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Abstract 
Resilience at work can be conceptualised as the capacity of employees, facilitated and supported 

by the organisation, to utilise resources to positively cope, adapt and thrive in response to 

changing workplace circumstances. Because the world of work is competitive and dynamic, 

resilience at work is now recognised as a defining characteristic of employees who deal well with 

the stresses and strains of the modern-day workplace. Resilience at work is particularly key in 

work environments characterised by volatility, uncertainty, complexity, ambiguity, diversity and 

dynamics (VUCAD2) such as common in Zimbabwe. Employees in Zimbabwe have often been 

described as resilient. This study used an online cross-sectional survey to establish objective 

resilience at work levels amongst supervisory and managerial employees in public listed 

companies in Zimbabwe. A convenient sample of 342 was used; 188 (55%) male and 154 (45%) 

female. The resilience at work scale was used as the research instrument. Results showed that 

resilience at work for 34% was high, and for 51% was moderate and for 15% was low. Scores in 

each of the seven dimensions of the scale were also comparatively high. It was found that gender, 

marital status and educational level subgroups did not yield significantly different means. 

However, significant mean differences were found for age, work experience and job level. It is 

recommended that objective assessment of resilience be included in selection and or development 

initiatives. It is also important to establish the relationship between resilience at work and job 

performance. Over and above, it is recommended that further studies on resilience involving all 

job levels and across all sectors be carried out. 

Keywords: Resilience at work, VUCAD2, Supervisory and managerial employees, Public listed 

companies 
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Background 

Resilience at work is now recognised as a defining characteristic of employees who deal well with 

the stresses and strains of the modern workplace (Craig, 2019). Resilience refers to the person’s 

capacity to respond to pressure and the demands of daily life. The daily life encompasses work 

and non-work activities. Dictionary definitions include concepts like flexibility suppleness, 

durability, strength, speed of recovery and buoyancy (Craig, 2019). In short, resilience affects our 

ability to ‘bounce back’.  Resilience at work is a capability that helps us to understand how 

employees manage daily adversities, learn from, and rebound, while proactively preparing for 

future challenges (Malik & Garg, 2018).  The resilience at work concept is embedded within 

positive psychology. Resilience is important in fostering and maintaining employee well-being 

and performance (Turner et al., 2021). 

At work, resilient people are better able to deal with the demands placed upon them, especially 

where those demands might require them to be dealing with constantly changing priorities, a heavy 

workload or increased non-work demands (Craig, 2019). Work resilience is one of the core 

constructs of positive organisational behaviour (Luthans, 2002), and has been defined as positive 

adaptation in the face of adversity (Sutcliffe & Vogus, 2003). Given today’s disruptive and adverse 

work environment, the of interest scholars and practitioners in workplace resilience has greatly 

increased in recent years (King et al., 2015). 

Early resilience research focused on individual level dispositional or trait-like resilience, defining 

it as a personality characteristic that moderates the negative effects of stress and promotes adaption 

(Wagnild & Young, 1993). Some of the characteristics commonly associated with resilience were 

autonomy, self-esteem, internal locus of control and self-efficacy (Wagnild & Young, 1993). 

Although research, in particular within positive psychology, continues to add to the exhaustive list 

of personal qualities associated with resilience, such as optimism (Peterson, 2000) and self-

determination (Schwartz, 2000), researchers have recognised the contribution of other protective 

forces such as family, culture and community (Cicchetti, 2010). According to Bonanno and 

Mancini (2008), the combination of these socio-contextual factors helps or hinders the resilience 

of individuals through the presence or absence of useful resources.  

Employee resilience is conceptualised herein as the capacity of employees, facilitated, and 

supported by the organisation, to utilise resources to positively cope, adapt and thrive in response 
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to changing work circumstances. Resilience is viewed as a transformational process in which 

individuals not only cope and successfully deal with change but also learn from it and adapt 

accordingly to thrive in the new environment (Lengnick-Hall et al., 2011; Richardson, 2002).  

The development of resilience at work means that employees can utilise past experiences with 

change and adversity to be more flexible and adaptable in the future (Avey et al,, 2009), which in 

turn facilitates successful negotiation of challenges. The focus is on resilience as something that 

can be developed, rather than a stable trait. Over and above, the focus is on the organisational 

environment which influences the level of employee resilience through the provision of enabling 

factors. Therefore, organisations should allow open, supportive, collaborative learning. 

Organisational resources and practices can be viewed as enabling conditions for the development 

of a resilient workforce (Shin et al., 2012), which in turn determines organisational capacity to 

overcome challenges and, ideally, to create a competitive edge. Resilience at work is key for 

success in the Zimbabwean context which can be classified as an environment characterised by 

volatility, uncertainty, complexity, ambiguity, diversity and dynamics (VUCAD2). Sanhokwe and 

Takawira (2022), using a sample of Zimbabwean employees drawn from all sectors, found that 

resilience at work scores were 8.6% low, 56.4% moderate and 35% high. Evidence shows that 

resilience is positively associated with work happiness, job satisfaction, job performance, and 

organisational commitment (Mayfield, 2019; Smith et al., 2020; Walpita & Arambepola, 2020). 

In addition to being a significant predictor of job performance, resilience at work has also been 

found to be associated with work engagement (Dai et al., 2019; Kašpárková et al., 2018; Smith et 

al., 2020). Chadwick and Raver (2020) and Malik and Garg (2020) reported a positive relationship 

between resilience and innovative work behaviour. Research has produced mixed findings in 

relation to resilience at work and demographic variables. Sanhokwe and Takawira (2022) 

concluded that age, gender, job level and sector of work were not significant variables in 

influencing resilience at work. For Craig (2019), gender did not differentiate resilience at work 

scores. Findings also showed no differences in job resilience, work-life balance and work values 

based on age, gender, length of service and department assigned (Padios et al., 2022). Further 

research yielded consistent findings that gender, marital status and educational level did not yield 

significant differences in resilience at work (Asadi et al., 2023). Hayes et al. (2020) found that 

resilience at work varies by job level and type of work but not by gender, age or whether one 

belongs to a team or not. Contradictory results show that the employee’s age has a significant main 
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effect on workplace resilience (Bose & Pal, 2020). These findings provided useful insight for the 

study. 

Aim of the study 

This research sought to establish the resilience at work levels amongst supervisory and managerial 

employees in public listed companies in Zimbabwe and to determine whether their employees 

from different genders, ages, marital statuses, job levels and job tenures significantly differ in 

resilience at work levels. 

Objectives 

The objectives of the study were: 

1) To establish the resilience at work levels amongst supervisory and managerial employees 

in public listed companies in Zimbabwe. 

2) To explore resilience levels across each of the seven scale dimensions public listed 

companies in Zimbabwe. 

3) To investigate whether employees from different genders, ages, marital statuses, job levels 

and job tenures differ with regards to their resilience at work levels. 

Hypothesis  

H0: There are no significant differences between individuals from different ages, genders, marital 

statuses, job levels and job tenures regarding resilience at work. 

H1: There are significant differences between individuals from different ages, genders, marital 

statuses, job levels and job tenures regarding resilience at work. 

Participants 

The study focused on supervisory and management employees in public listed Zimbabwean 

companies. A convenient sample of 342 participants was used. Permission to research was sought 

for and granted by the relevant authorities, that is, the academic institution (Appendix 1) and the 

Medical Research Council of Zimbabwe (MRCZ) (Appendix 2). Letters of permission were 

obtained from organisations (Appendix 3). However, other organisations simply agreed to notify 

their employees of the study and allowed them to make an individual decision to participate in the 

study. Having obtained consent from organisations, an online link was shared for participants in 

4)  
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those organisations to participate in an online cross-sectional survey. The online survey had an 

informed consent form which one had to agree to proceed (Appendix 4). Of the 342 participants, 

188 (55%) were male and 154 (45%) were female. The age distribution was 4.1% (below 25 years); 

32.5% (25-30 years); 34.5% (31-40 years); 20.2% (41-50 years) and 8.8% (Above 50 years). Of 

the 342 study participants, 34.5% were single, 60.8% were married, 4.1% were divorced and 0.6% 

were widowed. In terms of highest educational level attained, 1.5% attained a high school 

certificate, 0.6% vocational training, 7.3% diploma/higher national diploma, 47.7% university 

degree and 43% had a post-graduate qualification. The distribution for work experience was 4.4% 

(1 year), 29.5% (2-5 years), 33.9% (6-15 years), 21.9% (16-25 years) and 10.2% (above 25 years). 

Of the total participants, 21.6% were skilled employees, 37.4% were supervisors, 28.9% were 

middle managers and 12% were top managers. The researcher is unaware of the identity of 

participants nor the spread of participants across the organisations. 

The research instrument 

The study employed the resilience at work scale (R@W Scale) developed by Winwood et al, 

(2013). The scale has 21 items and uses a 7-point scale. Table 1. Below shows the dimensions. 

Table 1: Resilience at work scale dimensions 

Dimension  Items Description 

Living authentically 1,2,3 
Highlights the role of mindset (personal values, deploying 

personal strengths) and emotional intelligence. 

Finding one’s calling 4,5,6,7 

Hinged on spirituality i.e. work that has a purpose, having a 

sense of belonging, and alignment of an individual’s core 

values and beliefs. 

Maintaining 

perspective 
8,9,10 

Employee’s capacity to positively reframe adversities, keep on 

with solutions in the face of adversities, and thus create the 

momentum to manage any negativity. 

Managing stress 11,12,13,14 
Ensuring positive management of work and nonwork activities. 

 

Interacting 

cooperatively 
15,16,17 

Focus on work styles with a bias on deliberately seeking 

feedback and work-level specific advice as well as support, 

while supporting others 

Staying healthy 18,19 
Focuses on the importance of being physically and healthy 

conscious. 

Building networks 20,21 
Focuses on developing and leveraging personal support 

networks within and outside the workplace. 

 

Sanhokwe and Takawira (2022) highlight that the resilience at work scale (R@W Scale) has strong 

psychometric properties in a Zimbabwean setting. Reliability of the full instrument was .77 and 
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reliability of the subscales ranged from .70 to .74. Exploratory factor analysis confirmed the seven-

factor structure with 57% total variance explained. Results of the bifactor model also confirmed 

the multi-dimensional structure of the scale. Scalar equivalence and bias were also tested for using 

a sample of Zimbabwean employees drawn from the government sector, non-governmental sector 

and private sector. The R@W scale showed strong construct validity with an average variance 

extracted (AVE) of .58 with the seven latent factors having AVEs above .5. Coupled with the 

aforementioned composite reliability scores the scale showed convergent validity in a 

Zimbabwean setting. To confirm discriminant validity, low correlations were  yielded (.01 to .59) 

among the seven latent factors. This indicates that each latent factor uniquely measures a specific 

variable. Table 2 below shows the cut scores for the total average resilience at work scores. 

Table 2: Resilience at work cut scores 

R@W Description Range 

High 5,36-7,00 

Moderate 3,69-5,35 

Low ≤3,68 

 

Data Analysis 

The Kaiser-Meyer-Olkin (KMO) sampling adequacy test was done to establish the suitability of 

the dataset (Cerny & Kaiser, 1977). The Cronbach’s alpha reliability was used to establish the 

internal consistency of the full scale and each of the seven dimensions of the scale. For descriptive 

frequency tables, the mean and standard deviation for the full scale and each of the seven 

dimensions were used. For inferential statistics, the t-test for independent samples was used for 

the demographic variable gender. For age, marital status, job level and job tenure the one-way 

analysis of variance (One-Way ANOVA) was used. For demographic variables that had 

statistically significant mean differences, a post-hoc test (Tukey’s Honestly Significant 

Difference) was used to determine which of the specific groups differed from each other. 

Results 

A KMO score of .824 confirmed the suitability of the dataset for the study. The full scale had a 

Cronbach’s alpha reliability of .840. Table 3 shows the dimensions of the scale, the items in each 

dimension and the reliability scores. 

mailto:R@W%20Description
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Table 3: Resilience at work scale dimensions 

Dimension  Items Cronbach's Alpha 

Living authentically 1,2,3 .774 

Finding one’s calling 4,5,6,7 .819 

Maintaining perspective 8,9,10 .766 

Managing stress 11,12,13,14, .814 

Interacting cooperatively 15,16,17 .762 

Staying healthy 18,19 .814 

Building networks 20,21 .821 

 

The reliability scores were higher than the reported range .70 to .74 in a Zimbabwean context 

(Sanhokwe & Takawira, 2022) but relatively lower compared to the reported range of .81 to .92 in 

the original study (Winwood et al, 2013). Table 4 summarises resilience at work levels across the 

sample.  

Table 4: Resilience at work summary  

R@W Description Range Frequency Percentage 

High 5,36-7,00 116 34% 

Moderate 3,69-5,35 173 51% 

Low ≤3,68 53 15% 

    342   

 

The minimum scores, maximum scores, mean and standard deviations for the dimensions of 

resilience at work are shown in Table 5. 

Table 5: Resilience at work descriptive summary  

 N N of Items Minimum Maximum Mean Std. Deviation 

Living Authentically 342 3 6.00 15.00 12.7281 1.71564 

Finding One's Calling 342 4 4.00 20.00 15.2544 3.05131 

Maintaining Perspective 342 3 3.00 15.00 9.1901 2.09499 

Managing Stress 342 4 7.00 20.00 14.8713 2.97218 

Interacting Cooperatively 342 3 6.00 15.00 12.4766 1.71017 

Staying Healthy 342 2 2.00 10.00 7.2690 1.73396 

Building Networks 342 2 2.00 10.00 7.7661 1.50004 

 

Table 6 is a summary of the responses to the R@W Scale. 

 

 

mailto:R@W%20Description
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Table 6: Resilience at work Responses Summary 

 

 

Strongly 

Disagree
Disagree

Somewhat 

Disagree
Neutral

Somewhat 

Agree
Agree

Strongly 

Agree

Living authentically

1
l have important core values that 

l hold fast to in my work life 
1% 1% 3% 4% 10% 48% 33%

2
l am able to change my mood at 

work when l need to 
1% 5% 2% 9% 13% 51% 19%

3

l know my personal strengths 

and l use them regularly in my 

work

0% 1% 2% 4% 7% 45% 41%

Finding one’s calling

4

The work that l do helps to 

fulfill my sense of purpose in 

life

2% 4% 6% 7% 5% 44% 32%

5
My workplace is somewhere 

where l feel that l belong 
4% 5% 3% 24% 4% 44% 16%

6
The work that l do fits well with 

my personal values and beliefs 
2% 5% 4% 13% 8% 50% 18%

7
Generally, l appreciate what l 

have in my work environment 
2% 6% 3% 11% 7% 53% 18%

Maintaining perspective

8

When things go wrong at work, it 

usually tends to overshadow the 

other the other parts of my life 

2% 25% 7% 11% 8% 38% 9%

9
Nothing at work ever really 

"fazes me" for long 
3% 12% 7% 23% 9% 38% 8%

10
Negative people at work tend to 

pull me down 
6% 40% 10% 18% 5% 11% 10%

Strongly 

Disagree
Disagree

Somewhat 

Disagree
Neutral

Somewhat 

Agree
Agree

Strongly 

Agree

Managing stress

11

l make sure l take breaks to 

maintain my strength and energy 

when l am working hard

3% 10% 2% 8% 5% 59% 13%

12

l have developed some reliable 

ways to relax when l am under 

pressure at work 

2% 11% 3% 13% 2% 55% 14%

13

l have developed some reliable 

ways to deal with the personal 

stress of challenging events at 

work

1% 9% 5% 10% 5% 53% 17%

14

l am careful to ensure that my 

work does not dominate my 

personal life 

2% 14% 3% 16% 4% 46% 15%

Interacting cooperatively

15

l often ask for feedback so that l 

can improve my work 

performance 

1% 9% 4% 9% 4% 52% 21%

16

l believe in giving help to my 

colleagues, as well as asking for 

it 

0% 3% 1% 3% 8% 49% 36%

17

l am very willing to 

acknowledge others' effort and 

successes in my workplace

0% 1% 1% 4% 2% 53% 39%

Staying healthy

18
l have a good level of physical 

fitness
2% 12% 5% 8% 7% 49% 17%

19
l am careful about eating well 

and healthily 
2% 11% 6% 18% 4% 43% 16%

Building networks

20

l have friends at work whom l 

can rely on to support me when l 

need it 

1% 7% 4% 9% 12% 51% 16%

21

l have a strong and reliable 

network of supportive 

colleagues at work 

1% 6% 3% 14% 7% 51% 18%
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It was found that there were no significant differences in resilience at work between males and 

females. The results show t = .786 p = .433. The mean for males was 79.93 (SD 10.17) and for 

females was 79.10 (SD 9.23). Results also show no significant differences in means in regard to 

marital status F(3,341) = 2.653 p=.05 and highest educational level F(4,341) = 2.203 p=.068. 

Statistically significant mean differences were obtained for age F(4,341) = 4.516 p=.001; work 

experience F(4,341) = 3.016 p=.018 and job level F(3,341) = 8.282 p=.00. Table 7 shows that a 

significant mean difference was found between the subgroups 25 -30 years and 41 -50 years in 

resilience at work level. 

Table 7: Tukey’s HSD summary for age 

 <25 Years 25-30 Years 31-40 Years 41-50 Years >50 Years 

<25 Years  -  Not Significant  Not Significant  Not Significant  Not Significant 

25-30 Years    -  Not Significant -5.39 (p=.001)  Not Significant 

31-40 Years      -   Not Significant   Not Significant 

41-50 Years        -  Not Significant 

>50 Years          - 

 

Statistically significant mean difference in resilience at work levels based on work experience was 

found between 2-5 years group and 6-15 years group as shown in Table 8. 

Table 8:  Tukey’s HSD summary for work experience 

 1 Year 2-5 Years 6-15 Years 16-25 Years >25 Years 

1 Year  -  Not Significant  Not Significant Not Significant  Not Significant 

2-5 Years    -  -3.81 (p=.018) Not Significant  Not Significant 

6-15 Years      - Not Significant  Not Significant 

16-25 Years        -  Not Significant 

>25 Years          - 

 

Based on job level, significant mean differences were found between supervisors and middle 

managers, and between supervisors and top managers as shown in Table 9. 

Table 9: Tukey’s HSD summary for job level 

 Skilled Employee Supervisor Middle Manager Top Manager 

Skilled Employee  -  Not Significant  Not Significant  Not Significant 

Supervisor    -  -5.45 (p=.00) -6.41 (p=.00) 

Middle Manager      - Not Significant 

Top Manager        - 
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Discussion 

Resilience levels of Zimbabwean managerial and supervisory employees in public listed 

companies were generally strong and comparable to earlier findings (Winwood et al, 2013; 

Sanhokwe & Takawira, 2022).  Therefore, the above-mentioned employees may be expected to 

positively cope, adapt and thrive in response to challenging work circumstances. However, the 

15% in the low category is far higher than the range of 7% - 10% in most comparable studies. 

Effort may be placed in initiatives to improve the resilient levels of employees found in this 

category.  Four of the seven dimensions are generally high and within previous reported levels. 

However, maintaining perspective, managing stress and staying healthy though still high were 

reportedly relatively lower (Craig, 2019; Sanhokwe & Takawira, 2022).  This could indicate a plea 

for help from the employees in Zimbabwean public listed companies to be assisted in those 

dimensions.  

Maintaining perspective maybe expected to be lower as it focuses on reframing after setbacks and 

minimising negativity around the individual because reframing cycles are more frequent in 

VUCAD2 environments such as Zimbabwe. Because of work schedules, mastering stress is 

difficult due to inadequate time for relaxation and recovery. The perception among supervisory 

and managerial employees is that they could allocate more time to physical fitness and getting 

adequate sleep compared to now. However, most of these employees also spent their time in non-

work activities (Allen & Martin, 2017). In line with existing literature, the study found no 

significant differences in resilience levels based on gender, marital status and educational level 

(Sanhokwe & Takawira, 2022; Molazem et al., 2023; Padios et al., 2022. However, work 

experience and job level were statistically significant in line with findings by Hayes et al. (2020).  

In terms of age, the study findings (significant differences between age groups) were contrary to 

the afore-mentioned studies but in line with findings by Bose and Pal (2020).  This could be 

because of promotions (higher job levels) based on seniority in most Zimbabwean organisations 

(Nharirire, 2022). This would impact on the individual’s ability to deal with changing or adverse 

work circumstances. This finding is also in line with the view that employees can utilise past 

experiences with change and adversity to be more flexible and adaptive in future (Avey et al., 

2009).  It is possible that, by going through multiple adverse economic turmoil cycles in 

Zimbabwe, more senior employees have developed better resilient strategies. 
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Recommendations 

Resilience at work plays a key role in productivity and employee wellbeing. Organisations can 

therefore include objective assessments of resilience to aid employee selection and or employee 

development. An intervention plan can be drafted for each employee based on the overall score 

and each dimensional score. However, it is also critical to establish through research the strength 

of the relationship between resilience at work and job performance. Organisations running 

initiatives to improve resilience at work for employees should consider age, work experience and 

job level as key variables in such initiatives. The study used a convenience sampling and therefore 

is prone to sampling bias. A research based on a probability sampling technique is recommended. 

It is recommended that further research involving all job levels and employees across all sectors 

be done to further the understanding of resilience at work. It is also recommended that research be 

done to establish the relationship between resilience at work and other variables such as stress, 

burnout, emotional intelligence, organisational citizenship behaviour and work to non-work 

interface management. 
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