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To	increase	competitive	advantages,	contemporary	travel	agencies	should	make	strategies	to	inspire	the	willingness	of	an	employee	to	put	personal	resources	into	work	(Ariza-Montes	et	al.,	2018;	Basinska	and	Dderman,	2019;	Langseth-Eide,	2019).	Therefore,	many	studies	have	a	great	deal	of	interest	in	work	engagement	(WE)	because	WE	can	drive
performance	and	organizational	outcomes	(Macey	and	Schneider,	2008;	Lee	and	Huang,	2019;	De	Carlo	et	al.,	2020).	However,	the	past	scholars	have	put	in	a	lot	of	effort	in	identifying	the	content	of	WE	because	WE	is	ambiguous	to	be	regarded	as	another	positive	variable,	such	as	job	involvement,	emotional	commitment,	or	job	identity	(e.g.,	Saks,
2006;	Viljevac	et	al.,	2012).	In	particular,	the	past	study	has	also	developed	antecedents	and	outcomes	of	WE	based	on	past	practitioner	literature	or	past	studies	rather	than	the	engagement	theory	developed	by	Kahn	(1990)	(e.g.,	Saks,	2006)	because	the	theory	developed	by	Kahn	(1990)	was	criticized	as	being	too	conceptual	to	measure	concretely
(Singh	et	al.,	2016).	Besides,	past	studies	(Singh	et	al.,	2016;	Oh	et	al.,	2018)	have	proposed	that	the	link	between	authentic	leadership	(AL)	and	WE	has	been	ignored,	so	this	study	examines	whether	AL	can	affect	WE.	This	study	also	includes	organizational	citizenship	behavior	(OCB)	and	task	performance	(TP)	as	outcomes	of	WE	to	confirm	its
criterion	of	validity	(Lincoln,	2001).	Overall,	this	study	investigates	how	AL	affects	WE	and	how	WE	affects	OCB	and	TP.	This	study	adopts	151	salespeople	of	Taiwanese	retail	travel	agencies	to	address	these	gaps	in	the	literature,	and	the	research	question	is	as	follows:	Can	AL	affect	OCB	and	TP	through	cognitive	engagement,	emotional
engagement,	and	physical	engagement	of	WE?	Theory	and	Hypotheses	Work	Engagement	Theory	of	Kahn	Work	engagement	denotes	the	degree	to	which	a	person	shows	self-preference	in	job	tasks	to	promote	connections	between	self	and	job,	which	can	increase	role	performance	through	cognitive,	emotional,	and	physical	self-investment	(Kahn,
1990).	Based	on	the	WE	theory,	this	study	believes	that	the	WE	theory	should	be	divided	into	cognitive	engagement,	emotional	engagement,	and	physical	engagement.	For	example,	a	person	who	invests	cognitive	resources	in	work	(e.g.,	I	ought	to	work	hard)	to	increase	the	role	performance	is	not	necessarily	to	put	emotional	resources	into	a	job
(e.g.,	I	am	enthusiastic	for	work)	or	physical	resources	into	a	job	(e.g.,	I	actually	work	hard)	at	the	same	time.	This	study	defines	cognitive	engagement	as	a	level	of	focus,	concentration,	engrossment,	and	the	focused	intensity	for	a	job,	and	it	includes	research	performed	by	Rothbard	(2001)	for	absorption	as	its	representative	variable.	This	study
defines	emotional	engagement	as	joy	for	a	job,	and	it	refers	to	a	past	study	(Russell	and	Barrett,	1999)	to	be	its	representative	variable	(i.e.,	core	affect).	This	study	defines	physical	engagement	as	work	intensity	(density	of	energy	consumed	by	work)	that	has	been	developed	by	the	past	study	(Brown	and	Leigh,	1996).	The	absorption,	core	affect,	and
work	intensity	have	also	been	adopted	to	measure	WE	in	the	past	study	(e.g.,	Huang	et	al.,	2021).	In	addition,	according	to	the	WE	theory	(Kahn,	1990),	he	found	that	safety,	meaningfulness,	and	availability	are	the	three	important	driving	factors	of	WE.	Authentic	Leadership	and	Work	Engagement	Authentic	leadership	denotes	that	a	leader	adopts
balanced	handling,	internalized	ethical	views,	relationship	transparency,	and	self-awareness	to	guide	subordinates	toward	loyalty,	trust,	and	performance	(Walumbwa	et	al.,	2008),	and	it	can	affect	WE	through	safety,	meaningfulness,	and	availability,	which	are	the	three	antecedents	proposed	by	Kahn	(1990).	First,	a	leader	can	change	the	self-concept
of	a	subordinate	to	meet	organizational	values,	so	the	subordinate	who	perceives	a	high-level	AL	should	perceive	high-level	meaningfulness	(Huang	et	al.,	2021).	In	other	words,	the	subordinates	believe	that	their	self-concept	is	consistent	with	their	organization	by	the	AL	and	it	will	yield	a	high	level	of	meaningfulness	for	the	job	(Kahn,	1990).	Second,
internalized	ethical	views	and	relationship	transparency	can	strive	the	subordinates	to	perceive	trust	and	openness,	so	the	subordinates	should	feel	a	high	level	of	safety	in	their	organization.	Finally,	previous	studies	have	proposed	that	AL	can	increase	the	self-development	and	self-confidence	of	the	employees	(Walumbwa	et	al.,	2008),	and	the
subordinates	are	self-confident,	positive,	and	well-adjusted	to	believe	in	efficacy	within	an	organization	to	achieve	high	levels	of	availability	because	of	AL.	In	fact,	past	studies	have	examined	similar	connections	between	AL	and	absorption,	core	affect,	and	work	intensity	(e.g.,	Smithikrai	and	Suwannadet,	2018;	Duarte	et	al.,	2021;	Huang	et	al.,	2021).
Hypothesis	1:	AL	can	influence	absorption.	Hypothesis	2:	AL	can	influence	core	affect.	Hypothesis	3:	AL	can	influence	work	intensity.	Work	Engagement,	Organizational	Citizenship	Behavior,	and	Task	Performance	The	past	study	has	argued	that	engaged	employees	have	a	high-level	emotional	attachment	to	their	organization	(Sonnentag,	2003),	and
engaged	employees	should	exhibit	high	levels	of	OCB	(Organ,	1988).	Besides,	the	engaged	employee	puts	multiple	resources	(i.e.,	emotional,	physical,	and	cognitive	resources)	on	work	and	should	exhibit	a	high	level	of	TP.	Kahn	(1990)	also	argued	that	there	may	be	a	connection	between	the	WE	and	performance.	In	fact,	past	studies	have	examined
similar	connections	between	WE,	OCB,	and	TP	(e.g.,	Khusanova	et	al.,	2021;	Martinez	et	al.,	2021).	Hypothesis	4:	Absorption	can	influence	OCB.	Hypothesis	5:	Core	affect	can	influence	OCB.	Hypothesis	6:	Work	intensity	can	influence	OCB.	Hypothesis	7:	Absorption	can	influence	TP.	Hypothesis	8:	Core	affect	can	influence	TP.	Hypothesis	9:	Work
intensity	can	influence	TP.	Methodology	The	framework	of	this	study	is	from	AL	to	OCB	and	the	TP	through	the	mediating	role	of	cognitive	engagement	(absorption),	emotional	engagement	(core	affect),	and	physical	engagement	(work	intensity).	Sampling	This	study	adopts	snowball	sampling	to	collect	data,	and	160	questionnaires	were	distributed	to
the	employees	of	a	retail	travel	agency	in	Taiwan.	We	finally	collected	the	data	of	151	employees	of	a	retail	travel	agency	in	Taiwan	to	assess	AL,	absorption,	core	affect,	work	intensity,	OCB,	and	TP.	In	addition,	to	alleviate	memory	bias	(Morewedge	et	al.,	2005),	the	respondents	were	not	notified	that	they	may	be	requested	to	fill	in	the	absorption,
core	affects,	work	intensity,	OCB,	and	TP	scale	to	reduce	the	effect	of	predicting	the	future.	Measures	All	self-report	questionnaires	used	a	7-point	Likert-type	scale	and	a	backward	translation	technique	(Reynolds	et	al.,	1993).	Authentic	leadership	was	assessed	using	the	scale	developed	by	Walumbwa	et	al.	(2008).	WE	was	assessed	using	the	core
affect	proposed	by	Russell	and	Barrett	(1999),	work	intensity	proposed	by	Brown	and	Leigh	(1996),	and	absorption	proposed	by	Rothbard	(2001).	OCB	was	assessed	using	the	scale	developed	by	Lee	and	Allen	(2002).	TP	was	assessed	using	the	scale	developed	by	Williams	and	Anderson	(1991).	Data	Verification	This	study	adopts	the	analysis	of
confirmatory	factor	to	test	the	five	constructs	with	its	items,	including	the	AL,	absorption,	core	affect,	work	intensity,	OCB,	and	TP,	and	the	analysis	results	meet	the	suggestions	of	Fornell	and	Lacker	(1981).	Analysis	Results	The	analysis	result	is	in	Table	1.	First,	the	AL	would	significantly	result	in	absorption	(B	=	0.27,	p	<	0.01),	core	affect	(B	=
0.35,	p	<	0.01),	and	work	intensity	(B	=	0.31,	p	<	0.01),	which	supported	hypotheses	13.	Second,	higher	levels	of	absorption	(B	=	0.27,	p	<	0.01),	core	affect	(B	=	0.29,	p	<	0.01),	and	work	intensity	(B	=	0.33,	p	<	0.01)	would	significantly	influence	the	higher	levels	of	OCB,	which	supported	hypotheses	46.	Third,	higher	levels	of	absorption	(B	=	0.25,	p
<	0.01),	core	affect	(B	=	0.21,	p	<	0.01),	and	work	intensity	(B	=	0.36,	p	<	0.01)	would	significantly	influence	the	higher	levels	of	TP,	which	supported	hypotheses	79.	Table	1.	Analysis	results.	Alternative	Models	To	validate	the	theoretical	model	of	this	study	(see	Figure	1),	three	alternative	models	(Alternative	Models	13)	were	used.	According	to
Alternative	Model	1,	there	is	no	relationship	between	the	AL	and	the	absorption,	core	affect,	and	work	intensity	development	at	Time	1.	In	other	words,	the	alternative	model	assumes	that	this	study	does	not	significantly	attribute	increases	of	a	model	in	the	absorption,	core	affect,	and	work	intensity	development	to	the	AL	at	Time	1.	The	fit	index	of
model	1	is	significantly	lower	than	the	theoretical	model	of	this	study	(2	=	151,	p	<	0.01).	However,	it	is	also	possible	that	the	AL	directly	increases	not	only	the	absorption,	core	affect,	and	work	intensity	development	but	also	the	OCB	and	TP	development.	For	example,	an	employee	who	receives	a	high-level	AL	at	stage	1	may	also	engage	in	the
absorption,	core	affect,	work	intensity,	OCB,	and	TP	development	at	the	same	time	rather	than	in	a	causal	capacity.	To	detect	this	possibility,	this	study	builds	Alternative	Model	2	by	adding	five	paths	from	the	AL	to	the	absorption,	core	affect,	work	intensity,	OCB,	and	TP.	The	2	value	of	Alternative	Model	2	was	higher	than	that	of	the	theoretical
model	of	this	study	(2	=	129.45,	p	<	0.01).	Besides,	another	possibility	for	the	data	is	that	the	absorption,	core	affect,	and	work	intensity	development	may	not	fully	mediate	the	relationship	between	the	AL	at	Time	1	and	the	OCB	and	TP.	Two	paths	were	included	from	the	AL	at	Time	1	to	the	OCB	and	TP	development	in	the	theoretical	model	of	this
study	to	form	Alternative	Model	3.	The	2	value	of	Alternative	Model	3	was	also	higher	than	that	of	the	theoretical	model	of	this	study	(2	=	121,	p	<	0.01).	These	analysis	results	support	the	proposed	model	of	this	study.	Figure	1.	Research	model	of	this	study.	Discussion	This	study	shows	a	theoretical	framework	to	explain	why	AL	can	influence	OCB
and	TP	through	WE.	Theoretical	Contribution	This	is	an	exploratory	study	that	examines	the	relationship	between	AL	and	WE	through	the	three	domains	of	WE.	In	particular,	this	study	demonstrates	the	other	path	that	the	AL	also	influences	the	WE	when	the	follower	is	within	an	openness	and	truthfulness	environment.	Second,	previous	researchers
(Singh	et	al.,	2016)	have	believed	that	AL	is	an	important	resource	for	WE,	but	the	empirical	evidence	is	examined	in	this	study.	Finally,	this	study	divides	WE	theory	(Kahn,	1990)	into	cognitive	engagement,	emotional	engagement,	and	physical	engagement	and	detects	three	specific	variables	(i.e.,	absorption,	core	affect,	and	work	intensity)	to	fully
reflect	the	content	of	these	three	domains,	which	can	provide	sufficient	nutrients	for	WE	literature	development	and	advance	application	in	practices.	Practical	Contribution	First,	this	study	provides	an	effective	management	mechanism	(i.e.,	AL)	to	increase	organizational	performance	(i.e.,	OCB	and	TP),	and	the	vendors	of	travel	agencies	should
invest	main	resources	in	AL.	The	leadership	connotation	of	AL	must	be	incorporated	into	the	annual	supervisor	education	and	training	to	increase	the	AL	ability	of	company	supervisors	because	AL	can	increase	not	only	the	WE	of	an	employee	but	also	the	OCB	and	TP.	Second,	this	study	suggests	that	supervisors	can	adopt	AL	to	influence	their
subordinates	to	view	their	roles	as	a	cross-border	perspective	rather	than	a	job	description.	For	example,	these	supervisors	can	inspire	their	subordinates	by	giving	true	feedback	about	their	contribution	to	organizational	performance	through	the	balanced	handling,	internalized	ethical	views,	and	transparency	of	AL	(Walumbwa	et	al.,	2010).
Limitations	and	Further	Research	First,	this	study	demonstrates	a	possible	path	on	how	AL	can	continue	to	explore	its	effects	on	different	outcomes.	Further	study	should	explore	broader	outcome	variables	to	advance	the	AL	literature.	Second,	the	sample	of	this	study	is	Taiwan	travel	agencies,	and	further	study	should	examine	different	contexts.
Conclusion	This	is	a	pioneer	study	that	examines	how	AL	influences	OCB	and	TP	through	the	three	dimensions	of	WE.	In	fact,	WE	has	been	examined	in	various	disciplines,	but	few	studies	have	explored	the	nature	of	WE	with	cognitive	engagement,	emotional	engagement,	and	physical	engagement.	Therefore,	this	study	can	not	only	promote	the
literature	development	of	WE	but	also	provide	a	way	for	companies	to	implement	WE.	Data	Availability	Statement	The	original	contributions	presented	in	the	study	are	included	in	the	article/supplementary	material,	further	inquiries	can	be	directed	to	the	corresponding	author.	Author	Contributions	All	authors	listed	have	made	a	substantial,	direct,
and	intellectual	contribution	to	the	work,	and	approved	it	for	publication.	Conflict	of	Interest	The	authors	declare	that	the	research	was	conducted	in	the	absence	of	any	commercial	or	financial	relationships	that	could	be	construed	as	a	potential	conflict	of	interest.	Publishers	Note	All	claims	expressed	in	this	article	are	solely	those	of	the	authors	and
do	not	necessarily	represent	those	of	their	affiliated	organizations,	or	those	of	the	publisher,	the	editors	and	the	reviewers.	Any	product	that	may	be	evaluated	in	this	article,	or	claim	that	may	be	made	by	its	manufacturer,	is	not	guaranteed	or	endorsed	by	the	publisher.	References	Ariza-Montes,	A.,	Molina-Snchez,	H.,	Ramirez-Sobrino,	J.,	and	Giorgi,
G.	(2018).	Work	engagement	and	flourishing	at	work	among	nuns:	the	moderating	role	of	human	values.	Front.	Psychol.	9:1874.	doi:	10.3389/fpsyg.2018.01874	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Basinska,	B.	A.,	and	Dderman,	A.	M.	(2019).	Work	values	of	police	officers	and	their	relationship	with	job	burnout	and	work
engagement.	Front.	Psychol.	10:442.	doi:	10.3389/fpsyg.2019.00442	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Brown,	S.	P.,	and	Leigh,	T.	W.	(1996).	A	new	look	at	psychological	climate	and	its	relationship	to	job	involvement,	effort,	and	performance.	J.	Appl.	Psychol.	81,	358368.	doi:	10.1037/0021-9010.81.4.358	PubMed	Abstract	|
CrossRef	Full	Text	|	Google	Scholar	De	Carlo,	A.,	Dal	Corso,	L.,	Carluccio,	F.,	Colledani,	D.,	and	Falco,	A.	(2020).	Positive	supervisor	behaviors	and	employee	performance:	the	serial	mediation	of	workplace	spirituality	and	work	engagement.	Front.	Psychol.	11:1834.	doi:	10.3389/fpsyg.2020.01834	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar
Duarte,	A.	P.,	Ribeiro,	N.,	Semedo,	A.	S.,	and	Gomes,	D.	R.	(2021).	Authentic	leadership	and	improved	individual	performance:	affective	commitment	and	individual	creativitys	sequential	mediation.	Front.	Psychol.	12:675749.	doi:	10.3389/fpsyg.2021.675749	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Fornell,	C.,	and	Lacker,	D.	F.	(1981).
Evaluating	structural	equation	models	with	unobservable	variables	and	measurement	error.	J.	Market.	Res.	18,	3950.	doi:	10.2307/3151312	CrossRef	Full	Text	|	Google	Scholar	Huang,	S.	Y.	B.,	Li,	M.-W.,	and	Chang,	T.-W.	(2021).	Transformational	leadership,	ethical	leadership,	and	participative	leadership	in	predicting	counterproductive	work
behaviors:	evidence	from	financial	technology	firms.	Front.	Psychol.	12:658727.	doi:	10.3389/fpsyg.2021.658727	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Kahn,	W.	A.	(1990).	Psychological	conditions	of	personal	engagement	and	disengagement	at	work.	Acad.	Manag.	J.	33,	692724.	doi:	10.5465/256287	CrossRef	Full	Text	|	Google
Scholar	Langseth-Eide,	B.	(2019).	Its	been	a	hard	days	night	and	ive	been	working	like	a	dog:	workaholism	and	work	engagement	in	the	JD-R	model.	Front.	Psychol.	10:1444.	doi:	10.3389/fpsyg.2019.01444	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Lee,	C.-J.,	and	Huang,	S.	Y.	B.	(2019).	Double-edged	effects	of	ethical	leadership	in	the
development	of	Greater	China	salespeoples	emotional	exhaustion	and	long-term	customer	relationships.	Chinese	Manag.	Stud.	14,	2949.	Google	Scholar	Lee,	K.,	and	Allen,	N.	J.	(2002).	Organizational	citizenship	behavior	and	workplace	deviance:	the	role	of	affect	and	cognitions.	J.	Appl.	Psychol.	87,	131142.	doi:	10.1037/0021-9010.87.1.131	PubMed
Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Lincoln,	Y.	(2001).	Varieties	of	validity:	quality	in	qualitative	research,	in	Higher	Education:	Handbook	of	Theory	and	Research,	eds	J.	Smart	and	W.	Tierney	(New	York,	NY:	Agathon	Press),	2572.	doi:	10.4135/9781452225487.n3	CrossRef	Full	Text	|	Google	Scholar	Macey,	W.	H.,	and	Schneider,	B.	(2008).
The	meaning	of	employee	engagement.	Industrial	Organ.	Psychol.	1,	330.	Google	Scholar	Martinez,	H.	A.,	Rochford,	K.,	Boyatzis,	R.	E.,	and	Rodriguez-Chaves,	S.	(2021).	Inspired	and	effective:	the	role	of	the	ideal	self	in	employee	engagement,	well-being,	and	positive	organizational	behaviors.	Front.	Psychol.	12:662386.	doi:
10.3389/fpsyg.2021.662386	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Morewedge,	C.	K.,	Gilbert,	D.	T.,	and	Wilson,	T.	D.	(2005).	The	least	likely	of	times:	how	remembering	the	past	biases	forecasts	of	the	future.	Psychol.	Sci.	16,	626630.	doi:	10.1111/j.1467-9280.2005.01585.x	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Oh,
J.,	Cho,	D.,	and	Lim,	D.	H.	(2018).	Authentic	leadership	and	work	engagement:	the	mediating	effect	of	practicing	core	values.	Leadership	Organ.	Dev.	J.	39,	276290.	doi:	10.1108/lodj-02-2016-0030	CrossRef	Full	Text	|	Google	Scholar	Organ,	D.	W.	(1988).	Organizational	Citizenship	Behavior:	The	Good	Soldier	Syndrome.	Lexington,	MA:	Lexington
Books.	Google	Scholar	Reynolds,	N.,	Diamantopoulos,	A.,	and	Schlegelmilch,	B.	B.	(1993).	Presting	in	questionnaire	design:	a	review	of	the	literature	and	suggestion	for	further	research.	J.	Market	Res.	Soc.	35,	171182.	Google	Scholar	Rothbard,	N.	P.	(2001).	Enriching	or	depleting?	the	dynamics	of	engagement	in	work	and	family	roles.	Administrative
Sci.	Quar.	46,	655684.	doi:	10.2307/3094827	CrossRef	Full	Text	|	Google	Scholar	Russell,	J.	A.,	and	Barrett,	L.	F.	(1999).	Core	affect,	prototypical	emotional	episodes,	and	other	things	called	emotion:	dissecting	the	elephant.	J.	Pers.	Soc.	Psychol.	76,	805819.	doi:	10.1037//0022-3514.76.5.805	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar
Saks,	A.	M.	(2006).	Antecedents	and	consequences	of	employee	engagement.	J.	Manag.	Psychol.	21,	600619.	doi:	10.1108/02683940610690169	CrossRef	Full	Text	|	Google	Scholar	Singh,	S.	K.,	Burgess,	T.	F.,	Heap,	J.,	Zaabi,	M.	S.	A.	S.	A.,	Ahmad,	K.	Z.,	and	Hossan,	C.	(2016).	Authentic	leadership,	work	engagement	and	organizational	citizenship
behaviors	in	petroleum	company.	Int.	J.	Product.	Perform.	Manag.	65,	811830.	doi:	10.1108/ijppm-01-2016-0023	CrossRef	Full	Text	|	Google	Scholar	Smithikrai,	C.,	and	Suwannadet,	J.	(2018).	Authentic	leadership	and	proactive	work	behavior:	moderated	mediation	effects	of	conscientiousness	and	organisational	commitment.	J.	Behav.	Sci.	13,	94106.
Google	Scholar	Sonnentag,	S.	(2003).	Recovery,	work	engagement,	and	proactive	behavior:	a	new	look	at	the	interface	between	nonwork	and	work.	J.	Appl.	Psychol.	88,	518528.	Google	Scholar	Viljevac,	A.,	Cooper-Thomas,	H.	D.,	and	Saks,	A.	M.	(2012).	An	investigation	into	the	validity	of	two	measures	of	work	engagement.	Int.	J.	Hum.	Resource
Manag.	23,	36923709.	doi:	10.1080/09585192.2011.639542	CrossRef	Full	Text	|	Google	Scholar	Walumbwa,	F.	O.,	Avolio,	B.	J.,	Gardner,	W.	L.,	Wernsing,	T.	S.,	and	Peterson,	S.	J.	(2008).	Authentic	leadership:	development	and	validation	of	a	theory-based	measure.	J.	Manag.	34,	89126.	doi:	10.1177/0149206307308913	CrossRef	Full	Text	|	Google
Scholar	Walumbwa,	F.	O.,	Wang,	P.,	Wang,	H.,	Schaubroeck,	J.,	and	Avolio,	B.	J.	(2010).	Psychological	processes	linking	authentic	leadership	to	follower	behaviors.	Leadership	Quar.	21,	901914.	doi:	10.2486/indhealth.2016-0046	PubMed	Abstract	|	CrossRef	Full	Text	|	Google	Scholar	Williams,	L.	J.,	and	Anderson,	S.	E.	(1991).	Job	satisfaction	and
organizational	commitment	as	predictors	of	organizational	citizenship	behaviors.	J.	Manag.	17,	601617.	Google	Scholar	When	workers	truly	enjoy	their	work,	their	commitment	to	the	company	improves,	attrition	decreases,	and	productivity	increases.	This	creates	an	upward	spiral	of	positivity	where	employees	are	happier	because	they	feel	valued	and
respected.	This	translates	into	better	mental	health,	as	well	as	increased	productivity	and	corporate	profitability.This	intensive	program	will	provide	managers	with	the	strategies	and	tools	to	increase	workplace	productivity	by	both	improving	employee	engagement	and	reducing	friction	during	times	of	workplace	stress.	Managers	will	learn	how	to
integrate	scientifically	validated	methods	into	their	current	workplace	to	enhance	business	results.With	an	emphasis	on	research	in	the	field	of	positive	psychology,	this	program	engages	participants	in	a	series	of	case	studies	and	class-based	activities	to	demonstrate	the	integration	of	this	science	into	organizational	management.Program
BenefitsLearn	how	to	establish	positivity	ratios	with	strategies	that	boost	team	creativity	and	collaboration	to	build	a	more	innovative	and	engaging	workplace.Acquire	techniques	for	trust-building	through	empathic	communication	strategies	that	enhance	team	cohesion	and	support	greater	employee	engagement.Master	Conflict	Resolution	Skills	that
reduce	workplace	friction	and	promote	an	environment	of	more	open	communication	and	mutual	respect.Learn	effective	communication	techniques	that	foster	psychological	safety,	empathy,	open	dialogue,	active	listening,	and	constructive	feedback.Learn	how	to	leverage	employees	intrinsic	motivators	and	implement	initiatives	that	engage
employees	in	a	more	meaningful	and	sustainable	way.Develop	leadership	skills	that	emphasize	resilience,	empathy,	and	positivity.Create	your	own	Team	Maximizer	toolkit	including	strategies	that	build	team	communication	and	improve	manager-employee	collaboration.Earn	a	Certificate	of	Completion	from	the	Harvard	Division	of	Continuing
Education.Topics	CoveredBuilding	positivity	ratios	to	establish	a	positive	company	cultureTrust	building	with	empathic	communication	strategiesFixed	vs.	learning	mindsetsEmployee	burnout	prevention	strategiesImproving	team	creativity	and	collaborationResolving	conflict	productivelyA	framework	for	well-being	(PERMA-V)Goal	achievementWho
Should	EnrollFor	the	manager	who	wants	to	increase	employee	engagement,	satisfaction	and	team	productivity.	A	minimum	of	two	years	of	management	experience	is	recommended.	The	concept	of	work	engagement	has	gained	significant	attention	in	the	modern	economy,	characterized	by	employees'	psychological	connection	and	proactive
involvement	with	their	work.	Work	engagement	represents	a	positive	state	of	well-being	that	differs	from	job	burnout,	with	engaged	employees	displaying	high	energy	levels	and	strong	identification	with	their	tasks.	The	book	aims	to	establish	a	clear	definition	of	work	engagement,	address	the	challenges	of	varying	conceptualizations,	and	outline
practical	implications	for	organizations	striving	to	enhance	productivity,	employee	health,	and	overall	workplace	well-being.
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