partially mediated by psychological capital. At team-level, we also
discovered that the relationship between team-level transformational leadership and job
engagement was fully mediated by service climate. Finally, we also found that the
relationships between service climate and job engagement were mediated by psychological
capital. The research and practice implications of the findings are discussed.
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B TE m B ER A BGEE - SRR AN TR T HE AR IE RV L EE )& - RERMIERGERE
JIBEMEZ EEEE IR EFIRFSE (Seligman and Csikszentmihalyi, 2000) - Luthans (2002)
R T IEMI#HA%TT B (Positive Organizational Behavior; POB) #1%f » 1K 1 [f) [ B 22 B 5
JEF BRI - WEE T POB ff M-S HUREYE - BIREME - R » nlHlE - 2R
R (State-like) » DAR G FHGmEARF S LR - AR ZREEH v DI B T TIERM - &
fE s e IE Al A% E25% (Positive Organizational Scholarship; POS) #R%E - & EAEA{AHE
FH R A3 B A E ) R T B T SEARREIE M) (3 703 (Luthans and Youssef, 2007) °

TAERE L R — BB H TEEm EEEIRRE - REREHFREBT) - ik POB
BrELRTZE LR (Bakker and Schaufeli, 2008) - ffF 72 LG8 & TIE4EE (JETHEI TIEFRIR
A4 EE BEL1[E A [KIZ% (Christian, Garza, and Slaughter, 2011) » #{AT 3 & T T/EHCEE L5
M S BEEEZEN - FlSERBGHEF - WE A BREERR G EBRTIRGHE
& BB FEELE SR (Borucki and Burke, 1999) - Al » A0{AT {5 ARES A B IR S T
TERRZE L KR R B AR AR BRI 32 -

1E A0 B 2 5 5 TF () 48 38 ] S B & T 1F (/) BB EE BE R AR R B R (3 e K 3
(Turner, Barling, and Zacharatos, 2002) » [f BEHfUR SH 57 38 B FHUBI TS - RESWRR
B TERIMEBEZEY - R - BBFEEFIA S B O A% - IR A
(Bass, 1985) » [Alfn i Ry 7 B T T/EaEE (2 EEEEGHEAIRE (Sweetman and Luthans,
2010) - JT2K - EERAGHEI AR TE S [ 26 g KO R AN - & o HYEL g R A S8 A
BB g R SR - BEARIE S N AR, - (HERB AN X (Liao and Chuang,
2007; Wang and Howell, 2010) - Tff 728838 B QI SHE 2 HER B T TIFECE LRV E
A A g KT E K (e.g., Christian et al., 2011; Kahn, 1990; Macey and Schneider,
2008) + {H 1 A 7 1 [ B¢ g R Y SRR A TR AICE LAY AT RE 2 B LUK H /T B Ry
fA] -

DHEEARE S HERIUAE - 8- £ BEHENHFIVELOEER » &5 POB 2%
FrBETE - Al R fE A\ B2 T/EEYR (Sweetman and Luthans, 2010) o FHfASER A SEE 2
gt B TIEMANLE T (Walumbwa, Peterson, Avolio, and Hartnell, 2010) » A% SE
BOWwR R E T L ME AR EEEEAIGE (Gooty, Gavin, Johnson, Frazier, and
Snow, 2009) * R/ LB AR TS Ry Al A A g O R S B TR DR B EE R
Bl - HRTWERZ B R M AE— 2 S - HREEIREBHIEETS - HATTER
P O] R AR AR R S U IR IS sA % (Salanova, Agut, and Peird, 2005; Schneider,
Wheeler, and Cox, 1992) - @& & 7] 2 JJive & T OBE AN TIEREE LRVE BT
% o BREMEIRFS IR S - IR RIET 272 8 T T/EREE (Liao and Chuang,
2007) - DARBEE B AR5 B Y E 2 E H F-% (Schneider, White, and Paul, 1998) » #&
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T AR ARG PR e B DB S AR TAERCE DRIRATR - WPIE POS BHEL - AWt
S (5 P g R R SR BB I 5 SR e A A R B B R B - SE— P BT IR R 2
75 B i B K g A Y SRS B TR RICE D R o B - DURGER B O B AR B TR AR
HOHIRR -

frey balt - ARAHFEH POB A1 POS HYEREL HIZE - $2H 0 B8 A g R DB E A F T
TE BB R AR5 Rz Ry s A R SEER TR R DRI R B il 2 STk [
W DU BT« 55— ARIE ARG A SR H TERCEE LRI Z I 9T
K amERfE N JER 5347 (Avey, Luthans, and Youssef, 2010) » AFZ2HES |2 g gt
SHEHHEHZERE (Liao and Chuang, 2007; Wang and Howell, 2010) - & [E 7 15 5 ¢ g 2k
HAIGEE RS A IREET B TR TFEEE L « 58 » Ak BE AR LHE
AFNE X g RIS RAE - 275 R B R R G Bl TR ORI h /B H ] - BB TE
FEE A SEE B T EAICE O 2 IRV G A 5 B8 = B AMFTT e IR A% SR f B T /EAK
FEOHIBRET » BEERERE ARG X AR E B R R E A OB E AR S T K
oA e DU ARBS R fE 2 S AT OB E AR TEEE LRI RE - FEFE Mathieu
and Taylor (2007) #2 15 X B am i DL = /AR T T R B Em s R RS - B DL B
B AUFTCAREAE 1 PR -

E3=PN
PERIRAIRE

BR¥5F AR

fELARE X
PRIRAIRE

DIEEAR

1 AHFEREHE

&l » XROkE
— ~ R RIS B TR
TAEGEE LIERY 2 AR B R TE A ES S HIIEE (Kahn, 1992) » 28 T A
T B 48 MR R IE [A) 155 Bk B Bh BE A IR BE (Schaufeli, Salanova, Gonzalez-Roma, and
Bakker, 2002) - T{E&E RS TT « A AR I RIFeY OHEEE - BERE
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CH TR B ST A B 4G - G B AE A N EERES B RN 5 2K - BA#RIIE
FR - BEROUSEIRRY TIEEVE » gE59 2 B OMF A S TIE R - MBI TIEH
HPREL + DURCETE « i E R E ORI LIE - DUCRZEM - & ki T/F (Rich, LePine,
and Crawford, 2010) - T{E&EE (218 =M% AR[RIREESS - IR B S ERItH &
(Christian et al., 2011) -

EHR AR R RS H A N R L EEE - B RREEESEERHE R T
(Bass, 1985) - A SHEERES T B T(SLAIBE - Bk B THYTT RILE ; 2t 51T
BHEFMPCEER TAF - WpEg E A s B B RS 5 sl@h 8 T DL iy 7 =058 At
5 5 IR8R B T ARG TE BRI - IREEEEIFTEE - B TTEE - HHES
GRAZ BRI IN%S ) (Bass and Avolio, 1994) - fR#E TEFEIR— TAE& JREER (Job
Demands-Resources Model; JD-R Model) (Demerouti, Bakker, Nachreiner, and Schaufeli,
2001; Schaufeli and Bakker, 2004) - SEffaAISEEEFERIEME B T HIEZ « (HRETHEEE
5 DAk e B TIWAMETE K » femERHEIE R/ HEARRE (Bono, Foldes, Vinson, and
Muros, 2007) @ i & TFAFBRELR A T/EZH - B T EEER - B TREEPkE
PREERY HEE - 2 A TR ES - IS RSt & EEEoREE 5 - kR
FETHE AN TAEFRIRER2ZLEE (Locke and Latham, 1990; Macey and Schneider, 2008) - #i&
Sy Afrie SR O R E B R (I A5 5 SR R B R R ST R il - B TLRB
% TAE#EE L (Christian et al., 2011)  ARFZEEEH ¢
BE 1 BARKRBIGAAETRTFRECHIEMRR -

BB g R SR R SRS E AT B L+ R ST R S G AU RE - i
MEBH TR ARG EMENF wmESE - RIS ZER A EEE - #H A B
BT /Y E A [ B RS (Wang and Howell, 2010) - 1% i U8 & T 7 in g BvE 17
FERs H ORI TAE R B TN RS, 5 B SR e =ty o b B B e 38 (R I A e 58 1)
(Jung and Sosik, 2003) + FIA0EFHABE BRI ZR I E R H A BB - 65 B A2 25 T
TERCERAN B 2R 5 et - BRI SRS th & (A FE Bk B 2 R E S FFI(E (T -
Zhang and Peterson (2011) %35 [H] % g A SHEH B A FE 71 8] B Y R R A R Y 7%
5 o E B HE R R R A SR T Ry - BR T AR S R B TEETE
% i 4h (Bakker and Demerouti, 2008) » FH A 3= % 48 8 B A /H 4 % 5 (Contagious
Effects) » #UE B B ARE T BRI B &R T - g PR R B 50
FIEthE 2 B B T T/ERN - R - AHEE M E R A ER AR N B e T T
PEEREE O o FEA alt - AWHSEFEH ¢
B2 BHRERBBRNAEHIERECLEMA -
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= RN R R R DB A B T ERCED

DB AT HE Ry A (R AT SRR B B T T A A L 2 B A T R
il - Bakker amd Leiter (2010) HRIEAT & 53 A 5 - Eranfe th LAFECEE L ID-R AL (ID-R
Model of Work Engagement) » 7E{IE A& 57 HiIEE R O ERE A Ry B LIRS Do 2L
R MIFER (NEESE ) a8 TOHEEARAAHHEEEAR - Fl{ER
AR TIESIE » B — IR A B ER BRI ML - T OB - DRI S
FE TARREE L » HERE PR E ARG EEE 22/ 2 (Sweetman and Luthans, 2010) ©

DHEERERE " AEREEANER OEAREE ) - 8RR OHEEARFRE NS
RESREIEFESENIERES (BERMEE) © miF5%E R EEGZEREGE - 55
TR B 7 H LS - MERE B ISR DUZER HAR (%8 EHRRF RS
A - BRI BEA - A ESESAEN (F2) ; EEREBEL IR - gEdE
FrEL[E1E B FAIRE S » EEEBFE e 2 ARRE (EHE ) - 5 LB E R R A A E)
BRI AH A 858 (Bandura, 2008) - iEM e tiE H O EA R HEVIE O EE R
FITfH AR - FEFRELBE T IES B OB T R AEFTHTSE (Luthans, Youssef, and Avolio, 2007) = EH
ROEEARE—E THRRE ) FrE o A G EREE - WE#EIRE S
BHGBEERE TR NSFE - SRR E A K EA R PEMBAZEME (Luthans
etal., 2007) -

EEROHEEARTEBE A B 5% R B AR 1 TR K 2 2 R Bl (] A\ HRBERS
HE o FEEE R MEMTES E N E A S E R TESEE L (Sweetman and Luthans, 2010) °
Avey, Patera, and West (2006) #HL L&A & THkEI1T R 2EHARBR s §FEE L
HEARE T - [E PRI aESy Pos B IREE - RIEERE — & 1735 (Broaden-and-
build Theory) - ft[a IFHf#E TESEFNE T > ESKERERIEHEIREE (Carr,
2004) - feMn R EFEAIE IR (Fredrickson, 1998) - [fiiE Lo & HASE B B T 1A 3 Tk
BRHS - AERTHE R E A LIEF (Sweetman and Luthans, 2010) - WF7eFEH & T H (i
EEROCHEER - HTEREER S HERE% (Larson and Luthans, 2006) © ;& £E7H
G LEE RSP IERELEICE - B 2 THET/EA G FE IR SRS S (Sweetman and
Luthans, 2010) - (At - AWFSEHEH -
B’ 3 wHERBIFEHRECHEARB -

AR SRR B PR ER A B T R R AT B B S - 355 | B TS fa MR A RE
FETET S TAFE(ERS - 4 afeE 8 Tak e INEE H B PRER Ry B IR - FER & T [EREE K
FHERVRS IS LASE & 1T 5 B TS Thy - SasiE A th el e TR - HIhE
TAHERE{EAENE (Bass, 1985) 5 & TELIH A @At - BER (AU 8 E i 1Y
A NMEERITH TR WrEREMREE 51 TIFEE (Bandura,
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2000) - WFFE s H B T 402 R R HE R T2 B S - BHE A TIERGBERY(E & lkom
(Walumbwa, Avolio, and Zhu, 2008) = F13& - S@AMFEEE LIFEE LB TIFRF AR
R Y]] (Christian et al., 2011) » 77 /& (3 B AR HAHE A XA S8 B T F R
HIHH . — (Gooty et al., 2009) o f5E Y 3/ DEREAHE TIEGEE L IEMHBIIHER - &
TR -

x4 wETALREBAAR RBRDATRTERECZ FHMRH -

=~ BB R R R~ JIRRS SRR B TR R D B R

PR Al B A B X E H B T OEEARFECIERSN - ERAIEE e w5
SR B T 2 B RIS R EE L (Ramlall, 2008) @ S22 S T TAEGEE L © BRI
FETHAZ B/ D8 E R » 40 Liao and Chuang (2007) FfF 2 58 Fi 5] 35 i #64 H SE 58 B i 45
RIEER » RS RIEHEIRESSEGR - IEFTIFFEE TIESEE L - A E R
AR RS — [ IE MR B R » EMEE TR A TFAOiEE -

Ak 75 SR Fy B T AH AR 43 B - 3 R AT B IR 15 12 e i 2L [F] (5 & Bl R 42
(Schneider et al., 1998) - fH##A S « 12)7 ~ HE « B0IRHME - &S ARG R
B » 5B AT RS B @A R 2 AR 75 5E (Schneider et al., 1998) - ARIS R ERE
EE B TG ST - SRR EEE IR - 2 e AR ¥R - I TIEBALANE
e QRS A RIS ERAE - 3 8 TEEEEE - BRI - RS RER
WEA BRI HE A TAEZEE (Walumbwa et al., 2010) ~ IRFSSHE A5 EAERL (Schneider,
Ehrhart, Mayer, Saltz, and Niles-Jolly, 2005) -

R 55 S@ fe P BE5E o S RFER R - P P TR EEEME S AGEE TR L
(Hofmann and Morgeson, 1999) « ¥R —{RAHBAFHIE TS - IR RIERES [ HZE
FiEm kB REE - Rt B T/EE R - vl E B B THEF: TAEAYRERE (Hobfoll,
2002) < Altt - RS R E TR B TEE T/FEE - B T imiE 82 TIE RAIPKE -
20 % ALE (Bakker and Demerouti, 2007; Crawford, LePine, and Rich, 2010) ° Liao
and Chuang (2007) ffZEE TR = B iR 5 SR M I TAE BT - {1 B B RIS E =
AR - DA TR AR a0 G RIEASS - AN » IR RERER B {E R &
THER TR B fEEEZFRG TS ®RVES - EBEEMA TIEAGRE
& - Salanova et al. (2005) & i& % & BRI IR TS R il B T RS aCERE Ry IEAERA -
It AWFFeieH :

3% 5 IRFRBEETAFRECHIEAE -

A BT AR SR & 32 B GRS i Lk AL - (Rl ARt - AHARECR
MFIEFRZR - G BEEN IR R - BB S EERBORMH RS - B
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TR B E AN A R BRI TAEREEFITT Ry » B BB & R E B R EE B R IR
HIER B — 2 T B AT R AR 2 s PR T IR S B R R - RS
BRI AR TS R M e Y - Rl SR o] DU E e R ~ BT s bEREE R
FERY A e R E Rk B AR AR Y ECR A - R 5 B i A A R B A AR S
SR TR B R A AR 75 R (Ramlall, 2008) © Liao and Chuang (2007) #fF22E[
P E EB T KSR SR RIS B &S BRI RIIRES /% - fG e Rl (REs 5 BHERR
AT -

B3% 6 1 IRFRIZELHREEFE REGRAATE THERECZ FHRH -

Py ~ MRS AR ~ PR A B TAERCE O

AR 755 S fige 5 B B ¢ . E 42 HR RIS AT T B AR . - R RE R LA RGRERF 15 B T
EHE R DI FFE N IEHE (S & (Bandura, 2000) ° = RIS RAMERIE R - FEBE
B A AR s g - a8 RIERREZ T - MERESy LR B B T DUE R 98¢
ERIRERE - (AT AT T 2R B 25 TE PR, - SEBIN R - 0 R R AR5 S (e 7 AR it & <2 Ff
REME R R HR[E1{E - Luthans, Norman, Avolio, and Avey (2008) ff5E#%3H & T 41
IR RERREERS - HOEERDS - TIFEBRAIIRE R E T RE R E /Y
BB - M HE Rl A TTF - fS &Rk RE 3/ L E AR TIERCEE LMERERFATR
AT -
BF T CEETRARERFAZREIERECZ RS -

Al 755 Sea A IS R EL e P V78 A R X il s S RET B B R iR se ik AR 1 1R 1Y
BE o EEFEIEEMN O ATIEZT 5 IRES R E I REAE B T N EERHE 52
FRERY OHEER - OB (E A\ ZRE R e - DUR e T Z iR ElE - 58 - SRR
R T - M A REREIRFEE T E PR R B Y OB E AR TAEGEE O 5 MO - F5mRkZIE Iy
AR HAR - AT RERIAIIR S I A B T NE R TIEES - NMEAREHIZZ HA&R
ATAERIRERE - fETH S R EEEL AT IR - B T sk =t Amt & =2 FF - #E H el
FEAEEDEE T (F - Walumbwa et al. (2010) TLEE & = ERIARB A e & im b O E A
RIAEFRIRAZE - MEREERIARES A - AT HIZZILERGRE - Bl - ABFeied -
1’3 8 1 IR# AR E @ A8 O A A TS E A BME o SR RIS BALC

R AR TAESCE oy E & BB 5 KR 09 IR RUIR B & Al 55 03 H A M T AR S
¥ owuy E ey BB
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2\ MRAE
— ~ WFREERA B i R )7

P LAE AL & S S NG 28 —#R IR B N BRI 52 - AR 9E3E i TE
RS SH R R IS TR - IS HBHE AT EZFE - Wis Kk &R
ETAER - he B oe B B SR iR R 00s - BUSIEIE 108 {1 b i 8 1 7 X
BB R o AW FERE R R AT 40 B IS - &R ITHE - FER I Ihuh @ e T
I SR L L W T e T B SR o5 A M B T B 22 2 (2=10.24, df =26, p >
.05) - % FHIF B B R 2 i ik ROBGE S BRI ST - 554N » AP FUIRIR & uh R it
=ik B THSESFEENEIERS - B LR B T P EN I FRET the
T E AG ST ACER G T REE K YE - RAHRTRRIERE e E - BRI R AT w2
TENMHEfE XA B TG RIS a3k -

R (RERHRE M - e RIS NS - B EMNE L EEHE T
MIBEAE N YN - [EEFCE v Bl - T IS B A AREET » EERIE
B IHERERNLE - #8513 650 {7 B TR » 40 (y B& ML LB - 1k
HERN TR AR &S5 44 (0 B TR - L35 606 (7 8 THXME - A&
B R F5 9323 % (SFIFEE AN B 15 M) B 40 ETEME - ARERE
100% & 8% g KAERASERIRIRA RN T : LS 1% (64.2%) B2 ISR DAARIE R £ (94.9%)
HERELKRE (&) LLEEZ (70.8%) » SFHIERS 22.5 5% 0 SFHEFEE 2.5 4F - fEEB
Jg RGBT HE - SuhEIg 8 T AECR 36 A @ ik B TS 4E Ry 23 5%
IR TYVIgFEER 2.8 4 -

TR R AR AR AT REFTIE R o2 AR B oS t i 3830 44 EPERRIVE R
1606 M HAVE R - RERATE BB 1E BB IRAR I 2 SEI 8 EHIRE G T R 7K Y -
H4h » FAM2% Goodman and Blum (1996) HU%ERE - 3% F —(EMREEUCEE AR (1=
PERRAUERA 0= (HAAVEEAR ) » DU FCEERT AU B Ok B A0 - YT 7 5 Il iR oy
#r (Multiple Logisitic Regression) » i 5 2 B 5 £ 488 BT M 25 B 22 TROH0 DL A B AR
(?=6.4, df =3, p>.05) * BURAWFEAYHIER(RER (Sampling Bias) i 1N E&EH -

ZoWETH

AW R ER R ER - BRlE S RN B SUE - M
HELT AIEEE (Back Translation)  fef% - FRAMEEHEFEHE RS BGE 92 A7 20 B THEITRY
BHRITH - %8722 Cronbach’s o B4 .70 » 2B EEEERIFEER - BIDALRASRI S
ELTHEHET - DU Sl A A E T A -
(—) AFsE

AHFFEf# A Schaufeli, Bakker, and Salanova (2006) ###4HY) T/E#EE/(» (Utrecht Work
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Engagement Scale; UWES) &% » H.&1E 7 ~ FEK - FEESE=(EHA - #2451 17 EEH
BRASETEAN T IREERTE B TR R —E IR L TIREERATIE L ~ T IRH
TArEFEEHRA S ~ THHTE > BRE2ROL2TIE A, F - |RETRHFCERER S 1
= {ERUML ~ 7 = FABALL ) - 2B ES RS LIFTEEE LEE - TIESCE L RRESTE
1§72 (Christian et al., 2011; Rich et al., 2010) » E: Cronbach’s a /5 .96 °
(=) BARE kALY

AHFFEfH F Bass and Avolio (1989) fm Bl I SEE &35 (Multifactor Leadership
Questionnaire; MLQ) - iiZ2% Dubinsky, Yammarino, Jolson, and Spangler (1995) ¥fjA
AT SHERIEEET MR - 55 NEIRBEE T EE R A #RN - 5 16 EHH » 5
BRI SR HRERCHE R B BIRIE - BARREEAD - T AR EE TAERE
HE—-EEENEREE ) « T RTEERE G TIERR ) F - ISR AER
EEtr L =FETFEE - 5 =IFFEFARE ) » 7BEEFE LA LREZEIH T E R
Z R RISEE - H Cronbach’s o £y .96 -
(=) BB RGN ag

Tt B B B pl B P SR [F] AN B A R IR SRR T Ry - AW FTIRE B Bk Rl & 18 B B R RY
FE AR R R e g X - EBKE KA AISEE . Cronbach’s a 5y .99 -
(m)wEHFER

T M 5 A Luthans et al. (2007) #w % 7Y /(s ¥ & K & 5= (Psychological Capital
Questionnaire; PCQ) » & HIRANEE ~ S8 A BRI E VY& H =) - #8524 B R9E -
HIEB TR ODHEEARTES - BAEEHA - T ERARKR T R g ErE - a8 L
¥, TEERAEREINE SR TR ERYEREE ) 5 o DIBTERANERES S (1= IFFE
AFEE -~ 6 = IFFEER) - SHEEFRRLHEERFERZ - LHEEAR Cronbach’s a 1
92 °
(&) PR fAE

AHFFE(# F Peccei and Rosenthal (1997) {824 E Schneider et al. (1992) FrfmElAyAR
HRIEERAHE - RIS FZBIREEEE (Chan, 1998) @ #(GE <25/ RIS HAE B
AR (B 2 m IR E ARy 7 HIEEHE - il (dl &R 2 TIFRAE X - [LERE
TENEREE - BAEEM - T A R E RIS R ENEEEIRSE AR
B THEIFEF I E L e E KA | - DI A8 REEH > (1 = IREAFE
5 =JEH[EE) - (EREEZZ Cronbach’s o Fy .93 » EIRXEXHI Ry .97 -
(55) #EHRSH

EWEMEREBAREENE L - HTIFPEERE RS (Rothbard, 2001) » thAJREFZ 2
HOHEAR - FI - A5G E TIEEE TRES - i AR 88 R a9 s 5546 -
] AR A A B B R A Y S R REAE AR o 2 - BRI - NSl 2o i I B L iR 5 R I P

il

E’mﬂ il
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AT 58 R rTRER Ry 12 - M n] RERCEEACHTZERE IR » i FIEGE X E [ S HAmHEE N &
TARER - AR (s B R g XA P A B, -

=~ ik

IR P AR MRS 44T (Hierarchical Linear Modeling; HLM) #1725 [& K 53
Prtsbeiieas o LR U FE P A RE AR T R A B GEEK » BRI R B E (Nested) HYFRE
R DR B R [E g R K22 TERIRAL% (Bryk and Raudenbush, 1992) - fR#% Hofmann
(1997) BEFAERE(EREE R 52 EP b7 =XAVER AR - DU Enders and Tofighi (2007) Y
BiEh > ERPTR R EAE SRR E X - BESENAER OEEEE R E R B
g o ATRFERRECR FE RO b ST - B - BR{REe 3 HUMET e BaERaE S8k
HuLMEE (Centering Within Cluster) #h - HEREERFIERIEESE I8+ (k3% (Grand-
mean Centering) °

E2 ~ DTSR

AW S S B {E A\ g 2 ek B A Y S 8 B R 5 SR i AR 22 B B R AT AT
MAERHE A g R E R i i B 8 2 B - 7R okl &R Bl N — 2% - f&EHE
FENHLFRIERE (Within-group Indexes) (r, ) (James, Demaree, and Wolf, 1984) » EHXJE X
AR SHE IR S R fE - &5 B BB N G515 53 B Ry .95 F1 .96 » RiE KM .70
(Kozlowski and Klein, 2000) » BERAFEGNEA B4 —EE - SRR Emya i A g K
R SERE A IR 75 R o B K T R B 5 5940 » ARBFFE 53 il A 55 8 K g R i 2R S
MRS RN ICC (2) » B E g K =rIFE E T (Bliese, 2000) » S 2H N EHE AU H
HAMRFSRMEZ ICC (2) % Bk .87 #1.79 » BFEA .70 » SZRFATFFLHHE A g R g il
SEEIARFS A5 - BB EFE X (Bryk and Raudenbush, 1992) » 35 1 Ak 728t~
A PR AT AIAERA A A 2R - ARRR I S - BB R E R EHR -

— ~ BEEE TR 24t

g R AR EE O EARBE TR L S RE AN EEA S HE
Fk BRI ZEGE - Bt - &2 EERIE TR R - iR MET =T
EERESN - SRETHEZEANENR 80 ~ .94 HEHEHEEE =R - BAKEETS
VR A I B2 #GE (y2 = 102.21, df = 41, p < .001, GFI = .97, NFI = .98, CFI = .99,
RMSEA = .05) » HENREREFEEMERZE ST (2 = 2729.92, df = 44, p < .001, GFI =

45, NFI = .58, CFI = .58, RMSEA = .32) » BR&1E&E MM BRI G E - BRitb 24 »
AT HE A B 2 R RS I EREEEERI R E) 1 VP ERERE A

fri— EFEFE AT BRI © Fetk - PAMTEE IR IAISR L2 ARBE (R 80Rs 1 TEioE 2=t
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poil SRS 8 EAEE 1 2 3 4

fBARX (N = 606)

1. ETHFE 2.45 2.58

2. B AEX TFL 3.61 .78 .02 (.96) *

3. DIEER 4.48 .73 .10* .50%* (.92)

4. TIEEZED 4.64 1.21 .10* 53** BT (.96)
EBxE2X (N = 40)

1. BB A 26.33 4.80

2. BRREX TFLY 3.61 .37 A7 (.99)

3. BRFERAR © 3.93 .35 -.07 .82 (.97)

a : {IESEANEIF A Cronbach’s alpha

b BB ZEHEHEREI=REEKERX

EARX TFL : EAEREEREIES - ERREANER TFL - BER¥ERiEIREIHE
*p < .05, *p < .01

HIRTGERGRRIFEHEZRIE - HESEGANR 3.84 (df = 1) » RT7Z= S e R
TR AR PR ERBEE R 1> 5 SRR AR ViE = (W s Bl RIAF @ B - 55
R AR N IR U7 iR AR B B -

T BERGW
(—) EmAER

A Tehe b TOERCEE DAL O E AR AR A X Bl FE g XA EL - DL HLM
G T EE MR » R JT8E BUR TAEAZE L (% = 142.20, p < .001) AILEEAR (2 =
105.01, p < .001) HY#fH M8 EEMETEEESR » TIESEEOFLEEARZ ICC (1) 4751
oy 15 F1 .10 » SCFREETTRAEZ G a7 -
(=) BB ATE TEREC

FeMtabafat 1 (8 A g R ER A EE - DU RER 2 ER g Rl EE - 25 1E
22 TAERICEE L - 32 2 158U 5 BURMEATE R (y = .76, p < .001) FIEXE X (y = .37, p
< .05) HERIAAIGEE I TAEREE (T R B MR 2 - ek 1 ARG 2 S -
(Z)BARRBHBAAEL CHARBIEREC

RE% 4 TRET D E AR R (8 A& R R SRS B TR LAY T 8 FA
#1& Kenny, Kashy, and Bolger (1998) fafarH /U RVAZ > - A BE— - ESciakaE AJE
KA SEE T T ERCE D2 BtR - Ll REk 1 (1A 5) ESEE - DR » B
B 5y B A\ g ) B[S X g o) AR SRR R TR B VB R 0 3R 2 A 1 R
{IE N\ & R AR SEEEL B AR (p = .42, p < .001) R EAHRA - (H S B B¢ R A A <
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SERIRAARSE GBI E =3 (y = .20, p > .05) » BE v/ B AN AT RE By B et AR 7K i
PRI SEE B T (RS LA T - 2B = il O EE AR T IE A 2 TR
O+ ARIESR 2 AU 3 B R AT s IR - B R ARE T UEREE O Ry IEAERA (y = 1.08,
p < .001) - FRlIL{EE: 3 AR - ZEEIY - HMeid OEE AR ABARIE - {# AR
AR SEE A TAERSCE DR BRI H 55 - HEEIHA - K2 Al 6 B - LA
AR  MEAERIS TS (A g KRR S A T RS DRI 2 TR (y
= .40, p < .001) ° Hef%k > FAHEFT Sobel Test B {E A i AR SEE A A TEHEE O
AORR R, - SR BRI R A T /K E (2 = 6.23, p < .001) » &% 4 LEER
R LA\ R A GEEL B TR E O R B B - ST -
(v ) BB ki AAE - IR FIEME TESCE S B

ARk B RER 6 HRIZS Sa M5 2 7 B 5 1B B¢ g B R SR B T (R e L 2 FR /T
B o (UGB [RGB B - W 53 AT i SR R (B o R i AL L B IR 75 SR Ay 1
FHRE (B = .55, p < .001, R-square = .30) » 3% 2 1A 4 BE/R AR S @5 B TAEaEE (0 B IEAH
B (y = 1.21, p < .001) - [AIBL{ERER 5 1S EIFF - ik - fHERFE 2 BBl 5 M5 - &5 7
MRS Rl 2 % - B E R SEE R TAECEE DR B RE G T R /K YE (y
=-.43,p >.05) ' #& Sobel Test faibi [H R HEMET#EZE /KUE (2 = 2.81, p<.01) » #HR
IR 75 S M1 S 5 [ 2 o K A TR S B T VR (0 o TR B B - (BLE% 6 SIS S -
(2)MBAZ  wHEETRABRIEREC

FeMtakalRes 7 WS REE S E® LEER - [EMPZ8 TIESEEL - IKIEHEE R
B BE - R 2 BN AR SR B OB ARy IEAHRH EEMETEEE (y = .33, p < .05) » 1]
ks R B AR LR fR - B MRGER 5 (1RAL 4) [R2(5CFF - &tk - MBS 2 R4
ATE » &8 8 BRINAVLEEARRE - IRB R TIESEE LRI TR (y = .70, p <
.05) » & Sobel Test i [ R BEZ KHE (2 = 2.71, p < .01) * BURLHEER
RS AR SR B T AR O R s - (R 7 SR -

et ERE 8 HAM A ITIRTS RE 275 ER s b DB E AR BN TIESEE LR e » &
2 fEER 9 URIRIS R X DHEARN — B KGREIERE » REMEIEEEE - R
BH R 5 SR Mgl AR RE SR T L B A TAERICE DRIRS 2 - iRk 8 ARSI -

{0 ~ SUGmERERE
B PR A [ [7) SEEEL G T PSR L2 B AR 20 SRk ARTT i T B R 2R GE I 2R 7
ARATEIE A SAE L POB [ o {8 25 28 S - 3 E IRk = L e GBI S g 2 rh o i i B
ZW# 4 (Yammarino, Dionne, Schriesheim, and Dansereau, 2008) ° #& & & B Fefk 1 » 4
T FEAE S AT SHE B B A 5 g R 28R8 - SR DA S B i B R I S5 - IRA%s
Fdee ~ DL DB E AT LAFEE ORISR ERZEME - DU N IS S AR e ny Hem =
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DIEER T e
SEEE PR 1° fEEI 2 fEEI 3 fEEI4c EEIG fEAY 6 fRE! 7 EEIgc EEAIQc
EREE X
#HFEIE 37300k 334wk 420wk 4 G5%x 3400 4. 11% 2. 26%F  3.30%  3.80%*
BTHE .03** .02* .01 .04* .04* .02 .04* .02 .02
BARBX TFL At b TEREE AQERR R AQErk gD
DIEER 1.03%+* .86xx* 85%FE ] 14%
B[S d=974
EEAE .00 .00 .01 .01 -.00 -.00 .00 -.00 -.00
ERREX TFL .20 -.08 .37* .18 -.43 -.38 -.28
R %R A% .33* 1.2 %% .98*  70* 48
ER¥EX TFLX 03
BRFE SRR
BB R
BRFERIR ¥ 10
DIEEAR
1ERIE R 1176.59 1175.86 1635.29 1887.98 1741.55 1541.49 1733.85 1532.82 1525.96
a: BEFEARE =40 - ETHEAZ =606
b HAFHEH.OEIE
c : ATy O1EIE
d @ AEAEREE XEEZ BRI - BEIEE R MRAGER A fEE R R B TRIR - AR

ABRFERIZFIERR E IR BIEE 2 X 5 (EAIE(EA&1EH] (Liao and Chuang, 2007) °
BARER TFL : B AR XEREISEE - EREARER TFL - B EXEREEE
*p < .05, **p < .01, ***p < .001

B EESER - DURAFERR B AR AR e i e 1T A

— ~ FREREDR

AWFE 2 g BRI E S | 1R A OB A S i R AR NMEFEEAE X
U SRR TR RICE OV B - 58 S8 3R B g R A R SFE A B R b B TRk AT AE
FAERITERE o ARWFFEiEFe DART RS EHE A g KGR A SRS TAEEEE O Z i -
(7 F e B 1] A i K L R0 < 2 B 651 3 g R G 28 SN BRE L TR AICE L RATR © 35k
AOFTI - FRERERE TAEBRREY & T - Sh[E] 52 B F i R SRE - EUR U BV,
& R it gy A B i A SRS B g PR AR I 2 7R M [ I A AR SRR I — AR 1 R R
(Context) » fEMaE LB THY TIERZE L - BE - - EHAIEER 2 F @2 H - B
FFFEEH LT (Top-down) FIEHTifi_L (Bottom-up) FYEEEFEFE (Kozlowski and
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Klein, 2000; Liao and Chuang, 2007) » Hij 5 SHEE 5 6 R T2 B ) pir F 2R A
HARISHET Ry » TR E AR B T3 R FE R R A S8 T R -

AR FEHE— PR A g R SR AN 528 & T T AESCEE D il - 83
B TN AR ER A SR - et OEER  MEE CEERFR
TAEAEABEETZE - 55 Liao and Chuang (2007) #5157 418 it Rl S8 al A% R 2555 5
ERIE B AR - M B H IR AERE ML - B Gooty et al. (2009) HY'E 78 5% A1
AR SEE 8 B L OB E AR 2 B A BRI R AR A IRTT R AL » LR E =
0 v DHEERENGEIERA R - EEB R A RS O R Ay -
EEEIE ARG & - (2B TREARKZ IR - EMEEE TIFEIEE - A SCEFEN
Fe 5 POB S@Bh - BFEE LB ASE AW ZERR (Luthans et al., 2007) - HE AR SEE E1E
FRE T OHEEARR - IEEEMAT - GHIREETT - AR i gt
FE OB B E X IR S RN - B 8 T TAEEE D - FRInE M S RSl ¢
EAAI 2 TR LR B RS 2 A0 - T E POS HYRmat » AHAR AT DUZE 8 SEE A
BT EEHENRIEROE TR ERIVEREEIK (Luthans and Youssef, 2007) -

5o - POS HIERES: » AHFTEES & IR RAEAIMERES U B TRy L BEA -
s b & TEL TAE A BB SRR - AN {EIT 25 22 1 i SR i 2T A A s (R SR A B 22
M (Mathieu and Taylor, 2007; Rousseau, 1985) » tEd Luthans et al. (2008) % EH B 57 37
R E i DI EAE T 28 TAE R R AR - 2RI A TEl R B AR
sz b D EARTEA TESEE LRIREE - J281 Walumbwa et al. (2010) 52 b/ BB AR
EHA TVE R EN A —E - {HER Liao and Chuang (2007) & E: IR 75 & gt R T B
PR rE B AR 5 A SIS AR S5 T RER R R U N BRI (E R A - 25— » AT SRAIER
ARE R IHEE B T - SRR LMIFE LRI - EEWEE TEFRE T
TEA R EARZIKAIRE R - el TE A R EGEE NS - Rt RIS
HETAERE ; B RAMTEEEEIRIE 055 AR S SR & 1 8 S22 /)N (SD = .36)
2115 Liao and Chuang (2007) BJRF5E (SD = .36) » i&/NMiA Walumbwa et al. (2010) fRF5 &
RV EFZE (SD = .68) » 15 Bt 2 S A AT S i BRI R A -

BEZR POB FEEFH AT BRI L EARB R TIERTAEZNE (Avey et al.,
2010; Luthans et al., 2007; Walumbwa et al., 2010) » {E{F [E AT R (o & AE
TAEREE L E W BB A IE AL 82 T2 (Nelson and Cooper, 2007) {7 [ R A BA R 72 5k
il 2 AR - AT B R bR E POB 1y L E &AM TIEHEE LT
— HEESTEREENODEEARGIREA B T TESEEL - 55 - B LIRTTE
TAFE VR TAOEGREE L BRI S E E—E R I Fe B - AfF5EEH POS FUERELHF
R e [ ¢ g R B TR SR B IR 5 SR M1 5 TR &R B T T/E SR DRI 2 - IR DUME
HIRFFE MG ZBSHY o AREFFEHE SR (38 E Bakker and Leiter (2010) &2 TAE# 4.0, JID-R
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Al EERTFERA DB ANER (ALHEER) - #EMEL | B TEAEE
TAEEEE L - 590 TEHAEIEE T » AWF5TiEFE Bakker and Leiter (2010) T/E&EE L
ID-R A - s TR &R B TIFSCE LB TE KTT - Bure B Ry~ 2 B - KR
T 5L A5 AR FT IR 5 | T 3t B B g R AR #CE DR 95t » iF9E8 R oK AT LABFIG ¢
HTIEAEET-7H (Interventions) B 4 AIRFE -

T HBEN

AW FEAG RO N E RN - Bt AUt E SRS B e T T
WEEL - DA TG & B FIRERAE - IR 28 A0TSR & R A S - Bln] 75
FERSC R T BRI R GEE RS K TR EER - ReFE BT - 2EE R
ZBBIE - S H R A 63 FRIHE SGETTZE o ARAGH M 55— 25 R
FRANBRERE - ANl FE B R A R R R R 1T - WP R B T HI5E - B A REFNIRR -
FEDIER EE IR $ 2 RS (Fiedler, 1996) o ARWFEREE » SHRALHE n] (£ HIPXH 2
G EAR - #AT A B T T FRCERR R - ARG A (T R A B E T FHE TS -
T AR EEHE BT S EEHE - AUl i R R SeE A RE - YA EE
BB R - A EE A RENETGER ST (Piccolo and Colquitt, 2006)

HR - KRR kE & SR n FE MR A s - B8 B TR OHES - itk - &
HEAEEIF RGN - EEAHEEE T OHEAR - TEAFEHECHE T
RRThrehs - BEINE T HHAUEE ; s B B T3 Wik H B PR HAR - A &
THTIERAIEER - BB T - EEEEEERHN TE - 8 TETFE
THING PRI EERT - 46T B T B rIBA BB E E R ) - B T RFE I B R m s
WAERIEIE ST - fR% AT DA L3R AR B B B T8 LB R (Luthans, Avey, and
Patera, 2008; Noe, 2005) ° FrEt 55 & THh - EHARISHE A th n] DU B LLi il 2 2
BE TAEEB AR E - AR5 58 50 PR g AR SFRE IR Ay 8 TR L - T
PH3E RO RS RN R Hrh — (A S B -

=~ WS PR B e A I e ek

AR FEEREUEET I (Cross-section) W7Ea%ET » DL EEE S IIHEEiE-R2 2 LA E
BIEB TREAR  FZEEHEEEEESR » #BHZEROTE - BESEYEZ
EakRlR o AR > A LA FE R RN R 2R » JEE T riftZ -

B AR ERAERAEESE - FrEBEI KA N2 - AT RER 4L
[F] 7 28 B 5 B A B R BRI R AR B IR AR RE. (2 50k ~ & H R EAREERE - 2006 ;
Podsakoff, MacKenzie, Lee, and Podsakoff, 2003) - (Kt » FAME & S HiE A g AR
R DEEARE TAEGEE BT Z =R RN R o - HEALE S S E R E
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—NTEEMERZON - B — 2B (Consistent Motive) G BRE ; ik > $15f
B g R S B AR 5 SR i+ RTREEA e 2k [] 5 158 B E pAH R A R ARV B 52
HET s B FE26 T8 Ko s S - BT PRI B AR 70 (Partition) - BEREPKEFEIN
TR~ B B 3 e 2 Y B g R R R SR L - R A 5 B R P L (a5 1 B %5 SR fie
EEL - gL E RS AR RER - B AGETMERIRIZ G R it - 15 B RAS SREE T
R THIFERAHE o $RIERTFEA] 2255 Podsakoff et al. (2003) HUEEE - FHZ HARIF £
B DU A AR AR RS G EAT TR LEER - IsiE 2L §EE N
IL[ET A AR - a0 - ik AR~ OIEE - ETERAVHET RN - PERRERE
HFE R E -

BB FRAMEE NS B T i seE 52 - il Rpt iR B G 29 - HARGS T
TERY LN R IR R E B BRI AR - RIBIR IR FAEE A (Sackett and Larson,
1990) + ARANRFBHERIZEREZSLTT » R EIRSHE S IREEFEELAIIRE - AR GED
e A TOE B AT BREIE - BIAEBEECEIRE A & - 5 R E R EE - )
PR AEMT7E 58 LRI IR N A B AR 5 B PR AR A » BRERAWZE At SR AR HE M -

= AWsEEARER TEERE TG GE A ERSUUEER - R EEE 5
HHFERER T HE B ERE AR OEEARZEER (Luthans, Avey, Smith, and Li, 2008) » #&
i SR AT REAZ 2% A\ E288 = FSULAYRZ 2 » Farh, Zhong, and Organ (2004) &8k
PR RS B S (R EE NEER » B bZR2eTseAl T N AL 5 (Imposed
Etic) M4 RRE - sEpv &SR T B RAEREUIHH ERE-S A - SRR FeER TEE
HETT S I BN EE - ARt B EU ORI & B - (B AEERS 2 » SRAE I & By i 255
Farh et al. (2004) {F% » AR E R R #E A SU R LDIEEAR ~ BRI « TIREE L DL
IR REFES - H4b - ]2 Byrne and Watkins (2003) Ei%: - $FHEIARTFZE6E
AR &SR T BT U E #4508 (Measurement Equivalence) @ “NETHIEE] &
xR T EBRZRE R EERZE -
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The Influence Mechanisms of Transformational Leadership on
Job Engagement: The Role of Psychological Capital and Service
Climate

Shu-Ling Chen, Associate Professor, Department of Business Administration and Graduate Institute of
Logistics Management, National Dong Hwa University

Yen-Ju Huang, Master, Department of Business Administration and Graduate Institute of Logistics
Management, National Dong Hwa University

Purpose / Objective

Job engagement is a positive, fulfilling affective-motivational state of work-related
well-being. Job engagement reflects positive aspects of employees’ experienced health and
can potentially be developed; it has become an emerging and promising research focus of
positive organizational behavior (Bakker and Schaufeli, 2008; Schaufeli and Bakker, 2004).
Related studies have shown that job engagement is positively related to job outcomes
(Christian et al., 2011), customer satisfaction, and customer loyalty (Borucki and Burke,
1999). Hence, organizations should arrange working conditions with sufficient motivating
and energizing resources, especially in the service context, where the attitude of employees
toward work affects customer satisfaction, customer willingness to purchase, and customer
retention rate (Borucki and Burke, 1999).

Drawing on the perspective of positive organizational behavior and positive
organizational scholarship, we test a meso-mediating model linking transformational
leadership and job engagement. The main objectives of this study are: (1) to clarify whether
team-level transformational leadership is beneficial to the elevation of the job engagement of
employees based on the theoretical framework of multi-level transformational leadership; (2)
to test whether the individual-level psychological capital and team-level service climate are
the mediating mechanisms of transformational leadership and job engagement, which may
help in extending the connection between theories of transformational leadership and those
of job engagement; and (3) to test the cross-level mediating role of psychological capital and
whether the service climate can change the correlation between psychological capital and job
engagement from a team-level perspective. This study aims to enrich the development of the
organizational behavior theory based on the cross-level theory.

Design / Methodology / Approach

This study selected first-line service personnel of a chain gas station in northern Taiwan
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as the research subjects. A total of 650 employee questionnaires were distributed to
employees, and 40 supervisor questionnaires were distributed to the supervisors of direct
chain stores. After removing 44 incomplete employee questionnaires, a total of 606 valid
employee questionnaires were collected, with a valid return rate of 93.23% (6 to 30
employees in each team completed the questionnaires; on average, 15 employees on each
team completed the questionnaires). Moreover, 40 supervisor guestionnaires were returned,
yielding a valid return rate of 100%. In addition, our theoretical model is multi-level in
nature, as individuals are clustered within teams. In addition, the data are hierarchical, with
the employees nested in different work teams. Therefore, we conducted hierarchical linear
modeling (HLM) to test our hypotheses (Bryk and Raudenbush, 1992).

Findings

Although many studies have been conducted concerning positive leadership, recent
studies in the field of management science have started to pay attention to two important
perspectives, positive leadership and positive organizational behavior (Yammarino et al.,
2008). Because research has yet to systematically integrate the theories of cross-level
mediating mechanism in these two fields, this study aims to address this gap in the literature.
The results of our exploratory analysis indicate that individual-level transformational
leadership and team-level transformational leadership, separately, were positively related to
employee job engagement. Furthermore, at the individual level, it finds out that the
relationship between individual-level transformational leadership and job engagement was
partially mediated by psychological capital. At the team level, we also discover that the
relationship between team-level transformational leadership and job engagement was fully
mediated by service climate. Finally, we also find out that the relationships between service
climate and job engagement were mediated by psychological capital.

Research Limitations / Implications
Our findings should be considered to have a few limitations. First, this study used self-
report scales to collect data, and all the variables were collected from the subjects. Therefore,
other potential problems may develop owing to the relationship between variables collected
using common methods (Podsakoff et al., 2003). The follow-up studies may employ the
suggestions proposed by Podsakoff et al. (2003). The data were collected from multiple
sources and at different time points, and the variables, such as social expectation and mood,
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were collected using common methods. This study performed a post hoc analysis for
statistical control to eliminate or reduce the effect of variables collected using common
methods.

Second, the analyses were performed using data from gas station employees in Taiwan.
As a result, there may be some concerns regarding the generalizability of our findings.
Employees’ major work is to provide customers with more standardized service. However,
because the service industry includes various jobs, the services provided also include the
provision of customized services. Whether the research results can be generalized to other
job units or teams, such as service personnel of the chain F&B industry or a professional
service team, may be an interesting subject of inquiry for future studies, with further
examination of different industries and other cultural contexts.

Originality / Contribution

In particular, the findings contribute to the leadership and positive organizational
behavior literature in the following ways. First, from the multi-level perspective, this study
interprets transformational leadership based on the concept of positive psychology. This
study provides evidence not only that individual-level transformational leadership is
positively related to job engagement but also that team-level transformational leadership can
enhance employees’ job engagement. Our work also extends prior research by demonstrating
the link between individual-level transformational leadership and job engagement.

Second, this study further investigates how the mediating mechanism of individual-
level transformational leadership affects employees’ job engagement. This study finds out
that the higher the employees’ individually perceived transformational leadership was, the
more their psychological capital could be enhanced. The enhancement of psychological
capital is beneficial to job engagement. This finding is quite meaningful, suggesting that
psychological capital is correlated with the context. When team members perceive that the
leaders’ leadership is transformational, leaders will have a positive effect on employees to
make them feel that their future is positive, which would further trigger their job energy. This
empirical study supports the argument of positive organizational behavior. The psychological
capital of followers can be developed (Luthans et al., 2007), and transformational leaders
play an important role in the development of employees’ psychological capital.

Third, this study finds out that transformational leadership would further affect
employees’ job engagement by changing the service climate of the overall team. In addition
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to understand how transformational leadership affects job engagement, this study also
responds to the arguments of positive organizational scholarship. Organizations can create an
environmental context that is beneficial to the development of positive psychological
elements through leaders and management practices (Luthans and Youssef, 2007). Moreover,
from the perspective of POS, we find out that service climate plays an important role in
amplifying the influence of employees’ psychological capital on their job engagement.

Finally, from the perspective of positive organizational scholarship, this study focuses
on two important job-related job resources, team-level transformational leadership and
service climate, and explores their impact on building employee job engagement through its
impact on employee psychological capital. Prior research on the relationship between job
resources and job engagement has focused on either team-level or individual-level analysis.
This study bridgs the gap between the macro and micro approaches. The study presents an
initial empirical test of the Job Demands-Resources (JD-R) model of job engagement
proposed by Bakker and Leiter (2010). Job resources can affect human resources (e.g.,
psychological capital) and further develop employees’ job engagement.

From the perspective of positive psychology, this study emphasizes the importance of
the effect of multi-level transformational leadership on the development of employees’ job
engagement. Psychological capital plays the role of a mediating mechanism connecting
individual-level transformational leadership and service climate with job engagement.
Furthermore, this study also finds out that service climate connected team-level
transformational leadership with job engagement. It is hoped that this study will contribute to
leadership theories and the field of positive organizational behavior.
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