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Abstract  

Studies related to positive leadership are gaining more attention from business organizations. OBJECTIVE: This study focuses on 
the impact of middle management's positive leadership on the well-being of lower-level leaders and the well-being of employees. 
METHODS: The study used a quantitative approach through a survey, and a purposive sampling method was chosen to select (134) 
managers and employees, working in the middle and lower departments at Korek Telecom in the city of Erbil, Iraq. Data were obtained 
through a questionnaire distributed to the research sample, which was measured using a five-point Likert scale to obtain the required 
data. Multiple linear regression analysis using SPSS was used to interpret the data. RESULTS: The results of the data analysis 
indicate that positive leadership of middle management leadership has a high impact on the well-being of lower-level leaders. Furthermore, 
positive leadership of middle management leadership also has a high impact on the well-being of employees. The analysis indicates that 
an increase in the positive leadership of middle management will enhance the well-being of lower-level leaders and the well-being of 
employees, and lead to tangible performance. From a broader perspective. CONCLUSIONS: This research provides encouraging 
insights for mobile telecom companies in Iraq to enhance the work performance of leaders and employees. 
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Introduction 

The contemporary business environment can be defined as one that is characterized by volatility, 
unpredictability, complexity, and ambiguity. Organizational executives view the current business climate as 
unsatisfactory and wildly negative spiraling out of control. It is the responsibility of leaders to guide their 
organizations through difficult periods when they have to cope with change, stagnation, and downsizing in 
a transparent, effective, and moral manner. Employees have an obligation to provide their coworkers with 
the highest level of security, safety, hope, and purpose possible, and employers have a duty to ensure that 
their employees perform their jobs in a way that benefits both the organization and its employees. This 
means increased profitability for the company's employees, increased competitiveness, and a safeguard 
against financial difficulty that improves their quality of life and enables them to realize their full potential. 
Thus, adopting positive leadership methods is highly recommended since it improves employee satisfaction, 
well-being, dedication, and intention to stay with the organization. How a leader manages their direct 
reports has an impact on how those employees perceive their roles and expectations. An optimistic 
interpretive style is associated with many positive performance outcomes in the workplace for a competent 
leader. In addition to increasing employee involvement, motivation, commitment, and satisfaction (Nel, 
2015:2). 

Literature Review 

Leaders rely on assimilation and integration to integrate major life experiences and functional social norms 
into their core. Moreover, self-reflection and self-awareness help leaders recognize and cultivate their 
personal qualities. However, admirable leaders empower their followers by acting as role models, and 
followers respond by adopting the traits and behaviors that the leaders have selected. Work group members 
legitimize positive leaders at the group level of analysis by giving them a leader role identity and adopting a 
follower role identity. Work groups are transformed into teams by positive team leaders using four 
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techniques that constitute a "shared sense of us." In the end, leaders within companies can foster a moral 
culture by laying a foundation of universal principles and using CSR projects to improve their environment. 
Alternatively, companies could employ organizational learning to establish a moral culture. While followers 
view leaders as submissive individuals who are persuaded by them, people view charismatic heroes in 
leaders. Numerous new perspectives on leadership have emerged as a result of this alteration in the 
narrative. Moreover, following this shift, the term "leadership" is now frequently used to characterize an 
interactive process that involves mutual influence and interaction between social actors, including leaders, 
followers, and other stakeholders, as well as their environment. 

Previous research has focused on their main areas of interest in constructive leadership. The bulk of them 
share a similar ethical component, which is based on one or more conventional virtue ethics systems. 
Examples of leadership include servant leadership, ethical leadership, and leadership. The phrase "positive 
leadership" refers to a broad category of concepts, frameworks, and models related to leadership that are 
intended to improve followers, teams, and other stakeholders within an organization while also promoting 
actual performance, organizational excellence, and long-term protocols and practices. Positive leadership 
should be valued by stakeholders in the organization (Dick & Monzani,2020:1,2). 

Positive leadership, on the other hand, is defined by other research as "the systematic and integrated 
manifestation of leadership traits, processes, behaviors, and intended performance," in addition to "the 
positive strengths, capabilities, and developmental potential of leaders, their followers, and their 
organizations over time and across contexts." Positive leadership needs to be methodical and integrated 
over time because positivity demands a broader perspective and an integrated analysis of the various system 
components that span time and contextual boundaries. Positive leaders (and organizations) must regularly 
assess many aspects of their values and operations because a single negative event can harm an 
organization's reputation for a very long period. Furthermore, previous studies suggest that effective 
leadership requires a combination of situational aspects, variable states, and steady traits. These traits, 
practices, deeds, and performance outcomes are evident at multiple levels, among them leaders, followers, 
and their organizations. The qualities of leadership that were previously described are in line with the widely 
accepted characteristics of leadership. On the other hand, positive leadership stands out since it emphasizes 
and makes the most of a person's strengths, abilities, and areas for improvement (Mrgan & Luthans, 
2013:201).  

Furthermore, previous studies have looked at a number of aspects of the importance of positive leadership. 
For example, the concept of positive leadership emphasizes how important it is for positive leaders to 
manage their own abilities and strengths in addition to the abilities and strengths of their followers and/or 
organizations in a coordinated and cohesive way. In addition to having a better sense of internal control 
and authority, positive leaders should also have positive assessments of their surroundings that motivate 
them to maximize their abilities and progress them toward new possibilities. Good leaders will be more 
aware of the challenges posed by distance and will be better able to discern the specific impacts that these 
challenges have on different people. According to (Adams et al, 2020:1148), followers have the ability to 
respond to them in a more consistent and well-rounded way. They can also proactively modify their 
approach to accommodate the needs of their followers.  

Since the closeness and security that result from a leader's guidance, attention, and affirmation can 
periodically replenish psychological resources that have been depleted and generate new ones, these 
relationships have an emotional component. These relationships involve an essential cognitive component 
that promotes mutual respect and trust through role-playing and higher-level exchanges. People can acquire 
decision-making skills, critical success factors, a more independent, self-driven, confident, flexible, and 
skilled mindset, as well as the capacity to set their own goals and devise their own paths to achieving them. 
Furthermore, they possess the capacity to assume leadership positions within their peer groups, acting as 
promoters and messengers for innovative ideas within their spheres of influence. inspiring leaders as 
followers become more self-sufficient, the nature of the connection may change significantly from one of 
dependence and mentoring to one of collaboration and collegiality (Luthans Morgan & 2013:201). 
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Furthermore, there is a connection between and a critical function for trust and organizational justice in 
the development of constructive leadership. It is also clear that a positive organizational process begins 
with positive leadership. Consequently, good leadership fosters a positive organizational culture over time, 
which is required for the company to build a positive strategy that can only be implemented. Positive 
leadership goals can be summed up as follows: utilizing or cultivating positive human capital among current 
employees; positive organizational design A positive leader must be dependable first and foremost. Because 
trust essentially removes the need for formal agreements and contracts, it facilitates the management of 
dependency for both individuals and groups. Trust helps manage complexity and reduces ambiguity. 
Additionally, it enables flexible work schedules. promotes innovation and taking chances. Second, a leader 
must be more brave and open to building trustworthy relationships in order to try to learn from mistakes. 
A leader who has the audacity to have faith in the future will compel their team members to contribute to 
building the necessary trust. Thirdly, humility is a great quality in a person since it demonstrates your 
willingness to accept and understand both your strengths and weaknesses. Fourth, a leader needs to be 
genuine if they want to build relationships with others. Authentic leadership is characterized by a pattern 
of behavior that supports moral values and builds psychological capacities. It also includes behaviors that 
raise self-awareness, promote self-development, and enable balanced information processing. A genuine 
leader doesn't display hypocrisy or disparities in his actions and statements. Fifth, clear standards for staff 
appraisal, remuneration, and promotion, the growth of trust between leaders and followers, and an 
optimistic and entrepreneurial mindset are all essential elements of effective leadership. Sixth: The final 
essential element of successful leadership is hope. Entrepreneurial leaders are recognized for their aptitude 
in identifying, grasping, and capitalizing on possibilities in their environment—even when competitors view 
them as threats (Zbierowski & Góra, 2014:87).  

Helping individuals and groups achieve remarkable achievement is the seventh objective of good leadership. 
Eighth: Positive bias, or emphasizing human potential, talents, and abilities, is another name for positive 
leadership. Its purpose is not to overcome obstacles but to foster prosperity and well-being. In addition to 
communicating positively and being upbeat, the ninth principle of positive leadership is to draw attention 
to the opportunities and value that may be discovered in both problems and weaknesses. Positive leadership 
doesn't dismiss bad things that happen; instead, it builds on them to create positive results. It is not the 
same as just being handsome, trustworthy, compassionate, or a servant leader; rather, it is about integrating 
and enhancing these attributes with a focus on strategies that instill a positive, strengths-based energy in 
people and organizations. The best possible use of human nature, or the promotion of virtue, is the ninth 
principle of positive leadership. This implies that a natural tendency toward kindness exists in all human 
systems. Eleven: Positive leadership is based on what motivates individuals and groups, what works 
effectively in businesses, what is admirable, noteworthy, and encouraging, as well as what is difficult 
(Cameron, 2008:3). 

However, businesses and organizations require resources in order to achieve their goals. Among the various 
kinds of resources are financial, scientific, technological, human, and natural resources. One of the most 
important aspects of any company or organization is its human resources department because they manage 
other resources that affect... Employers need to monitor how well their staff members are carrying out their 
duties as workers are assets and their output contributes to the company's goals. Organizations that fail to 
maintain or manage employee performance may not adhere to employee performance differences, which 
can hinder the organization's progress toward achieving its goals. Companies expect their employees to 
work as hard as they can to accomplish their jobs. Measured by the actions made to improve the 
organization's or company's operations, employee performance is determined. The success or failure of the 
business is significantly influenced by employee performance. Because of how important this is, the 
company in this case needs to monitor each worker's performance to find out if they have fulfilled their 
duties and responsibilities as planned. This performance review will be used by the company to decide 
whether to keep the employee on staff. Performance assesses how well the employee can complete the task. 
Numerous elements, including as leadership style, motivation, job satisfaction, and employee engagement, 
can affect an employee's performance (Susanto et al, 2023:60). Performance is crucial in these situations 
since it is necessary for the success of an organization or business. Good performance results from 
optimizing the duties that multiple employees take on at any one time. Performance evaluates the caliber 
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of work in respect to standards set in a predetermined amount of time )Rezeki et al,2023:570). Coordination 
of leadership by individuals who inhabit several levels of the hierarchy and whose actions influence 
significant results at the individual, group, and organizational unit levels is essential to the efficiency of an 
organization. Organizational leadership is a multifaceted phenomenon. One aspect of leadership is 
supervision, in which leaders delegate, allocate, and terminate responsibilities. Executives in middle 
management set operational objectives and organize the steps required to achieve them. Although leaders 
at all organizational levels perform similar duties, such as setting policies, creating boundaries, and keeping 
things running smoothly, they do them in different ways (DeChurch et al, 2010:1070). Since an individual's 
skill and speed of work are founded on their self-belief in their capacity to plan and execute the actions 
required to achieve particular goals, they in turn define that person's well-being. A person's likelihood of 
engaging in and completing task-related activities increases with their level of competence. Studies reveal 
that workers' well-being acts as a protective shield against the negative effects of work-related stress on 
their mental health and is favorably correlated with workplace attitudes, training effectiveness, and job 
performance. Employee self-efficacy is influenced by the leadership environment at various organizational 
levels (middle versus lower leadership) via many processes for both productive work groups and individual 
employees. "The group's shared belief in their shared abilities to organize and execute the courses of action 
required to produce certain levels" of achievements is how collective efficacy has been characterized at the 
group level of analysis (Chen & Bliese, 2002:550). Thus, the subsequent theory is proposed: 

H1: Positive leadership has a positive impact on the well-being of lower-level leaders  

Research from the past has indicated that there are differences in meanings and perspectives associated 
with the term "well-being." Because it meant to be free from illness, this phrase was historically employed 
primarily to describe physical health. However, the term now encompasses more social, mental, emotional, 
and physical aspects as time goes on. (Simone, 2014:118). Since happiness is perceived as a blend of positive 
and negative effects together with a sense of life satisfaction, people tend to conflate happiness with well-
being. A person's level of social well-being is maintained at a "set point," which means that, under most 
conditions, a person who reports high levels of well-being at Time 1 is likely to report high levels at Time 
2. This is an impressive and well-researched outcome in this field. In the interim between the two 
evaluations, our emotional and mental state of satisfaction with our lives is what we consider to be well-
being. Over the past few decades, there has been a substantial advancement in our understanding of this 
idea, and we now know a great deal about the components, causes, and benefits of well-being. Individual 
differences in wellbeing have been one of the key topics of interest for researchers. This curiosity led to the 
ground-breaking discovery that people's well-being levels are remarkably stable over time. Our ability to 
adapt to even the most difficult situations and dispositional factors like affect and personality can both be 
partly responsible for this stability. A different hypothesis holds that a variety of psychological mechanisms, 
such as optimism, self-worth, and a sense of control, work together to maintain a positive state of overall 
well-being. This helps us adapt by providing the resources we need to manage daily stressors (Page, 2005:4).  

Recent research has combined several concepts of physiological, psychological, and social well-being, 
including workplace-specific metrics. However, the intricacy of professional settings can raise questions 
about the applicability and potential impact of these technologies (Kawakami, 2023:2). Many employees 
work eight hours a day while seated to do their tasks. Employees are not impacted by physical problems in 
their early years. However, together with poorly designed workstations, bad diets, and inactivity, lengthy 
periods of sitting lead to an increasing number of problems over time. There might eventually be a serious 
problem. Along with a plethora of other concerns, employees also face a reduction in cognitive function as 
stress levels rise, which leads to illness—a indication of a lower quality of life caused by psychological 
problems like stress and physical problems like back pain (Planinc et al, 2015:213). The human body and 
mind are subjected to extreme physical and mental demands, which when combined with everyday stress 
at work can have a detrimental impact on one's emotional and physical well-being. The fact that certain 
features of the job can put people in risk is making concerns about the health and wellbeing of employees 
more urgent. Workplace characteristics can have a significant effect on employees. Examples include the 
company's health and safety policies or issues with work design that are connected to the underlying work 
environment. Other potential risks include the recent increases in workplace violence, retaliation, and 
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animosity. work, as well as sexual harassment and other unhealthy behavior. Results related to health and 
well-being have even been connected to the nature of the professional interaction between superiors and 
subordinates (Danna & Griffin, 1999:358). Investing in employee well-being pays off for both firms and 
employees. Businesses benefit from improved output, higher productivity and loyalty, a dedicated 
workforce, longer employee lifespans, and higher levels of job satisfaction (Kathuria & Aryan, 2020:223). 

The importance of employee well-being in organizational research has grown for a variety of reasons. It is 
obvious that an individual's experiences—both social and emotional—while working have an effect on 
them. These encounters also encompass non-work areas where workers spend about one-third of their 
time. Since they spend their time at the work site, they don't always finish the job when they leave. 
Additionally, bad health can negatively affect businesses and their employees. Unwell employees may 
contribute less overall, be less productive, make worse decisions, and miss more work. continually inside 
of businesses. Many researchers in the field of organizational behavior think that studies on well-being 
originate from theories related to motivation. Positive leadership accelerates their performance because it 
cultivates personal growth via the application of positive ideals, enabling people to face and resolve 
problems with skill and take part in activities that enhance the quality of human existence (Muharom, 2023: 
288). 

A person's position in the past was restricted to carrying out their assigned tasks, but in the modern 
workplace, human resources are essential to the business's operation and can significantly affect its 
performance. This suggests that you should take into account their needs, figure out what makes them 
comfortable, and then work to enhance their performance (Simone, 2014:118). One of the reasons 
employee well-being is so important is that it is not only dependent on external factors related to the 
workplace and organization in which the individual works. Therefore, in addition to coming from above 
through management's actions, it can be encouraged from below to alter personal traits and behaviors. 
Initiatives for workplace counseling, training, and organizational development are also being established 
with the intention of helping leaders, important players, and small groups create subsystems of well-being 
in the workplace. There seems to be a relationship between employee well-being and the subjective ability 
to create an acceptable psychological contract with the organizational environment. The correlation 
between job satisfaction and employee well-being can be explained by the latter's stimulation of the former 
through the ability to strike a balance between positive interpersonal interactions inside the workplace and 
the setting of reasonable personal goals that support one's own well-being. A variety of social interactions 
require the development of cohesiveness, optimism, and self-esteem. Well-being is also correlated with 
pleasant emotions, presuming that positive outcomes can arise from an individual's interpersonal features 
interacting with the organization. The matter of self-assurance as a valuable asset for both excellent workers 
and persons who serve both the company and the individual Positive attachment can enhance ties with the 
workplace and has a noteworthy effect on unconscious behavior related to goal pursuit, as per findings 
(Biggio & Cortese, 2013: 1-2). According to the definition of employee well-being employed in this study, 
it has to do with how people see their lives, occupations, and other duties that have a big influence on their 
feelings and experiences. A key component of individual employee well-being is the pursuit of enjoyable 
emotional experiences, which is connected to job satisfaction. It includes psychological and subjective well-
being, which occurs when employees consistently feel joy and contentment. Based on non-recurring 
negative emotions including melancholy and anger, three dimensions of employee well-being can be defined 
(Ho & Kuvaas, 2020). As these are seen as indicators of happiness in the workplace, the first dimension is 
happiness, which is defined as the employee's experience, degree of happiness in his work, level of 
commitment, and job satisfaction. It's finished. When workers discover meaning and purpose in their work, 
they are happy in the workplace. When employees accomplish the work and tasks that are expected of 
them, are productive and meet all of their personal and professional goals, and are motivated to pursue new 
career paths, perform well at work, and uphold the organization's shared values, this makes them happy. 
Positive interactions are also fostered between senior management of the organization and its personnel 
(Qaiser et al., 2018: 4). Second, being free from diseases and injuries as well as having good bodily and 
mental health are all considered aspects of one's health. It also includes workplace-related psychological 
pressures, anxiety, and stress, all of which the organization strives to keep to a minimum for its employees 
in order to keep fatigue and stress from affecting their performance. These days, businesses give employee 
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health a lot of importance since it affects their general well-being. An employee in good physical health 
who is not experiencing stress, anxiety, depression, or pressure from their job will perform better and be 
more productive than an employee who does. These conditions have an adverse effect on the performance 
of the employee as well as the organization (Jena et al., 2017: 1-2). Third: Interpersonal connections: A 
happier and more fulfilled life is thought to require friendship, love, empathy, and affection for everyone, 
as well as the ability to love and form deep relationships of friendship. The quality of working relationships 
that exist between leaders, employing organizations, and coworkers is referred to as "social relationships". 
Trust, reciprocity, social support, information sharing with the leader, and a feeling of perceived 
organizational support are characteristics of these relationships. The welfare of those who work is impacted 
by their social relationships. Employee satisfaction increases in direct proportion to how well and reliably 
they connect with managers and other staff members at the organization (Huffman et al., 2015: 7). 

In the context of this study, it is important to note the causal relationship between employee well-being and 
effective leadership. The importance of employee well-being may be strongly felt by organizational 
leadership. The primary reason for this interest is the positive correlations shown between worker 
productivity, well-being, and performance. The leadership has a responsibility to intervene on behalf of the 
health and welfare of their employees. It's also feasible that the advantages of this intervention will outweigh 
the costs of doing nothing in addition to increasing productivity. Workplace health initiatives can reduce 
the cost of medical care for employees and be Such interventions can also be part of a plan to address 
norms and obligations related to responsible employment. Positive leadership intervention in the workplace 
is primarily justified by the desire to improve worker productivity and quality of life while reducing financial 
losses due to illness, disability, and absence. Furthermore, it is thought that when people are able to achieve 
their social and personal goals and feel like they have a purpose in the community, they are more likely to 
be able to work creatively and productively, form strong bonds with others, and contribute positively to 
society (Fiona et al, 2014:4). Therefore, the following hypothesis was formulated: 

H2: Positive leadership has a positive impact on employee well-being 

Previous studies and literature reviews have shown that positive leadership has a positive impact on both 
lower-level leadership and employee wellness. However, by releasing a conceptual framework, this study 
presents a fresh notion as there is currently a lack of research on how these variables interact in the context 
of telecommunications companies—particularly in Iraq. 

 

Figure 1. The Framework of Concept 
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Methodology 

Research Design and Participants 

The goal of this research is to examine how lower management leaders' and employees' well-being is 
impacted by constructive leadership. This goal was accomplished with the use of survey research. Survey 
research is the process of collecting data from a pre-selected population to learn more about a particular 
occurrence. In the context of this study, a survey was conducted in the Iraqi city of Erbil with 234 managers 
and employees of Korek Telecom. Information was obtained by means of deliberate sampling. 

Tool 

A questionnaire was used to collect the required data. The items on the questionnaire cover the three 
variables that were looked at in this study. The survey was created by drawing on several previous studies. 
There were a total of 37 items in the questionnaire, and each one had a five-point Likert scale with 1 
representing "strongly disagree" and 5 representing "strongly agree." A pilot study was conducted with 
twenty-one respondents prior to distributing the questionnaire to the intended respondents. All items had 
Cronbach's alpha values more than 0.7 and coefficient values of 0.433, according to validity and reliability 
tests. This suggests that all of the survey questions were valid and reliable, meaning that additional 
information can now be gathered using them. 

Data Collection Procedures 

After the pilot study was over, the participants got the questionnaire. Data collection took place for nearly 
two months, from January to March 2024. In the end, there were 134 responses in the data set. 

Data Analysis 

Using the statistical program SPSS v. 27, the following steps were taken to examine the data from the 
questionnaire that was provided to the study sample: Using Microsoft Excel v. 2016 to total the sample 
members' replies based on the three factors was the first step in tabulating the data. Second, a multiple 
linear regression test was run at a significant level of significance (0.05), meaning that the hypothesis is 
accepted if the p-value is higher than (0.05). This test was performed to find out how the three variables 
related to one another and to test the hypotheses. Third, the study's conclusions and findings are presented 
based on the data analysis results. 

Results 

To investigate the relationship between positive leadership and the well-being of employees and lower-level 
leaders, this study employed linear regression to address the following research questions: 

Table (1) presents the results of testing the first hypothesis (H1). Table (1), which shows a p-value of (0.002) 
(<0.05), suggests that lower-level leaders' wellbeing at (the research location) is significantly improved by 
positive leadership. This result confirms that the level of positive leadership demonstrated by middle-level 
leaders in (the study's application location) positively correlates with the well-being of lower-level leaders. 
The first hypothesis (H1) will be adopted in light of these data. 

Table (1). Testing the impact of Positive Leadership on Leaders at Lower Levels 

aCoefficients 

Sig. T 
Standardized 
Coefficients 

Unstandardized 
Coefficients Model 

Beta Std. Error B 
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0.000 6.819  0.416 2.834 (Constant) 

0.002 3.312 0.527 0.098 0.307 Positive 
Leadership 

Dependent variable: Leaders at Lower Levels  

Source: prepared by researcher based on (spss.v.27) 

The results of evaluating the second hypothesis (H2), which examines the potential impact of positive 
leadership on worker wellbeing, are also shown in Table 2. The results showed that workers' well-being at 
(the research location), where the probability value was (0.000) (<0.05), is greatly improved by middle-level 
positive leadership. 

Table (2). Testing the Impact of Positive Leadership on Wellbeing of the Employees 

aCoefficients 

Sig. T 

Standardized 
Coefficients 

Unstandardized Coefficients 
Model 

Beta Std. Error B 

0.000 7.929  0.328 2.604 (Constant) 

0.000 4.333 .639 0.078 0.364 Positive 
Leadership 

Dependent variable: Wellbeing of the employees 

Source: prepared by researcher based on (spss.v.27) 

Conclusion 

The results of this study showed that positive leadership can improve the welfare of subordinate managers 
as well as employees. Positive leadership benefits both lower management executives and employees at 
Korek Telecom in the Iraqi city of Erbil, according to the results of data analysis performed using multiple 
linear regression. The results of the study indicate that in order to enhance the welfare of lower management 
leaders, Korek Telecom should encourage effective leadership techniques. By doing this, the company will 
be able to enhance the capacity of its executives to adapt to changes in the surroundings and accomplish 
its goals. This study also demonstrates how crucial it is to pay more attention to the different aspects of 
employee well-being in order to ensure that their output satisfies client needs. This entails taking into 
account the factors related to employee well-being and focusing on innovative methods that enhance the 
wellbeing of leaders in lower management. In Iraq, where the company is vying to provide its clients with 
the best services available, Korek Telecom's market share will be greatly impacted by helping middle 
management executives create a more favorable work atmosphere. Furthermore, studies based on a more 
thorough comprehension of workplace well-being may be created in the future, which will surely produce 
more intriguing results. 
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