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Resonant leadership refers to the existence of leaders with high emotional intelligence who
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.
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2, Theoretical sampling
3, Theoretical Saturation
4, Theoretical coding
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