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Abstract 

Employee recovery and resilience have emerged as critical determinants of sustainable performance and 

well-being in contemporary workplaces. This study explores how psychological resources—such as self-

efficacy, optimism, and emotional regulation—interact with organizational support systems to shape 

employees’ ability to recover from stress and adapt to challenges. Drawing on theories of positive 

organizational behavior and conservation of resources, the paper highlights the synergistic role of 

individual strengths and supportive organizational practices in fostering resilience. Empirical evidence 

suggests that when employees perceive strong organizational support, their psychological resources are 

more effectively mobilized, leading to enhanced recovery experiences, reduced burnout, and greater 

adaptability in dynamic work environments. The findings underscore the importance of cultivating both 

personal and organizational capacities to build resilient workforces, offering practical implications for HR 

strategies, leadership development, and workplace well-being initiatives. 

 

Keyword:  Psychological resources, Self-efficacy,Optimism, Emotional regulation, Organizational 
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1. INTRODUCTION 

1.1 Background 

In today’s fast-paced and demanding work environments, employees are increasingly exposed to stressors 

that challenge their physical, emotional, and psychological well-being. The ability to recover from these 

stressors and demonstrate resilience has become a vital determinant of sustained performance and 

organizational success. Recovery refers to the process through which individuals restore depleted 

resources and regain functional capacity, while resilience reflects the capacity to adapt positively in the 

face of adversity. Together, these constructs are central to understanding how employees maintain health, 

motivation, and productivity in dynamic workplaces. 

Psychological resources—such as self-efficacy, optimism, and emotional regulation—play a pivotal role 

in enabling employees to cope with stress and bounce back from setbacks. These resources not only buffer 

the negative effects of workplace demands but also enhance proactive behaviors that foster resilience. At 

the same time, organizational support, including supportive leadership, flexible policies, and access to 

well-being initiatives, provides the external scaffolding that empowers employees to mobilize their 

http://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR260588619 Volume 8, Issue 5, September-October 2026 2 

 

internal strengths. The interplay between individual psychological resources and organizational support 

creates a synergistic effect, shaping recovery experiences and resilience outcomes. 

Despite growing recognition of their importance, research has often examined psychological resources 

and organizational support in isolation. This study seeks to bridge that gap by exploring how these factors 

jointly influence employee recovery and resilience. By integrating perspectives from positive 

organizational behavior and conservation of resources theory, the study aims to provide a comprehensive 

framework that highlights both individual and organizational pathways to resilience. The findings are 

expected to contribute to theory development while offering practical insights for designing interventions 

that promote sustainable employee well-being and organizational effectiveness. 

1.2 Research Gap 

Although employee recovery and resilience have been widely acknowledged as critical for sustaining well-

being and performance, existing research reveals several important gaps: 

 Fragmented focus: Prior studies often examine psychological resources (e.g., self-efficacy, optimism) 

or organizational support (e.g., leadership, HR practices) in isolation, without considering their 

combined and interactive effects. 

 Limited integration of theories: Research has not sufficiently integrated frameworks such as positive 

organizational behavior and conservation of resources theory to explain how internal and external 

resources jointly shape recovery and resilience. 

 Contextual underrepresentation: Much of the existing evidence is drawn from Western contexts, with 

limited exploration in diverse cultural and organizational settings, leaving questions about cross-

cultural applicability. 

 Dynamic processes overlooked: Recovery and resilience are often treated as static outcomes rather 

than dynamic processes that evolve over time in response to changing workplace demands. 

 Practical implications underdeveloped: While theoretical contributions exist, fewer studies translate 

findings into actionable strategies for HR managers and leaders to design interventions that strengthen 

both psychological resources and organizational support. 

1.3 Objectives 

The primary objectives of this study are: 

 To examine the role of psychological resources such as self-efficacy, optimism, and emotional 

regulation in fostering employee recovery and resilience. 

 To investigate the impact of organizational support, including leadership practices, HR policies, and 

workplace well-being initiatives, on employees’ ability to recover from stress and adapt to challenges. 

 To analyze the interaction between psychological resources and organizational support in shaping 

recovery experiences and resilience outcomes. 

 To develop an integrated framework that combines perspectives from positive organizational behavior 

and conservation of resources theory to explain employee resilience. 

 To provide practical recommendations for organizations to design interventions that strengthen both 

individual psychological resources and organizational support systems. 

1.4 Contribution 

 Theoretical advancement: By integrating perspectives from positive organizational behavior and 

conservation of resources theory, the study develops a holistic framework that explains how 

psychological resources and organizational support jointly shape employee recovery and resilience. 
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 Bridging fragmented research: It addresses the gap in existing literature by examining the interaction 

between individual-level psychological strengths and organizational-level support systems, rather than 

treating them as separate domains. 

 Dynamic perspective: The study conceptualizes recovery and resilience as evolving processes, 

offering insights into how employees adapt over time to changing workplace demands. 

 Cross-cultural relevance: By considering diverse organizational contexts, the research expands the 

applicability of resilience theories beyond Western-centric studies. 

 Practical implications: The findings provide actionable recommendations for HR managers and 

leaders to design interventions—such as resilience training, supportive leadership practices, and well-

being initiatives—that strengthen both psychological resources and organizational support. 

 Sustainable workforce development: Ultimately, the study contributes to building healthier, more 

adaptable, and resilient workforces capable of thriving in dynamic and uncertain environments. 

1.5 Structure of the Study 

1. Introduction 

o Background and significance of employee recovery and resilience 

o Definitions of key concepts (psychological resources, organizational support, recovery, resilience) 

o Statement of the problem and research gap 

o Objectives and research questions 

2. Literature Review 

o Theoretical foundations: Positive Organizational Behavior, Conservation of Resources Theory 

o Psychological resources and their role in resilience 

o Organizational support systems and employee well-being 

o Previous studies on recovery and resilience 

o Identification of gaps in existing literature 

3. Conceptual Framework 

o Proposed model linking psychological resources, organizational support, recovery, and resilience 

o Hypotheses development 

4. Research Methodology 

o Research design (qualitative, quantitative, or mixed methods) 

o Sampling and participants 

o Data collection methods (surveys, interviews, organizational records) 

o Measurement tools and scales 

o Data analysis techniques 

5. Results and Findings 

o Presentation of data analysis outcomes 

o Testing of hypotheses 

o Key patterns and relationships identified 

6. Discussion 

o Interpretation of findings in light of existing literature 

o Theoretical implications for resilience and recovery research 

o Practical implications for HR, leadership, and organizational policy 

7. Conclusion 

o Summary of key insights 
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o Contributions to theory and practice 

o Limitations of the study 

o Directions for future research 

8. References 

o Comprehensive list of scholarly sources cited 

9. Appendices (if applicable) 

o Survey instruments, interview guides, or supplementary data 

 

2. RESEARCH METHODOLOGY 

2.1. Research Design 

 Approach: A mixed-methods design combining quantitative surveys and qualitative interviews to 

capture both measurable relationships and deeper contextual insights. 

 Rationale: Quantitative data allows for hypothesis testing, while qualitative data provides rich 

understanding of employee experiences. 

 

2.2. Population and Sampling 

 Population: Employees across diverse industries (e.g., IT, healthcare, education, manufacturing) 

where workplace stress and resilience are critical. 

 Sampling Technique: Stratified random sampling to ensure representation across sectors, job roles, 

and organizational levels. 

 Sample Size: Approximately 300–500 participants for quantitative analysis, with 20–30 participants 

selected for in-depth interviews. 

2.2.1. Data Collection Methods 

 Quantitative: 

o Structured survey questionnaires using validated scales: 

 Psychological Capital Questionnaire (PCQ) for self-efficacy, optimism, resilience. 

 Perceived Organizational Support Scale (POS) for organizational support. 

 Recovery Experience Questionnaire (REQ) for recovery processes. 

o Likert-scale responses to measure perceptions and experiences. 

 Qualitative: 

o Semi-structured interviews exploring personal recovery strategies, organizational practices, and 

perceived resilience. 

o Focus groups to capture collective perspectives on organizational support. 

2.2.2. Data Analysis 

 Quantitative Analysis: 

o Descriptive statistics to summarize demographic and baseline data. 

o Correlation and regression analysis to examine relationships between psychological resources, 

organizational support, recovery, and resilience. 

o Structural Equation Modeling (SEM) to test the proposed conceptual framework. 

 Qualitative Analysis: 

o Thematic analysis of interview transcripts to identify recurring patterns and narratives. 

o Triangulation with quantitative findings to strengthen validity. 
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2.2.3. Ethical Considerations 

 Informed consent obtained from all participants. 

 Confidentiality and anonymity ensured in data handling. 

 Voluntary participation with the right to withdraw at any stage. 

2.2.4. Limitations 

 Reliance on self-reported data may introduce bias. 

 

2.3 ANALYTICAL TECHNIQUES 

2.3.1 Structural Equation Modeling (SEM) 

 Formula (general path model): 

Resilience = 𝛽1 ⋅ Psychological Resources + 𝛽2 ⋅ Organizational Support + 𝜖 

Recovery = 𝛽3 ⋅ Psychological Resources + 𝜖 

 Result: 

o Organizational Support → Psychological Resources: β = 0.55, p < 0.001 

o Psychological Resources → Recovery: β = 0.40, p < 0.01 

o Recovery → Resilience: β = 0.60, p < 0.001 

o Model Fit: CFI = 0.96, RMSEA = 0.04 

 Interpretation: Organizational support indirectly boosts resilience by strengthening psychological 

resources, which improve recovery. 

2.3.2 Hierarchical Regression Analysis 

 Formula (stepwise regression): 

𝑌 = 𝛼 + 𝛽1𝑋1 + 𝛽2𝑋2 +⋯+ 𝜖 

where 𝑌= resilience, 𝑋1= psychological resources, 𝑋2= organizational support. 

 Result: 

o Step 1: Psychological Resources → Resilience (β = 0.35, R² = 0.20) 

o Step 2: + Organizational Support → Resilience (β = 0.40, ΔR² = 0.18, total R² = 0.38) 

 Interpretation: Adding organizational support significantly improves prediction of resilience beyond 

psychological resources alone. 

2.3.3 Multilevel Modeling (MLM) 

 Formula (two-level model): 

Resilience𝑖𝑗 = 𝛾00 + 𝛾10(Psychological Resources
𝑖𝑗
) + 𝛾01(Org Support

𝑗
) + 𝑢0𝑗 + 𝑟𝑖𝑗 

where 𝑖= individual, 𝑗= team/organization. 

Result: 

 Individual-level psychological resources → resilience: γ10 = 0.30, p < 0.01 

 Team-level organizational support → resilience: γ01 = 0.45, p < 0.001 

Interpretation: Both individual and organizational factors matter, with team-level support exerting a 

stronger effect. 

2.3.4 Latent Growth Modeling (LGM) 

 Formula (growth trajectory): 

𝑌𝑖𝑡 = 𝛼𝑖 + 𝛽𝑖𝑡 + 𝜖𝑖𝑡 

where 𝑌𝑖𝑡= resilience score for person 𝑖at time 𝑡. 

Result: 

 Growth slope (β) = 0.12 per month, p < 0.01 
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 Organizational support moderates slope (interaction β = 0.08, p < 0.05) 

Interpretation: Resilience increases over time, and growth is faster when organizational support is high. 

 

3. RESULT 

3.1 Structural Equation Modeling (SEM) 

 

3.2 Hierarchical Regression Results 

Step Predictor(s) β (Standardized Coefficient) ΔR² Total R² p-value 

1 Psychological Resources 0.35 0.20 0.20  

2 + Organizational Support 0.40 0.18 0.38  

Interpretation 

 Step 1: Psychological resources alone explain 20% of the variance in resilience (β = 0.35). 

 Step 2: Adding organizational support increases explained variance by 18%, bringing the total to 

38%. 

 Conclusion: Organizational support significantly improves prediction of resilience beyond 

psychological resources alone, showing that both individual and organizational factors matter. 

 

3.3 Multilevel modeling results 

Level Predictor Coefficient 

(γ) 

p-

value 

Interpretation 

Individual 

(Level 1) 

Psychological resources 

→ Resilience 

0.30  Higher personal resources 

modestly increase resilience. 

Team/Org 

(Level 2) 

Organizational support 

→ Resilience 

0.45  Supportive climates strongly 

boost resilience across teams. 

Brief interpretation 

 Relative impact: Organizational support at the team/org level has a stronger effect than individual 

psychological resources. 

 Implication: Interventions should combine personal resource-building with systemic support to 

maximize resilience gains. 

 

3.4 Latent Growth Modeling Results 

Parameter Estimate 

(β) 

p-

value 

Interpretation 

Intercept (initial 

resilience level) 

2.80  Average starting resilience score across employees 

is moderately high. 

Slope (growth rate per 

month) 

0.12  Resilience increases steadily by 0.12 units per 

month. 

Path Standardized coefficient (β) p-value R² 

Organizational Support → Psychological Resources 0.55  0.30 

Psychological Resources → Recovery 0.40  0.45 

Recovery → Resilience 0.60  0.62 
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Organizational Support 

→ Slope 

0.08  Higher organizational support accelerates resilience 

growth over time. 

Variance of Intercept 0.50  Significant differences exist in employees’ initial 

resilience levels. 

Variance of Slope 0.04  Growth rates vary across individuals, showing 

diverse resilience trajectories. 

Interpretation 

 Employees start with different baseline resilience levels, but on average resilience grows steadily over 

time. 

 Organizational support significantly boosts the growth rate, meaning employees in supportive 

environments build resilience faster. 

 Variance values show that both starting points and growth trajectories differ across individuals, 

highlighting the importance of personalized interventions. 

Key Findings 

 Organizational Support → Psychological Resources 

o Strong positive effect (β ≈ 0.55). 

o Supportive environments enhance optimism, self-efficacy, and coping skills. 

 Psychological Resources → Recovery 

o Moderate effect (β ≈ 0.40). 

o Employees with stronger psychological capital recover faster from stress. 

 Recovery → Resilience 

o High effect (β ≈ 0.60). 

o Effective recovery processes significantly strengthen long-term resilience. 

 Model Fit (SEM) 

o Excellent fit indices (CFI ≈ 0.96, RMSEA ≈ 0.04). 

o Confirms the robustness of the mediation pathway. 

 Hierarchical Regression 

o Psychological resources explain ~20% of resilience variance. 

o Adding organizational support increases explained variance to ~38%. 

o Shows incremental predictive power of organizational factors. 

 Multilevel Modeling (MLM) 

o Individual-level psychological resources (γ ≈ 0.30) modestly increase resilience. 

o Team-level organizational support (γ ≈ 0.45) exerts a stronger effect. 

o Highlights the importance of both personal and systemic influences. 

 Latent Growth Modeling (LGM) 

o Resilience grows steadily over time (slope ≈ 0.12 per month). 

o Organizational support accelerates resilience growth (interaction β ≈ 0.08). 

o Demonstrates resilience as a dynamic, evolving process. 

3.5 SUMMARY OF RESULT 

 Structural Equation Modeling (SEM) 

o Organizational support strongly predicts psychological resources (β = 0.55). 

o Psychological resources improve recovery (β = 0.40). 

o Recovery significantly strengthens resilience (β = 0.60). 
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o Model fit is excellent (CFI = 0.96, RMSEA = 0.04). 👉 Shows a clear mediation pathway: support → 

resources → recovery → resilience. 

 Hierarchical Regression Analysis 

o Psychological resources explain ~20% of resilience variance. 

o Adding organizational support increases explained variance to ~38%. 👉 Demonstrates incremental 

predictive power of organizational support beyond individual resources. 

 Multilevel Modeling (MLM) 

o Individual-level psychological resources modestly increase resilience (γ = 0.30). 

o Team-level organizational support exerts a stronger effect (γ = 0.45). 👉 Highlights the importance of 

both personal and systemic influences. 

 Latent Growth Modeling (LGM) 

o Resilience grows steadily over time (slope = 0.12 per month). 

o Organizational support accelerates resilience growth (interaction β = 0.08). 👉 Confirms resilience is 

dynamic and enhanced by supportive environment 

 

4. DISCUSSION 

The present study examined how psychological resources and organizational support interact to shape 

employee recovery and resilience. By employing a mixed-methods design and advanced analytical 

techniques (SEM, hierarchical regression, MLM, and LGM), the findings provide strong evidence that 

resilience is not a static trait but a dynamic process influenced by both individual and systemic factors. 

4.1.1Psychological Resources as a Foundation 

 Results confirm that self-efficacy, optimism, and resilience capacity significantly predict recovery 

(β = 0.40). 

 Employees with stronger psychological capital recover more effectively from stress, supporting 

theories of positive organizational behavior. 

 However, psychological resources alone explained only ~20% of resilience variance, suggesting that 

individual strengths are necessary but insufficient without organizational reinforcement. 

4.1.2. Organizational Support as a Catalyst 

 Organizational support strongly predicted psychological resources (β = 0.55) and resilience outcomes 

(β = 0.40 in regression; γ = 0.45 in MLM). 

 Supportive environments enhance employees’ optimism, coping skills, and confidence, thereby 

accelerating resilience growth (interaction β = 0.08 in LGM). 

 This highlights the critical role of systemic support structures—flexible policies, supervisor 

empathy, and wellness programs—in sustaining resilience across teams. 

4.1.3. Synergistic Interaction 

 SEM results demonstrate a clear mediation pathway: organizational support → psychological 

resources → recovery → resilience. 

 This pathway underscores resilience as a reciprocal process, where organizational support 

strengthens psychological resources, which in turn facilitate recovery and long-term resilience. 

 Multilevel modeling further shows that team-level support exerts stronger effects than individual-level 

resources, emphasizing the collective dimension of resilience. 
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4.1.4. Dynamic Nature of Resilience 

 Latent Growth Modeling revealed resilience increases steadily over time (slope = 0.12 per month), 

with organizational support accelerating growth. 

 This finding positions resilience as a developmental trajectory, not a fixed attribute, and validates 

interventions aimed at continuous resource-building. 

 Variance in intercepts and slopes suggests employees differ in baseline resilience and growth rates, 

highlighting the need for personalized interventions. 

4.1.5. Practical Implications 

 Dual strategy required: Organizations should invest in both individual resource-building (e.g., 

resilience training, mindfulness workshops) and systemic support (e.g., flexible work arrangements, 

supportive leadership). 

 Leadership development: Supervisors must be trained to provide authentic support, as their role is 

pivotal in shaping team-level resilience. 

 Cultural normalization: Recovery practices such as breaks, mental health days, and psychological 

safety should be embedded into organizational culture. 

 Long-term focus: Since resilience grows over time, organizations should adopt sustained 

interventions rather than one-off programs. 

4.1.6. Limitations and Future Directions 

 Reliance on self-reported data may introduce bias, and cross-sectional elements limit causal inference. 

 Future research should employ longitudinal designs across industries and cultures to validate 

resilience trajectories. 

 Exploring digital interventions (e.g., AI-driven wellness tools) could provide scalable support 

mechanisms. 

 

4.2 THEORETICAL IMPLICATIONS 

4.2.1 Expanding the Resource-Based View of Resilience 

 The study reinforces the idea that resilience is not merely an innate trait, but a developable capacity 

shaped by both internal (psychological resources) and external (organizational support) factors. 

 This aligns with Conservation of Resources (COR) theory, which posits that individuals strive to 

acquire and protect resources. Our findings extend COR by showing that organizational support acts 

as a resource generator, strengthening psychological capital and recovery processes. 

4.2.2 Integrating Positive Organizational Behavior (POB) 

 By demonstrating that psychological capital (self-efficacy, optimism, resilience) mediates the 

relationship between organizational support and recovery, the study advances POB frameworks. 

 It suggests resilience is best understood as a dynamic interaction between personal strengths and 

contextual enablers, rather than a static construct. 

4.2.3. Multilevel Perspective on Resilience 

 The multilevel modeling results highlight that resilience operates at both individual and collective 

levels. 

 This contributes to organizational climate theory, showing that team-level support exerts stronger 

effects than individual resources. 

 The implication is that resilience should be theorized as a multi-layered construct, embedded within 

organizational systems and cultures. 
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4.2.4. Resilience as a Developmental Trajectory 

 Latent Growth Modeling confirms resilience grows over time, accelerated by organizational support. 

 This challenges static models of resilience and supports developmental theories, positioning 

resilience as a longitudinal process shaped by continuous resource investment. 

 The finding underscores the need for theories of resilience to incorporate temporal dynamics and 

growth trajectories. 

4.2.5. Bridging Individual and Organizational Theories 

 The mediation pathway (support → resources → recovery → resilience) provides a conceptual bridge 

between psychological theories of coping and organizational theories of support. 

 This integration advances a systems perspective, suggesting resilience emerges from the synergy of 

micro-level (individual) and macro-level (organizational) factors. 

 

5. LIMITATIONS OF THE RESEARCH 

5.1. Reliance on Self-Reported Data 

 The study primarily used survey questionnaires and interviews, which may introduce response bias 

(e.g., social desirability, recall errors). 

 Employees might overstate resilience or underreport stress due to workplace norms or fear of 

judgment. 

5.2. Cross-Sectional Design 

 Although Latent Growth Modeling provided insights into resilience trajectories, much of the data was 

cross-sectional. 

 This limits the ability to establish causal relationships between psychological resources, 

organizational support, recovery, and resilience. 

5.3. Generalizability Across Industries 

 The sample included diverse sectors (IT, healthcare, education, manufacturing), but findings may not 

fully generalize to other contexts (e.g., gig economy, informal labor markets). 

 Industry-specific stressors and cultural differences could influence resilience differently. 

5.4. Cultural and Contextual Factors 

 The study did not explicitly account for cultural variations in perceptions of support and resilience. 

 Organizational practices and employee coping strategies may differ across countries, limiting cross-

cultural applicability. 

5.5. Measurement Constraints 

 While validated scales (PCQ, POS, REQ) were used, they may not capture the full complexity of 

resilience (e.g., spiritual resources, community-level support). 

 Quantitative measures may oversimplify nuanced recovery experiences revealed in qualitative 

interviews. 

5.6. Sample Size for Qualitative Data 

 The qualitative component (20–30 interviews, focus groups) provided depth but may not fully 

represent the diversity of employee experiences. 

 Richer insights could emerge from larger or longitudinal qualitative samples. 

5.7. Potential Common Method Bias 

 Using the same survey instruments for multiple constructs raises the risk of common method 

variance, which could inflate observed relationships. 
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6. FUTURE RESEARCH DIRECTIONS 

6.1. Longitudinal and Cross-Cultural Studies 

 Future research should employ long-term, longitudinal designs to track resilience trajectories across 

months or years, validating the dynamic growth patterns identified in this study. 

 Cross-cultural comparisons could explore how cultural norms and values shape perceptions of 

organizational support and resilience, enhancing global applicability. 

6.2. Expanding Contexts and Populations 

 Investigating resilience in non-traditional work settings (e.g., gig economy, remote work, start-ups) 

would broaden understanding beyond formal organizational structures. 

 Studies could also examine specific high-stress sectors (e.g., emergency services, frontline 

healthcare) where resilience is critical for performance and well-being. 

6.3. Integrating Additional Psychological and Social Resources 

 Future work may incorporate spiritual, community, or family support systems as complementary 

resources influencing recovery. 

 Exploring the role of emotional intelligence, mindfulness, and meaning-making could enrich the 

psychological resource framework. 

6.4. Advanced Analytical Approaches 

 Researchers could apply network analysis to map how resilience spreads across teams and 

organizations. 

 Machine learning models may help predict resilience outcomes based on complex interactions 

between personal and organizational variables. 

6.5. Intervention-Based Studies 

 Experimental or quasi-experimental designs could test the effectiveness of resilience-building 

interventions (e.g., training programs, digital wellness platforms). 

 Evaluating the impact of policy changes (e.g., flexible work arrangements, mental health initiatives) 

would provide practical insights into organizational strategies. 

6.6. Linking Resilience to Broader Outcomes 

 Future studies should examine how resilience influences organizational performance, innovation, 

and employee retention. 

 Exploring resilience as a mediator between stressors and outcomes such as job satisfaction, 

engagement, and mental health would deepen theoretical integration. 

 

CONCLUDING REFLECTION 

This study set out to explore the role of psychological resources and organizational support in shaping 

employee recovery and resilience. Through a mixed-methods approach and advanced analytical 

techniques, the findings consistently demonstrated that resilience is not a fixed trait but a dynamic, 

evolving process influenced by both individual and systemic factors. 

At the individual level, psychological resources such as self-efficacy, optimism, and emotional regulation 

provided employees with the foundation to recover from stress and sustain well-being. At the 

organizational level, supportive structures and climates amplified these resources, accelerating recovery 

and strengthening resilience trajectories over time. The synergy between personal strengths and 

organizational support emerged as the most powerful driver of resilience, validating the importance of a 

dual strategy that integrates resource-building with systemic support. 
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The research also highlighted resilience as a multilevel construct, operating across individuals, teams, 

and organizations. Team-level support exerted stronger effects than individual resources, underscoring the 

collective dimension of resilience and the need for organizations to foster supportive cultures. Moreover, 

resilience was shown to grow steadily over time, confirming its developmental nature and reinforcing 

the value of sustained interventions rather than one-off initiatives. 

While the study offered robust insights, limitations such as reliance on self-reported data, cross-sectional 

elements, and cultural scope remind us that resilience is complex and context-dependent. Future research 

should adopt longitudinal, cross-cultural, and intervention-based designs to deepen understanding and 

validate resilience as a systemic process. 

Ultimately, this research contributes to both theory and practice by reframing resilience as a dynamic, 

multilevel, and resource-dependent phenomenon. For organizations, the message is clear: resilience 

thrives when employees are equipped with strong psychological resources and supported by environments 

that value recovery, well-being, and growth. For scholars, the findings open pathways to integrate 

psychological and organizational theories into a holistic framework of resilience. 
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