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1. Lateral relationships that help to integrate and coordinate the activities of the organization
(that is, liaisons, committees, task forces, integrating positions, and cross-functional work

teams).
2. The general value system, principles, and specific rules that a company follows.
3. The desire for friendship, love, and a feeling of belonging.

4. Subordinates voluntarily comply with a leader because of his or her special personal
gualities or abilities.

5. The interaction between business and the social environment in which it exists.

6. A strong sense of connectedness between team members that causes them to work
together to attain an objective.

7. A situation in which a person must decide whether or not to do something that, although
benefiting oneself or the organization, may be considered unethical and perhaps illegal.

8. A personality characteristic of people who believe that much of what happens to them is
controlled and determined by outside external forces such as other powerful people, fate,
or luck.
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Occurs when a manager rates an employee high or low on all items because of one

9.
characteristic.
Phenomenon whereby individual or group performance is influenced by human behavior

10.
factors.
The way people experience, process, define, and interpret the world around them.

11.
The extent to which people believe they are capable, significant, successful, and

12.
worthwhile.
People who are affected by or can affect the activities of the firm.

13.
Advocates that managers place trust in the employees and make them feel like an integral

14.
part of the organization.
The interaction process of the leader's behavior and attitudes with the attitudes and

15.
behavior of followers.
transformational leadership

%1
Type A personality Perception
affiliation needs charismatic authority external locus of control
boundary-spanning roles Hawthorne effect corporate social

responsibility

theory Z halo effect code of ethics
ethical dilemma self-esteem business ethics

stakeholders Whistleblower

cohesiveness
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Leadership is involved when one or more individuals play an important role in defining
collective norms and values, and in this context leadership is viewed as a group-oriented rather than
a mutual process. Blomme, Kodden, & Beasley-Suffolk (2015) provide a conceptual model for
further research on the relationship between leadership styles and work engagement. Available
studies show that certain work-related resources — the social support of colleagues and managers,
development opportunities and work variation — are positively related to work engagement.
Work-related resources are an important condition for the development of work engagement
because they increase the potential work autonomy of individuals to take control over their own
decisions and the organization of feedback, leading to higher levels of engagement. This notion is
supported by a number of research studies, which show that work-related resources such as the
social support provided by colleagues and superiors, growth opportunities and a varied use of
competencies correlate positively with engagement. The possibility to create workrelated resources
and the availability of these are often an outcome of organizational culture, organizational policies
and leadership style. For instance, if these work-related resources are not provided in the exchange
process between leaders and followers, employees may consider this to be unfair and a hindrance,
impeding not only the attainment of their goals but also personal growth and learning. Research
shows that hindrances in obtaining work-related resources have a negative effect on levels of
engagement. Reduced levels of engagement may be caused by the style of leadership a manager
adopts towards his employees. For instance, harassment and the deprivation of autonomy result in
reduced engagement of the employee. Moreover, it is not only the lack of work-related resources
that hinders employees in pursuing their goals and that leads to lower levels of engagement. One
important relationship that can be distinguished here is the negative relationship between anxiety
and engagement. Feelings of stress may manifest themselves in the form of psychological tension,
and subsequently in the form of reduced cognitive functioning and depressed mood. It is reasonable
to suggest that managers, as formal leaders in an organization, play an important role in the
provision of work-related resources, which produce higher levels of engagement. After all, it is
managers who are chiefly responsible for the level of autonomy an employee is granted. It is the
managers who are responsible for performance feedback and who, in co-operation with others,
determine the amount of social support that employees are offered in their work. It could, therefore,
be argued that managers play an important role in securing high levels of work engagement,
particularly by providing work-related resources such as autonomy, social support and feedback.
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