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lead to the improvement of individual and group capabilities in the organization by creating a
sense of optimism, empathy, and compassion with people, inspiring, and creating a positive
resonance in the organization while strengthening the morale of the employees. In the current
research, the role of this leadership style on the self-efficacy of people as one of the most
important structure of positive organizational behavior and self-influence mechanism was
investigated and explained. In this qualitative research, using the strategy of Grounded Theory,
and based on the three-step process of theoretical coding, as well as using the data from 21 in-
depth interviews with managers of the selected knowledge-based companies and university
professors, a conceptual model of the role of resonant leadership on the self-efficacy of the
managers and employee's collective self-efficacy in knowledge-based organizations was
presented. Also, the dimensions and components of the managers’ self-efficacy were identified
as the central category, and the factors affecting it were studied along with the organizational
consequences of people's self-efficacy. Finally, while presenting a comprehensive model, 7
main hypotheses and 13 sub-hypotheses were extracted from the relationships between the
research variables.
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Extended abstract employees (Gaan & Shin, 2022). Resonant

leaders create a strong value system through the
1. Introduction sense of hope, conscious attention, and
Resonant leaders are in tune with the emotions of compassion they spread in their employees
others, and this type of leadership, which includes (Lenka & Tiwari, 2016). They are effective on the
the emotional competence of the leader, is very psychological security of the employees and the
important to reduce the psychological stress of dynamics of the organization as well (Saeedi,
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Salehi & Zameni, 2021). Therefore, it can be said
that one of the most important factors that affects
the self-efficacy of people, as a psychological
variable in the organization, is the presence of
resonant leadership.

In this research, while explaining the role of
resonant leadership on the self-efficacy of people,
especially managers, the managers’ self-efficacy
has been considered as a vital pillar for the
organization. The self-efficacy beliefs of
managers have a positive relationship with the
performance of subordinates, i.e., the managers
with higher levels of self-efficacy facilitate the
performance of the subordinates, which in turn
will lead to improving their self-efficacy beliefs
and improving their performance level (Jawahar,
Mohammed, 2022). Unfortunately, manager's
self-efficacy has been neglected. In this research,
the effective factors, components, and
consequences of the managers' self-efficacy in
knowledge-based organizations have been
identified and analyzed. Also, collective self-
efficacy of the employees has been considered as
one of the consequences of the managers' self-
efficacy and the existence of resonant leadership
in the organization. The result of the work is a
conceptual and comprehensive model of the
managers’  self-efficacy, the  employees’
collective self-efficacy, and the role of resonant
leadership in improving these two variables,
using the method Grounded Theory.

2. Research Methods

The managers of the top knowledge-based
companies in Isfahan Science and Technology
Town as well as university professors in related
fields were the participants in this research.
Theoretical sampling method was used to select
the people for conducting interviews. In this
regard, 21 people were selected to conduct the
interviews. The interviewees were 12 managers
of knowledge-based companies and 9 university
professors in the fields of psychology,
educational sciences, and management. The time
of the interviews varied and lasted from 30 to 140
minutes.

The current fundamental-applied research
uses an exploratory qualitative approach. The
research philosophy is also based on an
interpretive worldview. Also, the inductive
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approach has been used here to go through the
process from part to whole to formulate the
theory. For this purpose, the Grounded Theory
strategy has been conceptualized. The rationale
of using this strategy, on the one hand, is the
researcher's intention to benefit from the
experiences, awareness, knowledge, and views of
experts involved in management affairs in
formulating the theory. On the other hand, it is
related to its use, because the database research
strategy is a systematic and qualitative method to
create a theory that, on a broad level, explains the
process of action or interaction of a subject with
a specific identity. Due to the researcher's desire
to have a more complex presupposition about the
relationship between the data and the emergence
of theory from the data, in this research, the
classical approach or the Grounded Theory has
been used.

3. Results

In this research, the qualitative analysis of the text
of the interviews was done in three stages, with
the help of Atlas Software, to provide an
objective model of the created theory. The open
coding stage is an analytical process through
which  concepts are identified and their
characteristics and dimensions are discovered in
the data. In this research, 135 main concepts, 57
secondary components, and 18 main components
were extracted from the text of the interviews. In
the axial coding stage, by means of continuous
comparison of the concepts with each other, i.e.,
"constant comparison”, the common areas of the
concepts are discovered and the possibility of
their classification are provided. In this research,
at this stage, the categories of resonant
leadership, managers’ self-efficacy, underlying
factors, employees’ collective self-efficacy and
consequences were arranged. The third step is
selective coding. This step is the process of
integrating and improving the categories so that
they are finally integrated to form a larger
theoretical arrangement, so that the research
results take the form of a theory. Here, the model
of the influence of resonant leadership on the self-
efficacy of the managers and the collective self-
efficacy of the employees was formed based on
exploratory classes.
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4. Conclusion

Employees and especially managers experience
mental fatigue, which requires the sympathy of
the leaders and the relief of sorrows and pains
rooted in them. In this research, the conformity of
the leaders and managers of the knowledge-based
companies and its contagion to all the employees
and its effect on the dimensions of self-efficacy
of the managers and consequently the collective
self-efficacy of the employees were discussed.
By creating a common vision, establishing
empathy and compassion towards people, and
having a positive mood and spreading it, the
resonant leaders created an environment in the
organization that was dynamic and full of
motivation and mutual trust between people, and
helped to empower them. It increased the people's
morale and improved their performance and
ultimately job satisfaction. In general, the
managers with self-efficacy have faith and
confidence in their diverse and general
qualifications and abilities in  different
dimensions of life.

Funding:
There is no funding support.

Authors’ contribution:
All authors are equally involved in the
preparation and writing of the article.

Conflict of interest:
Authors declared no conflict-of-interest.

Acknowledgments:

The authors express their gratitude to all those
who have cooperated in the completion of this
research, including the management and staff of
the Isfahan Science and Technology Town, as
well as the managers of the knowledge-based
companies there.

Volume 4. Issue 7. Autumn and Winter 2022. Pages 173 to 190.

Mohammad Taghi Ghandehari, Saeed Abesy, Hasan Alvedari, Mohammad Javad Hozoori. Explaining the role of resonant
leadership on the components of managers' self-efficacy and employee's collective self-efficacy in knowledge-based organizations:
qualitative research’




DIl (Al alie Cuy yode ale adliliad o

DT VY Clain Fe) (k) 9 5y Vo lad F o g Journal of Sustainable Human Resource Management

wale
el S a5 () e el S A Al ga g ) glab (g GART G
FE RS e 9 1O Gl Jlu pa (LSS 2an

2@)}.'4; J\).;Am &YGJ\JJX\ TN cYG..n..\Lc REL W c® *\Ls‘)l.&.ﬂé ‘fﬂ.}m

OV €0 g e play oL ¢ (150 jae ale 05 R (0 0!
Q\)ﬁ\ cu\xﬁ ‘J)ie\:\ga&.iihc éﬂ;;&gﬁug&:a}ﬁ ‘JL\_,JL'\M\Y
OV ) el 58 ply o8y ¢ (A150 Cy june ale 05 £ ¢ ludila”
O €0 g e plyg oL ¢ (3150 Cy paae ale 05 R ¢ ladiila®

d 10.22080/shrm.2022.24276.1376

1l 0 &)
DAéS\% YEO) jea Y
AL s 5 aad e nid g alaal L aS 3l o LA YL (Jlaas i b (G s 0 sed o) VEOY LYY
P38 5528 saiadl 55 sl )] 4y e LS IS a5 65 (e 2 508 (e Sl )2 e (prida sl 5 (oiled) e s
Ol % el 48 JUS IS (Jad sla Nivd GAalS e (5 ) S () S S48 lal 2 VEOY Y
00 e A SIS AL 5 Cuile slasaiadl 58 Cu 8T Camoga eCand QU 53 0 50 Ay (sl ) (S
2 Ol sie 40318 el a5 (5 ) S () U ol S g5y A S0 slate 3148 puala (a3
Ol 5 Olese sl 353 Lagead 3 s 38 sl analSa 5 ) Scuiia o jlu 8 slae s 03 Sines )
Ol s ey 0313 (5 Jlusp s (st 3yl 3l el e 38 55 ) 53 .8 R 1B s 2 )50 el 3
S i ) e b e (sdaliaa VY ) &abdubala‘j\a.\m‘ulh‘}:\ijcd)ﬁg‘)lﬁ.ﬁd‘&)‘u 2 8
i) (gasgda ae cati pe sladid) o ABEI Al 58 5 Glebeal (Hiiad ale (S jeh (il dtie
Qi xR a8l ol il lgle e ) GESHIS caes gl S0 A 5 o) e sl HSas 5 | sian (5
ok e3ky 3 O L3S hay Aald) e 53 5ok Pl 4 e B 5 ki (s Saisal (i) lise 314
= sadlsa OV JLEJ‘K‘.—‘“%):’GLA‘ p5g8a VYO callal A Jidas ) 58l Ay 2 Qi HUALL 4ay sladaaliae
Lgdjho\)lc@ﬁ&d&‘)&l)&dhd}nb}j&)f@w _.\Jd.\sg@.kjcps.m\s\ml il YA o3 i<
L_AJ.A sl ) e Gl 5o aiad lalad ol il saal oA e jla d\AML)g 50 Sise Jalse () ma ¢ L;A‘JJLSJ)'; ) giad (5 3
A R ATl (53 sla e (e dal s Ol e A i VT 5 lual anm iV casla | gle Sl (LS IS ren sl IS 53
ol
OLEOES S 50 a8 Vg gl g el 5 Ylal&l as o ol dadda
Lenka) 2uS ge alal B ) Al S (23 o L )
(& Tiwari;2016 aly o uL»L:Aa\ € e Jaea 3 L \}.ws. Olom
. o) galdie | QI8 5 5 8 a5 ) B A0S o0y e Sise sk
s el GRS IS (g ) el UTA Lsﬂd u Gl e GRIE 1) 2gai 48 miA s il
Jf*ﬁﬁﬁuf-\%& .(Saeegl/l et al., 2021) Ca yise (o) Saalad 35a il hl cilulua) b Tsiaa o), 23S
DR Ol 4 el IS G IS IS Al g sladdl sa i Lible Sanls Jols 4S B s onl s e

SIS 3 Shae L sian (5w ) adadl ) SRl 5 ) sl i

P . ) 0 e Dl (5 el GUS IS (g (il (LS (6] el
<R ol i 1 (Gaan & Shin, 2022) slaiaa Jeasi |

o Gk ) s ()i (Gaan & Shin, 2022) a3k

AL e Jphena paien g8 (6 4888 Al ) EJ&JM&)A'A\AM&A**
GRS 1] ghesa bl gi
Ghandehari@pnu.ac.ir il Ol 0l <5 by o8l € (3153 paa gale 05 8 ¢ 30 10u

' hope

2. mindfulness

3, Compassion

4. Resonant leadership

A OMSS ran sl JSaga 5 0 pada s da 303 saAla 4 ) glad (5 by GRS (pai (5 9an A gadana <5 sl Gen (ol S (g aAE Eiaaaa
RS g 9y 1 LRI e jla



mailto:Ghandehari@pnu.ac.ir
mailto:Ghandehari@pnu.ac.ir
https://www.orcid.org/0000-0002-0240-6739

Dl (Sl alie Cy pive oale aalilad g
Journal of Sustainable Human Resource Management

N BT clada VP 0) e g el Y o led oy

G YL sk b (Al e (ixg 2l (Sile Bl ) Gl 55
Ol 4SS e Jaget )y Gl 5 3 Sdee (sl HlSa 58 )
g 51 5 T (sl S0 55 s 4r saie G0
Jawahar & Mohammed, ) & i Glis Slee
G 5 Cuaal st ) e T e gl IS 0 & alleulia (2022
s (SIS 5 gl Caf e 53 Sae 3 Ol ) ey
Q) Qlﬁ:\s;ﬂ A gz a Sl sl é‘ﬁ G@A}.\fs B calse
Sse e S () sie 4a 1) jpde el S48 a5 4%
A o) slaadlge lalid ) gas K i o Slee
i 55 cp) o lagl ol b L ailey 5 g clie (o (5l e (e
sy 5 Al e dalse Sy 5 Glelid 4
Ol Caal ) glagledle 5o Ol e sl jKasa
Gl S0 a sladaly 5 (So o) sie 4 Cisad a4 43Aa
Gl S (gl )3 Vsiar (5 ) dsas 5 Ol e
LS duals a4 8 )8 4n g8 350 QUS IS oran
oseie (e calaly 021y (5 Jlua seda (gan Hlad i gy ) ealdiul
jO\.’\SJ\S (e Ls.LJJlSJ}'; ¢ e LSJA]JISJ}.A J\ QA\A 9

ASL e e 52 (p) s )2 ) sed (5 ) A

uﬁA\gj,g 4.':,34.1:,3:1 § gl u.'\l..).A Y
lsiad gy Y,

A4Sl o oalg Ly (5] 4duld (il 1 ) sied (508 ) 4 sede
A i 5 A enaad ¢ paidy L aS el e Cala b
Loohmy al Wlajbe o) 0 caul A8 caijls i
saliiul ilale diadga culbals ) 3G ail 0E dhle (e
Cul ya 5 dn i el 81N 5 RS Gaob Sl 1 Gl s 5 2
sl Yeo) Jw » (Gaan & Shin, 2022) Jites Al
PSS G puile e (el dail Sl gl
Gl 1" aseda "ad) 5 )" Ol sie Cad liasa QS
Dl S Ayra ) Vg i Gk e
| sian (5w ) QLS )3 Yoed Jlu 53 (SSa (15 G Sl so
O Jsha il ol gl ol 5l ) b seda
CTS ke amel il ) 1) aA T (B Sise
O 4y ey o Ll 4l as g g gy g e

S e

Gl e ibale Cul o 43 B0 50 ) sias (550 ) o sgde

| siad O st Alis 540 0 ol Cate Clsbisa) Causl Siina 4S
(152a0) Sl pila chasi yo JlSad 58y )2 5 A (5 pesa
P as ) ym ) (Lenka & Tiwari, 2016) 2 s e
) i G e ) e iladsa) By ska O a5 Gls
Squires et ) 2 si e 432LE ) e ) sie 4y i€ 5 350
I siad s (V<) +) il fSan 5 555l (al., 2010

8, job performance

°. Managers' sense of self-efficacy

10, Daniel Goleman, Richard Boyatzis, and Annie McKee
1. Emotional intelligence

2. Emotional intelligence

13, Shared hope

S 0l i 4 el sl JSa 8 48 el se (g ) S
€A e J\)E ‘):\SL Caal UL‘“JL“’ BN \J “;\i\jﬁﬁj\j) i
) ) sied (5 s

O ngiisa plal | gien L KK ) G gUS S
Boyatzis ) wi€ e * k4550 )y 5" alla Fagad 5 3Ll
Cha b 5o e (i Sl L 1 s3ed 5w (et al., 2013
) a0 g alaie ] cCulan ¢ ool S JRE) s Jaidia 48
3 sy DB b el S a8 2,40 e a8 () A
Lot 52 (58 5 (sl AT 5 80 &) (o ihn Saale
1 350 SIS (o 58 (sl 82 58 dngii 50 5 by Gl 38l
AZizi ) o) 4t lele 3 Shee o gl 4S (xS
B s O (5 e Cea et 40 (Nejad, 2019
O 5 QUSIS (5353 (saal S0 6a e el 50 | 5ien
G i ) U (ores sl S0 5A 48 addy (e e |
_MJ‘EA‘)“)E ‘).\Sij

adea ) Ol TRl ) e i 43 4a
CUMA 5 saiadl 8 cdaus by 0 ol Tl Ko A
Al B ) Glale aSlee angdl 5 YIS
ol S Olsie 4 gl lSasa Lla )l a3
WS QS Lama 0 58 2 Sdee nchy G (S5
.(Ozyilmaz et al., 2017; Raub & Liao, 2012) i,
G Al @lie 5l e (b))l Lhatise pe gl JSa A
() Caalding 9 dJ\A:\LJ (Uil ‘LGJJLG_A dadlaxic) avla
a5 ) osilly Jalad e QB8 S 5 sl 8058 G 1A
.(Zhang & Welch, 2022) 2,

An 5250 slae Sl (e alaa ) 4S gl S
G ) e Slale O sie s el ) Redia oulilip) s )
2Se dae A MRS 0 Sdee a5 5 TS @)
L bl sl )l ) 5 s jbww 4S ) s (Song et al., 2018)
D2 Lshe JES 5 K0 5 3 a L ds A S 5
3 SR 5 eee aliSaus A 5 i SlaansilSa lae
.(Bandura, 2013) Cuuwi padd callSaa 4 50
Cosbs 1) a5 sl s S8 cgla K1 sl a8
Oa) 2238 a5 283 e ) B il Caad Sl 4y Calida
Mg sph R i LAk A g s ol Ll aS
ks 03 5l ) s ol alad) (g s (D Hlate 4 54
Bandura, ) m3e QL 28 ) Cualdinl jlade an JSEa L
(2013

o shed o I G Qe Gia s o 9

4 e el S0 A ) pae Lasad a8 gl oA
4 £ I8 dang e Oladbe gl Sa SSH olsie
a8ee Lol e gl lSaia gla sl aS el

. Optimism

. engaged

. challenged

. lifted

. Positive psychological state
. Self-efficacy

. work engagement

N o g b~ W N =

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa
S 3y ORI el




NGV claiin VF0) ) g Sl Y o jladi F o5

Dl (Sl alie Cy pave el ddlilad g
Journal of Sustainable Human Resource Management

Cadl Gy el anil Gl B a8 e JSE cail
.(Bandura, 2013)

G sl bl g 4 a8 A )" o) siedy sl lSa A
abi G aay M Shee el g 4 (b
) Ly a‘}gg\':‘ a‘)\_.:‘)d (\ ‘1/\7)_‘_)‘543.3 ‘591.4{\;\ calud
ol yar ¢Madih g 4 T s pe Gali el HlSa A ek o) o
B W\A‘)gd:\.g_.ﬁ c”@\:\l t_I\JLh:u\ c”.ﬁ‘)é Caa d\.ﬁe\.Lu L
Uiy cw‘:kéa.« @\}4 B o g_<.‘)J ‘;_EAM ‘igu‘)uh\}ﬁ
WS W ) 4 avlale 0 1) e b
.(Bandura, 2012)

Ay A t_ljl.aaﬁ 5\).1 J\Jﬁ\ 4 Gle Dl c\.u )Lﬁ
Lguanth ‘)\ J.'\S‘)L_n: J."‘):}g‘sn ‘).L.\ BN qu.JJLS
MMeplila ool Mhla s b M She
U S-S5 sl placdla g MBS 6 Sl 5
la U554 Ul a4 eSS a3 4 Waddlge ol
faa L als Hslhedey SIS Sqaladl ) asa

4 bgpe Gl Sa5A eyl ol )i 4kl Cines
9 “LSM.A_L):\S c”(cl.-u.n) aj\.ﬁi\ ‘,JS“'“ A 4 )llu ‘.J)S\l«:

a VY .

g Al ol (Patchin, 2016) Cusl ol cay j25 ™ Cuia gae
BN LEM\)\SJ}'; _J.'\J\J LSJA\JISJ}'; ng...\ga)\_\.'\\ D (e
Dl sk ch AS il C)L.A alida sladin)
‘Yi‘;cbua\ Lﬁh‘)\&d}; J\ A e L;AA]JISJP
R 2 P PR ENTAPA 5 L C PEQPARIIN FOSER: (KON [ LXPEN

AT EQPIN S X PEQra i PR PIW S LAPEN

S Olsie 4 ) e sl S0 A el Vs ) (SO
2 Gl 4 Ll Gl a5 Gl slasiie )
2 e o )Sdae b e el HS0 Al e o Slae
Macinati et al., ) 3,13 ol aifive & 5 asbosa ol
M a8 Gl ey ol wlasss (2016
YU b (a5 5 a5 Sdae (YL # shaus (o4
>0k 3 (Murphy & Johnson, 2016) <l 2 Slae
5 Gl b b oyl @l 4S8 T Slee —sadl S
48 3 gl e Ja gy e s2iic Cﬁ\@ﬁcp(\qqa)r'dbm
RaSa b shan 5 e adal ) sl 8258 5 3 Sl
_.L'\J\.J

16, Performance attainment or Performance accomplishment
17 mastery experiences

18, Vicarious experience

19, Verbal persuasion

20, Somatic and emotional states
21, Magnitude (level)

22 strength

23, Generality

24 Social Self-efficacy

25, Academic Self- efficacy

26, Emotional Self-efficacy

27, Physical self-efficacy

28, Creative Self- efficacy

29, efficacy-performance spirals
30, Lindsley et al

S YL S A 5 aS (S )" Glsie 4
Calyhal 534S ol il Cabal e U g o e ol 1) e
353 Cabalge Gy e 5 Jaed g eandly e Sales 2ol
aaldind B3I Q8 5 (58 b)) ) sl Sise sk 4
Aag ol agai RG4S A s Sy 2Sea
el el ] gian (5 sla U ) | 1S ey yad "ailal e
O G 28 Olaom e 2 e 5 AT gl
1 elaial slaipy 3506 5 5 28 e sl ol 4 dlaic]
S () 2 5A 45 Gl AS el Cy g0 A O 5w O 0
1 QESS akle gla 3l 4S 3,50 (e dsm s 40 U 1,

(Al & Kashif, 2020) 28 < jla s (i Jelda 1

a8 Gl oad JSE Ll ¢ a5 adl e an ) ) sias (55
G sk A 5 Gl TSk Slal alia™ 1 an jle
>0 (Mahon et al., 2014) ")l 5 cdas 5 e
LLii b o 5 (A8l 4 5 aiile) ) B 5 358 4 angi
Boyatzis et al., ) aila S ailial Wadlse o) 40 1) (a5

(2011

G Saw sosd e dald i w0 dledy
* Rt (il 5) Falysaigy o(Tonay) Soaid 135 o0
Y Kialaals (5 o gd g 5 L (LYlupd se) TSl Ssed
3 g o2l Lay 4S Sy gem 248 2,8 e o 50 i 1))
G Sl Gy Gl e Y e jise s (5w )
Muna, ) ailel goms 5 Mk somy )R
Gl 4 ) Al gy aed (A L (2011; Wagner, 2010
.(Saeedi et al., 2021) ailsa S aslial Mayl

GMTJ&.U& Y,Y
D3 sa g ASGl (gl S Gla (VAAR) ek 5 3gy
4l AL )l s S jlge 4o L 4 ally (3850 IS ol
Akl Calanie (g sbasa 5 IS O eSS () 28 (S5
S Bl b (Halliwell et al., 2022) 284
gobe (VAYY) 1ysab Jaw g b (i ) s gl 8254
s JUES Aagii )l e (A )2 AS Gl afies 55 A0
S8 )2l Sice S Lo 4S sl a5 ) s B b
(& s ke 4 (Hudson, 2016) aa syl
sk LI aS andl b palad) o Shee 5 iale Loyl il

. shared vision

. Overall positive mood

. Visionary

. Affiliative

. Coaching

. Democratic

. Dissonant

. Pacesetting

. Commanding

. specific task-related self-efficacy
. one’s goal systems

. outcome expectations

. facilitators

. enablers

. environmental impediments

© 0 N O g b~ W N =

o a4 a4 o
a A W N =2 O

A OMSS ran sl JSaga 5 0 pada s da JS3 03 saAl e 4 ) glad (5 by GRS (pai (5 gan A gadana <5 sl Gn ol S (s aAB Eiaaaa
RS b 9y 1 LRI Wl jla



Dl (Sl alie Cy pive oale aalilad g
Journal of Sustainable Human Resource Management

N BT clada VP 0) e g el Y o led oy

a3 AS Ui ol 4y 2 saldind g ki (5 &4l sai s )
e g Lageuly 2l 5 4 2l s aalias o)
O 2 Cusdy i e (4 k0 A 65 Ll j0 1) (sade
5 Gl Alat 4d g gl ) gl i gl AS Caliaa Gl
Sl YY) Gl Gl s 4yl ol Al S paie
S lasaly ja ) SG aS caiw K Gl ladabias 5l K
2 dh QAT Gladalias 0 ans llsie 44 (b e
O 38 VY Ledigddnbias ag Tk gl
claaih y j al&ih askul 3 8 4 5 i il s i
5 A8 Cga dig Cupe 5 G agle (S0
R anlas gladine ) di ) (R g dalias jidn il
O 5 e adalias aladl (le )y b 8 )8 U Lgal

Awladl sl 44380 VP B Y

G oGy slaaddly ¢

Ak (08855 ) shaie 434S (edls Jilad sl (g 0
ook R jan ) el L cigda sl R
4 ulie 6l e, Ml esd Gl Y 2N G
S L L e ol by e sl b oaly Calide (sla idy
€ R pam 1501 4S i g G« seion CIE
Cigliie dlay) 3)5e 53 Ol b S5 55 G el
GORam 4 byl ghe lavigy GEL 5 balsie ol
« A3 IR Jan b caladl e 23S0 A8 (Ts) s
«ulgd 5o laanl B o) e Lo dsdee iVl add e
S S 05 Gl )0 asbee Dy DR sl
Odll )il S b o sSha gl e ol clasla
o5 318 (st pl I e e Culed [, By Gy e
_n_ﬁ 44 )

b ) 8as (uﬂ\

pplie o Goob ) 4S Cal Las a8 5L (s )RS
b el Lasaly o lagl el s la K5 5ead Jlulil
ﬁé)@\ﬁ} () ga p4S AT e ggde Sy alia
Ada e ) 0 esdle 4 iR A Dme slaeay
dallag A)sa ol papas ile M) 49]}‘ Lg\A‘d}SA
Danaeifard ) w8 e JSi e SUal saiy iy (galus st
OV ¢ ual aseda VYO LA 55 ) )2 (& Emami, 2007
gl oA banlas Gie Jl Ll s4adl 50 YA 5 oo b s4dl3e
ek saly i ) cJLmi d)&; R aS Ak

_ Bosa (5 18 (o
O 48 Bano L plie saiss dulie gl sty i
S e sladie) i &e b «lpslae Gl sy
2l ) pa aal i bl ok SG) g ead (S calia
iyl 4 ads je ol 0 53e 43 (Mehrabi et al., 2011)

5, Open Coding

6. Axial Coding

7. Selective Coding

8, Constant Comparison

Jda gl plagd Y,

Al 3 Gl (U1 550550 03 e Hsbds e sl JSa A
Kevill et al., ) 3,02 s )Ll A poe callay g la a5 38 ga
Lol B Cype b bdige sl S04 sl sk (2017
ol M e 4n ade o 4S aSa Lok Yl
e85 sla sl ool il A Cy e 1) laaud B
Co ge a5 5 hpde 3 Slee (sl Lol b Cy pe
.(Jawahar & Mohammed, 2022) < (s e s

S Ol sie 0 s )y el JSasa O laia s 5y lld a4l
U_ﬁ‘)}».a‘*_:‘\.s 63‘5,&@ bd‘).j?ULgJAi‘)LSJJi J\ Gloddi aAlidy
coila 4 alaic ) CL“ L MJA LEJA]JLS J\ (5“1'; Jsa"
3o it et "0l K3 5 a5 L e (sl 5 5 LS e

.(Halliwell et al., 2022)

R 9y (bl gy ¥
)LJJ\)LSJ‘)JJS—LSJ\:\.\J s&_mh‘)k.m‘)\ )ml;u.ﬁ&}}
Lgd\s...ds _JJ\J&S&JJ&})}bJ&QW‘_A@ﬁ\ “"_\gALq
Ll 3 Opined ol (5 el Fngle s O B 5
S a5l anl 8 U Cul sk saldind 'l jEal 3 805 )
sk 3yl ) slaia (pes 4r 23 R a4 e 053 (5l
80y (sl Al o saliil Ak 0313 (5 Yl sede
J‘dmuﬁ‘)ﬂﬁ&j}adﬂydﬁj\ cdﬂ\)uﬁ\)\
3 R85 o a2 lasun 5 il AT e jlas
G s 3503 Rign Db eyl (520 ) sem 53 (S e 5a)
a5 2wl A4S a il b se O oS 4 S
4 d\@)ﬂjé&id\_ﬁu’_ﬁﬁ}meu@ijj ¢alibeala
Hide (S L GBS 2 Ond 4 il sl
(Creswell, 2005) 231 30 adiie Cusa b oo s s
candly 43 ka3 i 3l ol B Gl 6l o8 S 5k 4
g pasa Ol A ol (A dsa ge ladg el aS s
Gla 4B 2 e Sl S 5 5 4 ali eala (54 Hlai caudly
Crisidg 58 codd (s Ul 1 5 293 5e slady Hlai 44 SO
@M&@h&udﬂf\wﬁ_ﬁse\ﬁ\ aJUg}A.:\_)LJ
A Gl 48 KB a5 ool 0 aum) o) A3 Gl
se 0 ) i Gl (AN ) (S Gl A G
O..g\ L) asala Os? J\ @)LJ J‘%_L ‘)...u 9 Lasala LLC\J\
iy 02l (gag i (gond gl jalla L SIS 2 S5 ) a5 5

sl ool salai

53y« mala (B 55y ol g5l 8 (i Ss Ll )
S8 csdla g ysla R Lal (55548 1 sl Jlase
O bodielale dad 5 (AS Guee gladnlas
it sale S s )y e Gl (1 S gLES )l
agi o sladisiy) 5y AL alll uises 5 edial
3 dbaabian 5 R a8 QA ) 2iba

', Inductive

2, Theoretical sampling
3, Theoretical Saturation
4, Theoretical coding

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa
S 3y ORI el




NGV claiin VF0) ) g Sl Y o jladi F o5

Dl (Sl alie Cy pave el ddlilad g
Journal of Sustainable Human Resource Management

QLSS 2an sl 83 d ¢,

e (52l S48 4SS 1u0a sdal IS A g AT ) giad (5 ya
Hs ‘MGAJ\)&);E@;U;\JOLAJL%Q\JS)&)@
) QSIS (ren g2l 8253 8 pade s2al JSa A Gl 2
e Glejbe o) slius plell 90 5 2Soe yla
Laly §,¢

5 i s Shee G el gl S gladl saa
Gosae o el Gladdy olsiear Tle il s
Adia 5 i) Jalse @V 4S8 aian £ il
gladll a1 ey cp) 5 QLS xas sl 8254
Sadea )8 355

Al 6 N (z

& A_u.ul.h‘d_,sA Qg jd‘}u‘\%‘)% mﬂ)ﬂ @Bl'\\ LSJ\K-‘S
A LS S ok Gl S IS sl e o
Sy ks JSS Giad 4S5 sk 4y aisd
O ks als e o) o (Strauss & Corbin, 1998)
gl sns gl a0 daad (o) e Glllasals Jalad 4y Al sala
G ) s N e A4S Gsma IR ) ladd i
Danaeifard & ) S o oaldinl la jlagai ) Glilady Hlas
Isian sy Ll &Y oLl JSE (Emami, 2007
R0 GESHE rea Gl 8058 5 ) e gl lSasa
Cul gy cUim g5y Gl )0 NS (glads ja A sy bl
S e

e SO Hsan Jon IR a8 ol 528 52l (5 90
lid Y s8a  (Strauss & Corbin, 1998) by e (383
DI 7 Aa a5 5 Gl 2 0l

lsiad gy €,

«Chadd g ‘_;m «S idia j\ﬁ\#ed\;ﬁ\ 5 i el DY 58
O s b GRS a8 (o umi 5 ufle 558 5 BIA
U“"L"‘" R c.l.'\..\.a.d‘)g C\);L.u\ cLAM;LAA )\ d.m;bn Ls\.ha.ﬁ\.l
2 il B LS jidie sladiie ) i 5 (i 55y il
Al ) sied 5 ) lal 4] 52

Ot sdal L83 6a

e calls g sadl 2 A ¢ yaa ale sl HlSa A Y gia
Gl a5 Ll sal gt (I 5o ¢ paae S sl JSa5A
A R ol (i % «Feosne ey Olsie 4 e
G5y G 2 b Gl )y SEE 5 paieil o

Swdisa) Jalss €Y
i Gosse oy dalse (Gl dsias 50 nesdle
8 Oy ol slaal i 2R il s sl jlSa5a
cibale - 5055l 5 58 s ¢ AT 5 Rl Cpdila o lad
cbedls s (laus ) Sy (Fadd W Shs
@G.E:\M@\}A}LAJ\.&Q ceelda) cue o Jad
358 dalse Cpl Cninen 200 K (gt Sise Jalse O sie
5 kel Jal e (538 Jal 52 ;ﬁgaﬁﬁu&:ﬁuamq

e Jal 5o

4l gl @V gia g azdlia 68 IS Y Jgaa

shal 4k = 84k
QLSS sl les
oS s PR '
Ol y ) QLSS Cules
S ke el
als s

B e sae
O ol Al 5)IS Qb yad
S ga ol

Opila e
g;lﬂ:‘M

omiila s
? omila @l

G‘ij)‘-‘

3, Organizational Dynamic

(125) ol

Gl ) 5 QUS IS palina () sal ¢(S1) aniasa 5 diail 8 GUS IS (5,8 84y 5 i R

(S2)c &

(S4)253 e 3 QSIS (Sl ¢(S3) e b QLSS (o susat 5 (2] e
(S6) B L SIS (sla i) (i) s ¢(S5) el lanl Ly QUS IS Cilaal (o guspt

L i) (s st (S8) ok Sl yad (SRR 5 55 ¢( ST i iyt Sasll

(S9)o) K

(S11)anadi 5 el s IS ot ¢(S10) i nde IS las

((S14)38 50 S e ((S13)(3 30 (o s0e ket ¢(S12) ms ) Gose JIX

(S15) il 5o o jlad (5 Jluans

(S17)tas el slaclinds ) duala it ¢(S16)ol 5o i U (il o
(S18)4asls L2 o0k 4biilgl (sla 5k

(S20)0lskie 5 OB pud a3l el ((S19)cssel ale b 4y yas al 380

1. Manager general self-efficacy
2. core category or phenomenon

A OMSS ran sl JSaga 5 0 pada s da JS3 03 saAl e 4 ) glad (5 by GRS (pai (5 gan A gadana <5 sl Gn ol S (s aAB Eiaaaa
RS b 9y 1 LRI Wl jla



Dl (Sl alie Cy pive oale aalilad g

Journal of Sustainable Human Resource Management

N0 B YY Clada VP e g b Y o led F oy

ol

A& il

GO
-5 st s 5
Lible

b s>

Sl i

el que i

slaLid
i sana

b

RENPINPSPES
A

i A8 5 i

Gos 25 2 e AT 5 (531l 55 a5 ((S21)csins i sl e Al ¢ pae (I
‘(323)0\_}39 Sl sl gle s s Jale TR TP R ivi kY] ‘(322)¢:g)=\u
(S24) e Cud g0 (540 3Y «y paale 51 gl sA

((S26)wi L alBar 5 5 4 (oanadd (il ¢(S25)asi jo Iy i paradl

o (S27) e ainsa oamnadd ) 3
e 5 AR 4 G AT ((S29) S 5 b)) sl e ((S28) MR 5 s e ) sal
el (S30)axals 5, Jilosa

cli) £ yalulal | ((S32)uiise 5 IS 4 aBle 5 de ((S31) IS cpm 28 o sald 5 bl sl 5a

Gl (S34),S s diadi )l ebueal ¢(S33)sninn (54 5 5 Sl sd (ulaaal
die il R Jslaa (FNAT 2 ¢(S36)e2il ) s 5 sasal U ¢(S35) oo e (sl 5 il
ible 5 oulual (S37) ne (3 Gl 9ii 5 o ol
ey IV . . .
N (S39)nnl by (pame (5l Sl adayl ) ¢(S3B) i s 5 e (642335 L (o (Dl
inadd gl S (SA1) ki (1 e (3 (5 ucSen ) ((SA0)Cmad s n Sige S5 WS 3
S (S42) 0k Uil pla b e S CuBNA
Gadd G S 5 ARINA (S44) pae 50 SR 5 S sA ((SA3)e) A ) Cuadd (5 pAdSE

LS| (S45)cubunl Cy e 5 ARI S
. ‘ -
e Siles 4 3 (SA7) e Clasarai 31 VL slaod; e ¢(SA6)0ka s e 3l onte i Calea

2
a0 sla L A TN JF . P
R (S48)oke il 12 L (slas s S )% ) 3ne
) ) . A e
S Ol e O Glbia el Gy G ¢(S49) e b LS IS 5 GUS IS i arena 5 4l g0 (slad
oAl (S50)5asc L LSS 5 iy
sAs RS OIS alail 4y Jalad (5390 YU (S5 el (8 8 ki 53 05 IS b IS e i)
S i (S52) =S i )2 255
L Lasl Sl ey g Sac 53‘)‘ ‘(353)‘_4».. L;LAL;)..S?AA.‘AS BN ke 9 )L;\:\';\ )\ 6)‘3)}5)-.'
S (S54)ds
Vil | ,
¢ o (S55) 0t s 53 (s Y lainnilis allai 5 cillae 33
) T ) e , .
syl il (KA 5 48le ((S56)cu e Jad Lo Cunadd JALE 5 (sla S 5y Gl
Jad L Gadd (S57)Ctebas IS 5 <y yae Jadi 4
— Ol ol Gl dele S 5o 5 e Gl ((S58)cu e Jad b 3 sl Jlgn caulis
Ui b Slaxiad (SB0)ckeiy iy (e las e SIS 358 Mawiaal il a5 31 ¢(S59)a_ (s2al JSa 53

3 e S il il 5 sl Glele &) g (SBL) e 4 daie) Gl 38 dale lamae e 55 (3588

hina (395 (S62)0kél sl s ) Sy 5 e S
e i) yu (S63)28 4xn 5y )3 oo laial Colii )y 5 il 0 jaa (0
S S e s . L .

Jdirit (S64) e (Sia 4 alse L8 S|y e 4y (falS

bl il 5o (S66) _n2e sl sk i (5l
L (sl jLid . -
e (SB7) e Jin i el alail Caga oSl Sl A (ol sl lizd
el (S68)0 551558 Ll 53 ianl 45 (s a0 Jemn 6

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa

P T X g A KRR Y P o




N0 BIYY Clada N F) Gl g Sml Y osled P oy

l Ha A
e il

8 el HlSaa

L5.\A])LSJ)$

| 5 (5 8

Dl R
o Kl 43 G
255
sl sia a4
g s
ale Akl A

O i il

Cu e gl S0 A
s e

5 Culaa gl Hasa
S

Lg.\A] ‘)LS.J FEN
3 el p
Al Hls

CuBA sl S ga
Sosls s

- STENPIV ISP
z.
ol sl S ga
D G )

PEENEALI Y P

S K806 sk

-

Oie SR (sl |
QUSO8 osbasa 4

d.\Ai)‘.SQ).A c.l\..w
TS

Al 5 i
K yida j\d&\eﬁe

NECERPPRPALITY

Dl (Sl alie Cy pave el ddlilad g
Journal of Sustainable Human Resource Management

d}L R J‘.\J..La Lg‘)gug_u.md_,; ‘(869)6“}“; calidg Lg\.k‘\.;a‘); DL C‘.\.&:)L.A u.'ﬁ_,‘).l u.u\..m;‘
(STO)> 4ed 2 5 ke

(STL)Alie slacumlse 50 354 (saiail g4y )5h
(ST2)s 558 )1 oY Jayd (e sae (AR SA

(STA)uiisn 5 S (5 (Sids ulaal ((ST3) pte 2 (503 sdiadi ) pubasa)

5O sal S )0 e 55k ((STE)AE M E (a0 R )3 0 6A 4y G jae 5k
(S7T7)oks s A Slee Gy e pr A U g8 4 alaic) ((ST6) SIS anns 53

402180 Ad Ciga 4y G () 5Lasa ¢(S78)asa L LS S (o Sol jet )3 a5k 5k
(S80)slin (5 S AATN H3 2 & 4y Aldie | ¢(ST79) ke jbu ilaa) Cians

5B 53 e g sbasa ((SBL)Raales al 5 adaUai 3 jude sl JSasA
(S82)mnna 5 32 s

Hlso (512 43 5158 (el 5 43 Cand 38 5l (SB35 LRI 5k
(S85) e sl (o AN 5 5555 p2 253 4y daie) 5 Ola) (S84 )i e
a4 i ey o () ¢(SB6) oo IS 05 3 Uash (sl 5 4y e
(S87)252 (paadd a4
G s x (SBB) ) 4 el by 5 Ol slaple Jlu 3 (et slaoa 43 1)
(589)sae (il (slasay) Bl 45 Cuaws
sl g 4y LS IS Slaie ] ((S90) 5 S sliac | (U1 553550 53 (A5 R S jida sl )5k
Ol JSs laclil a4 s GUS IS 5 ¢(S91)e5 S 53 Sae adas jo (A5 S
(S92)255

(S93) il g0 canf 4y yire 5 GUS IS (sder (linelal

G aJlE Cuale ¢(S94)Cu ge o Jale (IS IS 4y e (sal a8 JlEm)
(S95) LSS 43 nda sl 8254

Y (a5 St ¢(S96)ren s s dalse I3 a5 (85 S Culas
(S98) x50l S35 s Jale 0 5 S il g ¢(SO7) LS IS (ran Casil ga )5

stan > adll Rl 5 Cingisa s ¢(S99) i 0 5550 5 (el (soail 43 daal es alay
D 5 a8 il ada B dale I L (5 ) S ¢(S100) SIS slasa
(S102)] 4 uadd 5 S Jidko o (il (51 5 3031 el 5 (STO1)geiz (512 o s

Ui el dale Ol e Jaas ((S103) 0l L 5253 31yl 5 Gl gy Sl S 50
| 5id (3R ¢(S105)4l Sy il je 5 QLS IS 4 s j03a (5 sl ¢(S104) sl S 55
JPE RIS QUL:. Gl gl o) paliatal ‘(Slos)ous)ts Sl ) bl
(S108)21 A s 8 & slidyansi a3l 5 o dal il o) jaera ((S107)0US S

A OMSS ran sl JSaga 5 0 pada s da JS3 03 saAl e 4 ) glad (5 by GRS (pai (5 gan A gadana <5 sl Gn ol S (s aAB Eiaaaa

XA i 95 1Ol i sl e b



Dl (Sl alie Cy pive oale aalilad g
Journal of Sustainable Human Resource Management 8 B VYT lain VP lSwa g Y o sled F o5

sde g 5 BIA s (8 51 D 5 O e B ((S109) Sy 43 3 sl ible e
O 5 i (S111)w ol oty (a8 5 ol pe (53555 1 Uisa ¢((S110)]

5 Wol8an (stanl 5 52 Gl (S112) s mte Jilse 53 LS IS ()83 ol ) (6580 e

el @S Hlia Ja Glon GBS ol ) saliial 5 (e Sl Jilsa (5 Jlucslads ((S113) e Jlu ilalam)
(S114) S JLia
o OB pus 5 458 2l G S (S115)ke Sls )3 pge (A3 (sale Caniia S
s (S116)S i (i 4xms 5 g
PO NPEW TS i 4 iling dele (saiadan ((S117)dlan) (3inS (bl 5 5 e Jls i ol 51 5 R e
S (S119) 55 slacle sas (K505 cadd o) Calaal Hi) (38a3 ¢(S118)e 550 dla) Jale 5 IS
355500 @ se 4 5400 ) ¢(S120)<alaal @i slind ) 3 Gledl abin ) a5 58 e
Sk 550 e A3 amse 53 S a5 e Jls (sieallad ¢(S121) e 5 GUS IS 43 3 Slae
(S122) ) sl
VY ialulin ) ()81 ((S123) el 55 lasal Co s 5 IS el 4y il il 34
< ' (S124)28 el o (il 81 Jiaala ¢slad
Sl W) sk 3 sag (s 8 e sl 5k ¢(S125)208 (s ysbasd Gl 8 )y gea )3 ) il 3 sgn 5 Gl 8
s 51 S (S125)a8 2 S lee 5 3831 (il 381 5y lale
i EER LI ry FaTl .
s P (S127)3 Uil a5 53 i3 slacsiadl i Gind )3l 43 b
e e Ciga Al g 3 (00 ((S128)pilaciul e 5 IS 4o Cani 3 g2ty 5 Caldin (Gl 81
L ) 58l n :
DRSS (S129)Cte sl 5 255 i 5o
ol Sl e o -
52 sl ¢(S130) kil slagle S i sa Gulid cagly (21 SAIENS sl (5431 )
Slels 5,505 5 SBA 58 53 Gl G e Sl 6l ((S131) e dans 5 S ) Cudeen
L | (S132)s5) 58
e s - .-

(5 R Bl 8 alagl ¢(S133) ame Dl i b (aldae i jrd dlail 3 el (Sla
e las (5 ikl | Cea dieallad < uas alal ((S134)i 55 s cnicns 3 AT ) el
(S135) e b s &

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa
S 3y ORI el




Dl (Sl alie Cy pave el ddlilad g

A0 IV clain VP ) lua) 5 YV o glad F a0 Journal of Sustainable Human Resource Management

(Sleine) yigo Jolge
PRE-ETptee \ J
S e jlailpte ol

9 Sude 55> 5 B 558 eyt
QT Sy Oy 2,8 v
oetilr sV
2Ty s v
\ 5/ AR
sible
s Y
20 skl 5395
6MT)IS.>9."> v k /
s ple f . \
f Sloslw Jolge
ooly Ol oSy Y
- L\ olesle 2
- ;Lv.u: WIS b v
ears sl ks
Shojlo gl v 70
oo Shae ol )|V a3 ¥
2.0 . .
Sljle obsy v o 7 [
~ Gl S v

% i
j oo Jolge
szl ey Vv
Slyo 5 loylas

) o

43

QLSS aaa 5 Olugda el L3538 o ) gdan g ab il 5 oK1 Y USE

A OMSS ran sl JSaga 5 0 pada s da JS3 03 saAl e 4 ) glad (5 by GRS (pai (5 gan A gadana <5 sl Gn ol S (s aAB Eiaaaa
A P 95y RO sl




Dl (Sl alie Cy pive oale aalilad g
Journal of Sustainable Human Resource Management

N BT clada VP 0) e g el Y o led oy

3 0 8 e panadd g Jaa ajls lisedal 5 40
(o e il g GJJJSJ)'; NGl oy B 4
A I S T S SR RGIT AT S W I L PEQR I ARCS
Cu e sl S A ¢ aaile Jlu (g2l HISa A (5 3 Al
4 asdee osls 5 QA Gl oA (il wlis
(Ao iall 5 4y G jane sl JSa53 Gyl 0 Sa e
Al MEie] 5 gl ey pae anadt Calda g sl jy05a
Oty Glajls b imy ol (B sl IS2 A (g K
Whadlu (panadi IS (gaia) 3 Al g 4S8 2l 4k
5 S Sllee Gl a0 QR 5 adl 4l 5 by

AL ai8 ) gl s s e

Sl e Olsie 4 pae gl oA ) it

Yol s s e Jie SRS dsma 3 (B0
dena 5 als ((TOVY) oS 5 disS (YY)
Cnl ) AS by Cpea (YOYT) gy 5 S35 (Y YY)
S g 4l a8 )l Cilae gl b (i 55 o) das
s ) g 5 Helid Gl SR age i Gyl Al

)

Isiad oy o edle Ol gul A

i IR il ame 5 ila b g2 Jalse ) (slae sena
i 55y () sladalias 48 gl O Siage O A aS
ket aiile (538 Jalse 2l e £ o a8 £l A
Gl b eaalie adaul sty 4l S e Gadiy Gise
5 G oplila lad b 050 sl 5 L s
-GS nd AV e 28 LSl 5 el 5
el dalse 328 uadd G S« e Sible
Olbe i gladle sa (Ol ) G S5y 4 O Sie
Wage Jlas 438000 2 ab OF o pode Sl b 38 (sla 8505
slacue j 5 @l 4 Ghmae dalse ) 5 28 o L
‘s.n.ul:h.n Lgl.wl.ﬁ.é 6‘531.4 d.IL-M cc_ﬂ_'m ) gAaa so\_)i,p
@&b@ﬁaw\ -J)Q?BQ\}SGA‘) cuLA)L»J\CJ\AM
Gl L mie Sl s b Gyl odiae S
Sine 598 el se Gl 31 AS ) i o) ) sl S0 53
S e dale S 5 Gia s Gl 3 ead Jlilus
L (Y010) Ao ASen 5 sa ala Ciillae (55 slaia g3 b
8 s el i lejlusa dalse ) JOEL) 4 )L
5 Sl e inadd s S5 dalse ) (Sl Gl
5 A el ge 1 ) sal GBI 4 o LI L (Y001 Y) Tl lSien
sl 4 5 LS L (Y01 7) Vgl Sar 5 s ¢ A
st s illa 4o 5L 3 5 AT 5 (s Jal se ) Az 53
LI L (Yo 7) Osmdls 5 ()5 ol ol ol 5o )
o)l L (Y010) Vode s cang 5 (h)sel G 4
Vool 5 Sl ok it dalge ) il o800
OISer 5 Cali ¢ nad s s S as 4o LI L (Y4 1V)

7. Neri Torres & Watson
8 Choetal

9. Wong et al

10, Seibert et al

1. Thomas

12, Huszczo & Endres

Goldagil g &y o

G858 5 ) sian (g e Bl oy sdled A
Eyase O 4 U O Y Uk Ol 6l O)one
2 s Kl ) e Lagad o UK S 48 23 8 Lo
3 pE OS5 o) )% el A4S A e 4 i )
Qe jlt e sl 1A i) U 0 o230 ga 4y y slaa ja g lae gail
5 BSOS Ay ) Cussi o) 0 Vb (Sl B b Slom )
ISe 5 dgw gl Sl o) yaa 4 Ul sl jlSasa
a5 o 0 (Lenka & Tiwari, 2016) <l ele 3l
O Sl e 5 Glia il LS & () e 5 O ) (2 sier
a8 4 5 Ol 2l S alay) o S 5 QIS S K
J\Jﬁ Eamy B 438} Ay ‘QUS)\S (e 6.&])\53)5 u]

o K

fled) 5258 Olsmanasi 5 LA SUI S ) sied Ol )
Aol 4 el gl pala QLIS L)) gl 4 padan
(Gaan & Shin, 2022) .xil 3805 Gl sbgl)
4 A Gl Culaa b glajle p oSl sl giaa (5 )
Azizi Nejad, ) 25l JI8 8 (IS S 5 ¢ e e jl
GOl AR oS jide Slailadadlad) Ll sies ) (2019
G 5 BB Oam 11 5 8 4 G sy 5 aar
Cne 53 AS auS e ala) el 5 (lmd ol (g g Cuia
O 4S el 331 e Qi slaie) 555830 ) slea i
38 g s 5 il 380 g e S (S (5 Jlusiail 55 4y Liad
3l a0l 133 S Sl i 5 Tiled 5 Lbia Slee 2 530
G g 5 Calite = ghas 3 () e (sl S Ay o Cacy
Ao ) 4 et 3 pdoe (LSS oran el JSa5a () 58
O e Do g8 (6 ey S cpl AR su@hyﬁ.\;h.an
e 2 Gl Gl Gely (e mha
(5o S ol ARl saal dga s s 4SH a0 Ka
W) A adtia |y S Gl (5o 8 84 3 & ik sala 5 )0
5 A (Y1) s8I slagia sl b i gl Lasal
r)Sh c(Y~\a) YQ\‘)M E) 13}1_\ c(\"~\\a) ‘Q\JM
S s il ((YOIP) olsh 5 WA (Ye)e)
s Saos 5 (Y0V) S0l 5 s (Y0)9)
A Slsdaa (Y2YY) Tl

Gl 8258 L) sian (5 sadal ) (il 50 50le

sladdlpe aiS QU HS JEE2EN dM‘J\SJJ& 5 Ol e
R Gl pala a5y slacs sl st ) Ol sl e
S 1338 (s el a2 53 ) pde sl ISa5a L
e anadd sl S0 A 6 K 5 e ale sl JSa A
5 blndla 4 Cuw e gle aljlSaa
(S Cilide eyl )3 DA cases 5 £ sile slagsaiail 5

1. Laschinger et al
2 Bawafaa et al

3. Baker

4. Owens et al

5 Bracht et al

6. Chieh-Peng et al

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa
S 3y ORI el




N0 BIYY Clada N F) Gl g Sml Y osled P oy

Dl (Sl alie Cy pave el ddlilad g
Journal of Sustainable Human Resource Management

2 oesash Qe 31 AT g R FS) gAua
21 S e gl jlSa A

Jalse 3 il — Sudslnis S¥la Fo) san
21 8 e Gl KA A g b

s dalse ) Ginadd gl Shy 0-) (sapa
21 S e gl jlSa A

cile s Jal g ) s ) sla S5y L 7-) s i
200 S e sl S A g

B S e T T A
201 S e gl jlSa A

bl Jalse ) dad i A-Y) (saua
A1 S e gl HlSa A

2 ighme dal e Sl eldial cue 5 3-) g4
20 S e sl jlSa6a

dalse ) hme ailse 5 Ll Vo) spa
L0l 8 e s H8a A o

Oy Jawgi ) sien L;)..\A)J\.u'qls_;i\ Y A b
A0 S e sael &0y ola Sl

ﬁ‘o\ﬁmkujj\)mdﬂjd_yhuj\_ Yoaun @
.AJ‘A )3\ u\_\s‘)\s (A dM‘J\SA}i

e G A e a0 A P A
_JJ‘J )3\ uL\SJ\S

D bl slaaly 5 pae sl SO A 8 (sania s
RN

hbs G2l S e gl jlSasa V-0 aun
Aol il

o Slee Gl 0 pae gl HS0 A V-0 (A i
Al i e

el sy e gl JSasa T-0 o4 b
RBIN

sy QUSIS pren GulSA 7 (g
Aol i Ale sl

BT L;.ubtiajs el Lg\.&s.\nl,.\g Yo sdua
EBIN

B g S

248 R 5 st Ol atiaa a3V 258 Ry
BILIN (5 olSr (st Ay a5 Gl Oae) Al 4

4 Alietal
5. propositions
8. hypotheses

als 5 Bl sap dalse ) oaliasa 4y il Ly (YY)
AU 5353 (o yiaee ) esiba s dal 5o 40 JLEI L (Y4 YY)
Ol 5 Ol sal 8258 i fise Jalse 4 aiiua

ol i g 5 ) i Mge g 2iled S )

4 sate b 0 ) Ghalal Al L e gl S0 A
Cogll abul g sl b (S Slee S5
ek 5 piae Gy pa 4y 5 QUS IS (oren sl 8354
GRS IS (sl 4y Jam) 8 dhle Cul s e 1 ey
G  aie sosbass sl B S Gul gle sl
YN dui‘)\SJ}i L .AJ;GA u\_\SJlS (e dh‘)\&d}i
g | e s IS S (sdan LIS (la o) 55 31 ) (S IS
Sk Lhla ekl (Sle s Gl ge GiaT gl 5 4lIh
D e S (gl 09 8 (slaculill 4y GUS IS Gliselal
5O sl )l Gl (pald g3 Shae oy
AS S Sy ml Glajle 52 Tsien 5 den g (pinas
) QLSS Gl lSa a5 15k som ) e 4k D8
Op BUEN 3 Opses a8 Gl Sl S u)
R R g NP B (P P R PR YCP RV [ (X PPN
‘(V~\/\) \_}\‘)M 9 é\ﬁ) L)I:A}j;\ G\l:u Ll L)IIAJJ:I
) Casyaa

U ren MK A 5 s sl Sasa
A Slee (5lE ) el (sl IS Gl 8 ke ey
6&&3} Ll M‘P@ BN L) ‘;A.AJL» @\7’}:‘}«;"‘1
Oy s e (ESOE Gal Sa i gadal ) (5 ke
Apie Al Y 5 Pledle Gl glaady L1 Sl
5 oSl caiile (g3 ) e i DJ‘)SJ o O 2 Slee
5 RN (YIV) oS 5 Syl (Y41 F) T sl
Sl (Yo V) Osadil s 5 st s o(Y010) Tl S
(V~\/\) "J\JM _5‘_;5 6(Y~\/\) u\)\S\.AA K]

(e s e sladaly g 585 i () 53 a A5 alai) us
28258l 81 4r yaie 43 jn 5o a4y i 254
el Cpdy CuSige slady lies dilles 5 23 Sa e
Sl O Cy s

Gl ol ) a8 Al sala (gl gyl aalias oy
3 Ll T e L Ul b Cal (Saa 35S e o0l
zobe 5 & Ll i 55 o) o L (Creswell, 2005)
) et 8 (S slagia o5y aladl ) shaia 4y 5ol
JRRXTNY.Y 43‘)\

S e ulSa A shin) dalse ) st
RN

2o dalse ) cpln colad )Y st
L0 ) e sl S ea

o ed dalse ) gadils sl YS) (s
201 5 e sl JSa A

1. Cziraki et al
2, Jacobsen & Andersen
3. Dagher et al

A OMSS ran sl JSaga 5 0 pada s da JS3 03 saAl e 4 ) glad (5 by GRS (pai (5 gan A gadana <5 sl Gn ol S (s aAB Eiaaaa
RS b 9y 1 LRI Wl jla



Dl Sl alie iy pae ale 4slibad g
Journal of Sustainable Human Resource Management

N8 GIVY claiia VP Gl g aby Y o ledi P o0

@’L’u Al

DI s g oadlia bl oaa Allie () S 2

Ali, R., & Kashif, M. (2020). The Role of
Resonant  Leadership,  Workplace
Friendship and Serving Culture in
predicting Organizational Commitment:
The Mediating Role of Compassion at
Work. Review of Business
Management, 22(4), 799-819.

Ali, H. E., Schalk, R., van Engen, M., & van
Assen, M. (2018). Leadership Self-
Efficacy and Effectiveness: The
Moderating  Influence — of  Task
Complexity. Journal of  Leadership
Studies, 11(4), 21-40.

Azizi Nejad, B. (2019). Study of the effect of
resonant leadership on organizational
performance by the mediating role of
team empowerment among managers
and personnel in Payame  Noor
University. Journal of New Approaches
in Educational Administration, 9(36),
27-46. (In Persian)

Baker, K. (2015). Review: The influence of
resonant leadership on the structural
empowerment and job satisfaction of
registered nurses. Journal of Research in
Nursing, 20(7), 623-624.
doi:10.1177/1744987115603887

Bandura, A. (2012). On the Functional Properties
of Perceived Self-Efficacy Revisited.
Journal of Management, 38(1), 9-44.
doi:10.1177/0149206311410606

SIS 5y yaae alaa e candly 4t | s ) Kb JaS
gl 3 e Gl S Hd

Z .
OLSJM,}JA e.@.u
sl Sy 4 Allie (38 5 e L Rt s (s4an
AL e aag

el.'\.a

.

Bandura, A. (2013). Regulative function of
perceived self-efficacy. In Personnel
selection and classification (pp. 279-
290). Psychology Press.

Bawafaa E., Wong C. A., Laschinger, H., (2015).
The influence of resonant leadership on
the structural empowerment and job
satisfaction of registered nurses. Journal
of Research in Nursing 0(0) 1-13.

Bracht EM, Keng-Highberger FT, Avolio BJ,
Huang Y. (2021). Take a "Selfie™
Examining How Leaders Emerge From
Leader Self-Awareness, Self-
Leadership, and Self-Efficacy. Front
Psychol. Mar 25;12:635085.

Boyatzis R. E., Passarelli, A. M., Katherine, K.,
Lowe, M., Mathew, B., Stoller, |. K,
Phillips, M. (2011). Examination of the
neural substrates activated in memories
of experiences with resonant and
dissonant leaders. The Leadership
Quarterly 23 259-272.

Boyatzis, R. E., Smith, M. L., Van Oosten, E., &
Woolford, L. (2013). Developing
resonant leaders through emotional
intelligence, vision and coaching.
Organizational Dynamics, 42(1), 17-24.

29 SIS e sl 8353 g O de sl JS3 g3 (sladilsa 4 ) glad (5 by GERI Cpali L5 9dan 3 gadana ¢ s gl Gin ple dm o5 L AE LEiNeaa
S 3y ORI el




DA BIVY cilaiia VF) Gl g aby Y ol F o

Dl Sl alie Cy pive ale 4alilad g
Journal of Sustainable Human Resource Management

Chieh-Peng Lin, Chu-Mei Liu, Sheng-Wuu Joe,
Kuang-Jung Chen & ChiaChen Tsai
(2022). Modelling leadership and team
performance: the moderation of politics
and leadership self-efficacy, Total
Quality Management &  Business
Excellence, 33:1-2, 73-91.

Cho, Y., Harrist, S., Steele, M., & Murn, L. T.
(2015). College Student Motivation to
Lead in Relation to Basic Psychological
Need Satisfaction and Leadership Self-
Efficacy. Journal of College Student
Development, 56(1), 32-44.

Creswell, J. W. (2005), Educational Research:
Planning, Conducting, and Evaluating
Quantitative and Qualitative Research
(2nd edition). Upper Saddle River, NJ:
Merrill Prentice Hall.

Cziraki, K., Read, E., Spence Laschinger, H. K.,
& Wong, C. (2018). Nurses’ leadership
self-efficacy, motivation, and career
aspirations.  Leadership in Health
Services, 31(1), 47-61. doi:10.1108/Ihs-
02-2017-0003

Dagher, G. K., Chapa, O., & Junaid, N. (2015).
The historical evolution of employee
engagement and self-efficacy constructs.
Journal of Management History, 21(2),
232-256.

Danaeifard, H., & Emami, S. (2007). Strategies
of Qualitative Research: A Reflection on

Grounded Theory. Strategic
Management Thought, 1(2), 69-97. (In
Persian)

Gaan, N., & Shin, Y. (2022). Multilevel analysis
of resonant leadership and subordinate’s
work performance during COVID-19: a
study of the indian  software
industry. Curr Psychol.

Jacobsen, C. B., & Bggh Andersen, L. (2016).
Leading public service organizations:
how to obtain high employee self-
efficacy and organizational performance.
Public Management Review, 19(2), 253—
273.

Halliwell, P., Mitchell, R. and Boyle, B. (2022),
"Interrelations ~ between  enhanced
emotional intelligence, leadership self-
efficacy and task-oriented leadership
behaviour—a leadership ~ coaching
study", Leadership & Organization
Development Journal, Vol. 43 No. 1, pp.
39-56.

Hudson, K. A. (2016). Emotional Intelligence
and Self-Efficacy in Military Leaders
(Unpublished master’s thesis).
Brandman University, Irvine, California.

Huszczo, G., & Endres, M. L. (2017). Gender
differences in the importance of
personality traits in predicting leadership
self-efficacy. International Journal of
Training and Development, 21(4), 304—
317.

Jawahar, I.M., & Mohammed, Z.J. (2022).
Process Management Self-Efficacy:
Scale Development and Validation. J Bus
Psychol 37, 339-352.

Kevill, A., Trehan, K., & Easterby-Smith, M.
(2017). Perceiving ‘capability’ within
dynamic capabilities: The role of owner-
manager self-efficacy. International
Small Business Journal, 35(8), 883-902.

Laschinger HKS, Wong CA, Cummings GG, et
al. (2014) Resonant leadership and
workplace empowerment: The value of
positive  organizational cultures in

A OMSS ran sl JSaga 5 0 pada s da 303 saAla 4 ) glad (5 by GRS (pai (5 9an A gadana <5 sl Gen (ol S (g aAE Eiaaaa
A P 95y RO sl



Dby (Al alie Cuy yare ale dadliliad 5
Journal of Sustainable Human Resource Management

DA BT claia VP ) Glad 9 dml Y o led ¥ oy

reducing workplace incivility. Nursing
Economics 32(1): 5-15.

Lindsley, D. H., Brass, D. J., & Thomas, J. B.
(1995). Efficacy-performing spirals: A
multilevel perspective. Academy of
Management Review, 20, 645-678.

Lenka, U., & Tiwari, B., (2016). Achieving triple
"P" bottom line through resonant
leadership: an Indian perspective.
International Journal of Productivity and
Performance Management. Vol. 65 No.
5, pp. 694-703.

Macinati, M. S., Bozzi, S., & Rizzo, M. G.
(2016). Budgetary participation and
performance: The mediating effects of
medical managers’ job engagement and
self-efficacy. Health Policy, 120(9),
1017-1028.

Mahon, E.G., Taylor, S.N. and Boyatzis, R.E.
(2014), “Antecedents of organizational
engagement: exploring vision, mood and
perceived organizational support with
emotional intelligence as a moderator”,
Frontiers in Psychology, Vol. 5, Article
No. 1322, pp. 1-11.

Mehrabi, A., Khanifar, H., Amiri, A., Zarei
Matin, H., Ghandaghi, G. (2011). An
Introduction to the Methodology of
Grounded Theory for Islamic Research
(Presentation of a
Sample). Organizational Culture
Management, 9(23), 5-30. (In Persian)

Muna, F. A. (2011). Contextual leadership: a
study of lebanese executives working in
lebanon, the GCC countries, and the
United States. Journal of Management
Development, 30(9), 865-881.

Murphy, S. E., & Johnson, S. K. (2016).
Leadership and Leader Developmental
Self-Efficacy: Their Role in Enhancing
Leader Development Efforts. New
Directions for Student Leadership,
2016(149), 73-84.

Neri Torres, J. L., & Watson, W. (2013). An
examination of the relationship between

manager self-efficacy and
entrepreneurial intentions and
performance  in  mexican  small
businesses. Contaduria y

Administracién, 58(3), 65-87.

Ozyilmaz, A., Erdogan, B., & Karaeminogullari,
A. (2017). Trust in organization as a
moderator of the relationship between
self-efficacy and workplace outcomes: A
social cognitive theory-based
examination. Journal of Occupational
and Organizational Psychology, 91(1),
181-204.

Owens, B. P., Yam, K. C., Bednar, J. S., Mao, J.,
& Hart, D. W. (2019). The impact of
leader moral humility on follower moral
self-efficacy and behavior. Journal of
Applied Psychology, 104(1), 146-163.

Patchin, S. H. (2016). Self-efficacy of college
freshmen engaged in stem outreach.
(Unpublished master’s thesis).
University of Nebraska.

Raub, S.,& Liao, H. (2012). Doing the right thing
without being told: Joint effects of
initiative climate and general self-
efficacy on employee proactive customer
service performance. Journal of Applied
Psychology, 97, 651-667.

Saeedi, M., Salehi, M., Zameni, F. (2021). Thr
effect of resonant leadership on
educational dynamics with the mediating

A OMSS ran sl JSaga 5 0 pda sl 36 saAl e 4 ) glad (5 b GRS Cpai (5 ) gan A gadana <5 sl Gen ol S (s aAE Eiaaaa
A P 9Ty RO sl




DA BIVY cilaiia VF) Gl g aby Y ol F o

Dl Sl alie Cy pive ale 4alilad g
Journal of Sustainable Human Resource Management

role of psychological
security. Educational Development of
Judishapur, 12(0), 180-192. (In Persian)

song, J. H., Chai, D. S., Kim, J., & Bae, S. H.
(2018). Job Performance in the Learning
Organization: The Mediating Impacts of
Self-Efficacy and Work Engagement.
Performance Improvement Quarterly,
30(4), 249-271.

Seibert, S. E., Sargent, L. D., Kraimer, M. L., &
Kiazad, K. (2016). Linking
Developmental Experiences to Leader
Effectiveness and Promotability: The
Mediating Role of Leadership Self-
Efficacy and Mentor Network. Personnel
Psychology, 70(2), 357-397.

Squires M, Tourangeau A, Spence Laschinger
HK, Doran D. (2010). The link between
leadership and safety outcomes in
hospitals. J Nurs Manag. Nov; 18(8):
914-25.

Strauss, Anselm L., & Corbin, Juliet (1998),
Basics of Qualitative  Research:
Techniques and  Procedures  for
Developing Grounded Theory, 2nd Ed.,
Sage.

Thomas, R. A. (2015). The influence of job
involvement on IT managers' perceptions
of self-efficacy and the influence on their
perceptions of career satisfaction. A
thesis Doctor of Philosophy. Capella
University.

Wagner, j. (2010). Exploring the Relationships
Among Spirit at Work, Structural and
Psychological Empowerment, Resonant
Leadership, Job  Satisfaction, and
Organizational Commitment in the
Health Care Workplace. A thesis Doctor
of Philosophy. University of Alberta.

Wong, M. C. S, Lau, T.C. M., & Lee, A. (2012).
The Impact of Leadership Programme on
Self-Esteem and Self-Efficacy in School:
A Randomized Controlled Trial. PLoS
ONE, 7(12), €52023.

Zhang, F., & Welch, E. W. (2022). More than just
managerial self-efficacy:
conceptualizing and predicting top
managers' means efficacy about the
organization under extreme events.
Journal of Managerial Psychology,
37(1), 29-46.

A OMSS ran sl JSaga 5 0 pada s da 303 saAla 4 ) glad (5 by GRS (pai (5 9an A gadana <5 sl Gen (ol S (g aAE Eiaaaa
A P 95y RO sl



