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Abstract
This study applied the social exchange and social identity theories to investigate the association among resonant leadership, 
self-efficacy, organizational identification, work performance, and turnover intentions in Generation-Z (Gen-Z) software 
professionals. The study sampled 73 leader-subordinate dyads from 10 large-scale software companies in India through an 
online survey. Hierarchical linear modeling, including multilevel mediation, was conducted to test the proposed model. The 
results of this study revealed the cross-level effect of resonant leadership on the work-related outcomes among the Gen-Z 
software operators based on two psychological mediators, namely, self-efficacy and organizational identification. It suggests 
that resonant leadership could be the potential driver to manage the predominant psychological factors of the incoming cohort 
group of Gen-Z software professionals, which yield positive work outcomes. Based on the empirical evidence, the software 
companies can devise suitable intervention mechanisms to enhance productivity and reduce turnover intentions of the Gen-Z 
cohort. Thus, this study is a novel attempt to establish a comprehensive theoretical framework that provides a broad scope 
for future research to investigate the mechanisms which manage the expectations of Gen-Z cohorts.
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There has been immense growth in the Indian information 
technology (IT) industry, particularly the software industry, 
over the past two decades. However, several challenges were 
experienced during the coronavirus disease 2019 (COVID-
19) pandemic. One such challenge was the decline in the 
profit margin resulting from a sharp decline in export ser-
vices, which account for a significant amount of revenue 
(Malik & Velan, 2020). Another challenge was the alarming 
attrition rate (Pramanik, 2021; Raja Simhan, 2020), which 
normally staggers at approximately 21.8% (Srirangam 
Ramaprasad et al., 2018). The IT industry is labor-, tech-
nology-, and knowledge-intensive (Mathew, 2007); how-
ever, it experiences the perennial issue of a high attrition 
rate, which creates major concerns for the attraction and 
retention of talent (Bhatnagar, 2007). The software sector 
workforce underwent a rapid change in landscape owing to 
the high influx of generation-Z (Gen-Z) professionals during 

the COVID-19 pandemic (Barhate & Dirani, 2022), thus 
creating a multigenerational work environment. Organiza-
tional leaders experienced significant challenges in address-
ing employee expectations (Benítez-Márquez et al., 2021) 
because of differences in values, preferences, attitudes, and 
behaviors among generations (Twenge, 2010). Furthermore, 
Gen-Z employees outnumber other generations and thus are 
likely to have more influence in the workplace (Barhate & 
Dirani, 2022; Miller & Lu, 2018). As a result, this attention 
emphasizes the need for scholars and practitioners to under-
stand their work outcomes.

Gen-Z refers to individuals born after 1995 (Bolser & 
Gosciej, 2015). These individuals are identified as collec-
tive thinkers who are realistic, open-minded, digital inte-
grators. In contrast to previous generations, Gen-Z has 
been regarded as individualized and disrespectful toward 
authority and leaders (Burton et al., 2019). Previous stud-
ies suggested that each generation comprises favorable 
and unfavorable characteristics that influence workplace 
outcomes (Costanza & Finkelstein, 2015; Twenge, 2010). 
For example, the highly nomadic behavior of Gen-Z indi-
cates a lack of organizational identification suggesting that 
long-term loyalty to organizations is not a priority of the 
individual (Chillakuri & Mahanandia, 2018). Reportedly, 
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these attributes intensified because of the accelerated rate of 
change (Batra, 2020) and the lasting impact of COVID-19 
in the work context (Kniffin et al., 2020), which had adverse 
effects on employee performance (Becker, 2021; Muzumder 
et al., 2021). Similarly, the dependence on organizational 
support among Gen-Z may be because of undermined self-
autonomy since childhood (Evans & Karl, 2021; Schroth, 
2019). This dependence may interfere with managing task 
complexities (Arpita & Dawlinmaria, 2020) that are com-
mon in the software sector (Cummings & Worley, 2009), 
thus suggesting a lack of innate self-efficacy, which may 
hinder continuous skill and career advancement (Bocciardi 
et al., 2017). Consequently, psychological distress can be 
exacerbated, by a lack of organizational support while work-
ing remotely in an unprecedented crisis (Becker et al., 2020; 
Russo et al., 2021). According to previous studies, continual 
psychological distress has been associated with an increased 
attrition rate (Nigam et al., 2011) and decreased produc-
tivity (Bayraktar & Jiménez, 2020; Cummings & Worley, 
2009). Existing literature that identifies the levers of previ-
ous generations’ work outcomes is adequate. However, the 
exceeding figure of the Gen-Z cohort in the workplace sug-
gests a notable lack in the literature underscoring the prob-
able predictors of work outcomes among Gen-Z employees 
(Chillakuri & Mahanandia, 2018; Pandita & Kumar, 2021).

A few studies have hypothesized that leadership is a poten-
tial lever for the Gen-Z cohort’s behavior (Schroth, 2019), 
particularly from a cultural perspective (Deal et al., 2012). 
Other studies have observed that leadership style preferences 
vary across generations (Anderson et al., 2017; Rudolph 
et al., 2018). Previous investigations in the software sector 
have shown that leadership is a crucial lever for employees’ 
work behavior in terms of turnover intention (Sahu et al., 
2018) and performance (Gaan & Shin, 2022; Huckman et al., 
2008). However, generalizations of leadership are not appli-
cable across generations. Among the several types of lead-
ership, a resonant leader embodies an overarching vision, 
positive mood, and compassion (Boyatzis et al., 2006), which 
aids in overcoming unprecedented challenges (Mahon et al., 
2014). Furthermore, they aim to strengthen identification 
among individuals within the organization using a transfor-
mational approach (Marques, 2015; Schuh et al., 2012), and 
to maintain ongoing conversations to establish emotional 
bridges (Lenka & Tiwari, 2016). Thus, resonant leaders help 
to solve the environmental demands of businesses (Malik & 
Velan, 2020). Consequently, Gen-Z employees’ work out-
comes are enhanced (Becker, 2021; Dukerich et al., 2002; 
Ngo et al., 2013; Pandita & Kumar 2021) in a remote con-
text (Gaan & Shin, 2022). Resonant leaders orient themselves 
toward self-renewal, growth, and the development of others 
(Boyatzis & Mckee, 2005) which facilitates the mitigation of 
work-related issues experienced by Gen-Z resulting from the 
radical changes that emerged during the COVID-19 pandemic 

(Jayathilake et al., 2021). This orientation may improve self-
efficacy among Gen-Z employees (Arpita & Dawlinmaria, 
2020; Gomes & Deuling, 2019), inevitably increasing their 
performance when delivering work remotely (Bayraktar & 
Jiménez, 2020). Moreover, a resonant leader creates a flexible 
environment (Marques, 2015) that can meet expectations and 
manage crises among Gen-Z employees (Stoker et al, 2019). 
Thus, the willingness to stay within an organization increases 
extensively, resulting in positive outcomes (Suifan et al., 
2020). However, studies that link resonant leadership with 
work outcomes among Gen-Z employees using self-efficacy 
and organizational identification are notably limited.

Currently, there are few studies that investigate the multi-
level effects of leadership on the behavior of Gen-Z employ-
ees because of their dyadic association (Gaan & Shin, 2022; 
Yammarino et al., 2012), particularly when the software sector 
comprises team- and project-based tasks. Therefore, resonant 
leadership is expected to exhibit direct and indirect effects on 
the professional performance of Gen-Z software employees in 
the context of a crisis (Gaan & Shin, 2022; Lenka & Tiwari, 
2016). Furthermore, attrition levels are influenced by provid-
ing coping skills (Lenka & Tiwari, 2016). An adequate amount 
of empirical research is available, underscoring the multilevel 
effect of leadership on the behaviors of generational cohorts 
of employees (Lord et al., 2001; D’Amato & Baruch, 2020) 
other than Gen-Z.

To bridge the gap in literature, this study provides meaning-
ful contributions to the existing Gen-Z literature. This study 
has several aims. First, this investigation combines the litera-
ture on Gen-Z, leadership with studies on the software indus-
try. Second, the mechanism of mediation within leadership 
processes reflects a unique framework that outlines the sig-
nificance of self-efficacy and organizational identification as 
mediators, resonant leadership as antecedents, as well as work 
performance and turnover intention as the potential outcomes 
among Gen-Z. Thus, this study emphasizes the distal effect of 
leadership on Gen-Z employees work outcomes by delineating 
the mediating constructs, such as self-efficacy and organiza-
tional identification (Antonakis et al., 2011). Third, the social 
exchange and social identity theories comprise the theoretical 
framework delineating the direct and indirect effects of leader-
ship on Gen-Z work outcomes. As a result, a novel perspective 
of Gen-Z is introduced to existing theories.

Theoretical framework and hypothesis 
development

Social exchange theory

The social exchange theory (SET) refers to the exchange 
of resources between leaders and subordinates in a series 
of interactive processes that may include materials or 
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non-materials, which consequently yield obligations (Blau, 
1964; Cropanzano & Mitchell, 2005; Emerson, 1976; 
Homans, 1958; Thibaut & Kelley, 1959). The bi- or multi-
directional resource exchange among actors depends on 
several conditions: First, the resources invested by one 
actor in other actors must result in the reciprocal behav-
ior of the latter. Furthermore, the value of the investment 
must exceed the value and utility of the resources received 
from another actor as a reciprocal behavior resulting in the 
loss of resources for the investing actor. Second, the two-
way exchanges among actors should be continuous and the 
leader–subordinate exchange of resources should be bidi-
rectional. For instance, employees exchange work for pay, 
which, in turn, produces beneficial outcomes, including 
a sense of personal obligation, gratitude, and trust (Blau, 
1964; Schroth, 2019), consequently enhancing satisfaction, 
organizational commitment, and turnover intention (Lu & 
Gursoy, 2016) among subordinates.

SET applies to leaders who have a relational and interac-
tive approach (Gürbüz et al., 2014), which aligns best with 
resonant leadership. The relational orientation of resonant 
leadership (Marques, 2015) suggests that a resonant leader 
will exchange self-efficacy with the Gen-Z cohort using the 
approaches of self-renewal and development, which is pre-
dominantly expected by Gen-Z employees. Consequently, 
positive emotions are evoked (Thibaut & Kelley, 1959) in 
Gen-Z employees to reciprocate positive work outcomes 
(Grant et al., 2011; Kark et al., 2003; Lu & Gursoy, 2016).

Social identity theory

The social identity theory (SIT) focuses on group member-
ship and self-behavior (Hogg et al., 1995). An individual is 
linked to a group based on cognitive schema wherein core 
concepts regarding the self (i.e., enduring identity) are partly 
determined by the peripheral concept (group identity). The 
core concept refers to an individual’s personal history, adap-
tation to social situations, goals, motives, and needs (Turner 
& Onorato, 1999, pp. 15–16). In contrast, the peripheral con-
cept embodies self-concept, which is more fluid and allows 
the individual to adopt various roles and group identities. 
In addition to the individual–group dyads, the group con-
cept covers organizations that serve as groups that influence 
individual performance (Hogg & Terry, 2000; Pratt, 2003). 
Socialization provides individuals with the values and emo-
tional attributes of group membership (Hogg & Terry, 2000) 
as well as an extended identity. While the power of social 
identity is variable, it always exceeds the power of individ-
ual identity (Hogg & McGarty, 1990). Thus, studies argue 
from the perspective of SIT that organizational identity is 

the tendency of employees to identify with the organization 
based on its salient prototypical characteristics.

Social identity and exchange complement each other (van 
Knippenberg & Schippers, 2007). The theoretical frame-
works underscore the assumption that social exchanges, such 
as self-efficacy, cannot be sustained or effective to ensure a 
positive work outcome unless the Gen-Z cohort identifies or 
relates their individual self-concept with the organization. 
Thus, a leader may enhance the Gen-Z cohort’s contribution 
to the organization by assisting them to identify the organi-
zation’s prototypical characteristics, ensuring that indi-
viduals work for the collective interest of the organization. 
Therefore, a leader’s support in enabling the psychological 
sources of subordinates (self-efficacy) can be made effective 
when organizational salience is internalized by subordinates 
during the process of self-categorization (van Knippenberg 
& Hogg, 2003).

Resonant leadership and work performance 
of Gen‑Z

Sustainable and favorable work outcomes of subordinates 
have been observed to be positively predicted by an appro-
priate leadership style that inspires employees to produce 
effective results (Wong et al., 2013). In contrast to previous 
generations, the performance of Gen-Z employees depends 
highly on the leader as they tend to mitigate expectations 
that emerge from assigned roles which can interfere with 
their performance (Wilkie, 2019). Furthermore, existing 
literature indicates that the Gen-Z cohort has weak inter-
personal skills owing to over-reliance on digital technology, 
social media, and mobile communications (Becker et al., 
2020) even during leisure hours (Twenge, 2017). Conse-
quently, these individuals lack social skills and emotional 
stability (Twenge, 2017; Twenge et al., 2019). Furthermore, 
these weaknesses impair work performance, particularly 
with the onset of COVID-19 and associated remote work 
practices. Reportedly, these work practices do not fit with 
the nature of the occupation in the software industry, which 
is typically project- and team-driven (Huckman et al., 2008; 
Mathew, 2007). Moreover, their advocacy for work-life bal-
ance contradicts the culture of extensive working hours in 
the software sector (Armstrong et al., 2007) and overwork 
during COVID-19 (Russo et al., 2021). However, all issues 
associated with Gen-Z are presumably resolved through 
human connections, which are inherently present in resonant 
leaders who exhibit an empathetic approach (Goleman et al., 
2002, 2013). Resonant leaders display characteristics such 
as compassion, hope, and mindfulness. These attributes are 
required in the digital era to mitigate challenges arising from 
incessant crises and pressure (McKee & Massimilian, 2006). 
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Managing the conversation in the digital space (Smith et al., 
2011) can facilitate the Gen-Z project team cohort to con-
front the challenges associated with social and interpersonal 
skills owing to the physical distance (Russo et al., 2021) 
during the COVID-19 pandemic (Gaan & Shin, 2022). Con-
sequently, emotional clarity (Burton et al., 2019) and con-
tentment in the team inadvertently emerge within employees, 
thus encouraging positive behavior (Becker et al., 2020; Lor-
ing & Wang, 2021; Wagner et al., 2013) despite the context 
of the pandemic (Gaan & Shin, 2022).

According to the SET, social exchanges between lead-
ers and subordinates will inspire and obligate employees 
to perform effectively (Rhoades & Eisenberger, 2002) at 
individual and dyadic levels, in the context of COVID-19 
(Gaan & Shin, 2022; Yammarino et al., 2012). Therefore, 
studies have hypothesized that resonant leaders with desired 
self-regulation and awareness (Goleman et al., 2013) main-
tain social exchanges to develop interpersonal communica-
tion, social skills, and emotional stability (Cropanzano & 
Mitchell, 2005) amidst incessant crises and pressure, while 
simultaneously addressing the Gen-Z cohort’s expectations 
(Boyatzis & McKee, 2005). Consequently, Gen-Z employees 
will feel obliged to demonstrate desired performance (Gaan 
& Shin, 2022; Lu & Gursoy, 2016). There is a severe gap 
in literature regarding the cross-level association between 
resonant leadership styles and Gen-Z software professional 
performance, which warrants further investigation. There-
fore, we propose the following hypothesis:

Hypothesis 1: Resonant leadership has a positive cross-
level effect on the work performance of Gen-Z employees 
during the COVID-19 pandemic.

Resonant leadership and turnover intention 
among Gen‑Z

The leadership style, operationalized in subjective norms, is 
considered an antecedent to turnover intention (Eisenberger 
et al., 2002; Sahu et al., 2018). The extant literature indi-
cates that Gen-Z employees tend to switch organizations if 
their current leader does not prioritize individualized ori-
entation (Chillakuri, 2020), flexibility, growth, job stability, 
effective communication, and resources for training pro-
grams (Schroth, 2019). The unmet expectations of Gen-Z 
employees compounded during COVID-19 (Jayathilake 
et al., 2021) because of the unprecedented changes experi-
enced by software sector employees during their transition 
to remote work practices (Russo et al., 2021). Consequently, 
the inadequate resources and insecurities associated with the 
crisis created an unstable work environment for beginners, 
such as the Gen-Z cohort (Becker et al., 2020). Furthermore, 
these inadequacies and insecurities can potentially destabilize 

one’s attitude (Chillakuri & Mahanandia, 2018; Goh & Lee, 
2018) in the initial stage of their career (Becker et al., 2020). 
However, effective mobility in the market for software pro-
fessionals is not a challenge (Singh et al., 2012). Under such 
circumstances, the vibrance and flexibility of resonant lead-
ership are anticipated to work conveniently in the digital 
space (McKee & Massimilian, 2006). Moreover, the ability 
to mobilize resources among project team members in crisis 
(Gaan & Shin, 2022; Lenka & Tiwari, 2016) is enhanced to 
accommodate the expectations of Gen-Z employees. Thus, 
a leadership approach that incorporates elements of trans-
formation (Marques, 2015) and flexibility can explain the 
significant negative variance in the team members’ turnover 
intention (Sahu et al., 2018; Squires et al., 2010) and mitigate 
emerging complexities during a crisis (Stoker et al., 2019).

According to SET, the employee’s perceived quality of 
the beneficial personal and professional exchange relation-
ship with the leader (Chaudhuri & Ghosh, 2012) can predict 
withdrawal behavior or turnover intention at the individual 
and the dyadic level (Eisenberger et al., 2002; Waldman 
et al., 2015). However, there are limited studies in the soft-
ware sector that underscore the association between team-
level resonant leadership and the turnover intention of team 
members constituting the Gen-Z cohort. Thus, the following 
hypothesis was derived:

Hypothesis 2: The cross-level effect of resonant lead-
ership has a negative cross-level effect on the turnover 
intention of Gen-Z employees during the COVID-19 
pandemic.

The mediating role of self‑efficacy

Self-efficacy refers to an individual’s beliefs regarding their 
capabilities to implement the measures required to manage 
any situation. Previous studies have reported that self-effi-
cacy affects an individual’s learning ability, motivation, and 
performance (Lunenburg, 2011).

The software sector is typically characterized by flexibil-
ity, adaptability, and mobility (Arunprasad, 2017). There-
fore, software industry leaders must provide an environment 
that fosters continuous learning, technical competence, and 
autonomy (Ramakrishna & Potosky, 2003). This environ-
ment aligns well the dynamic nature of the industry (Scho-
larios & Marks, 2004) which peaked during COVID-19 
(Batra, 2020; Kniffin et al., 2020). Furthermore, it induces 
a sense of control over tasks (Jayathilake et al., 2021) and 
independence (Wickramasinghe & Weliwitigoda, 2011). 
As a result, performance among Gen-Z employees in the 
software sector intensifies (Jayathilake et al., 2021; Reddy 
& Dawlinmaria, 2020) while the turnover intention reduces 
(Porto Bellini et al., 2019).



Current Psychology 

1 3

Resonant leaders with buoyant attitudes (Laschinger 
et al., 2014; Marques, 2015) can manage complexities asso-
ciated with care and decipher employees’ needs, knowledge, 
goals, and capabilities (Goleman et al., 2013) by promot-
ing the democratization of learning (Cummings, 2004; Jay-
athilake et al., 2021), especially among Gen-Z employees. 
Furthermore, resonant leaders prioritize their self-renewal 
and employee development (Boyatzis, 2014; Boyatzis & 
Mckee, 2005) to navigate the crisis (Lenka & Tiwari, 2016). 
Thus, employee needs (Deepika & Chitranshi, 2021) and 
self-efficacy increase among Gen-Z software professionals 
(Evans & Karl, 2021). Consequently, higher performance 
(Arpita & Dawlinmaria, 2020; Gomes & Deuling, 2019) and 
lower turnover intention have been reported (Afzal et al., 
2019; Cowden et al., 2011).

SET stipulates that leader who maintain continuous social 
exchanges (i.e., coaching and mentoring) generate positive 
outcomes for employee expectations (i.e., learning orienta-
tions; Blau, 1964; Lu & Gursoy, 2016; Schroth, 2019). Self-
efficacy has been identified as a mediating variable in the 
leadership process (Porto Bellini et al., 2019; Singh et al., 
2018; Bayraktar & Jiménez, 2020). However, the literature 
underscoring its linkages with cross-level effects is limited 
(i.e., resonant leadership → self-efficacy → work perfor-
mance and resonant leadership → self-efficacy → turnover 
intention). Thus, the following hypothesis is proposed:

Hypothesis 3: Self-efficacy mediates the relationship 
between resonant leadership and work performance 
among Gen-Z employees during the COVID-19 pan-
demic.
Hypothesis 4: Self-efficacy mediates the relationship 
between resonant leadership and turnover intention 
among Gen-Z employees during the COVID-19 pan-
demic.

The mediating role of organizational 
identification

Identity refers to an individual’s emotional association with 
their organization, occupation, role, or work (Hogg & Terry, 
2000). There are two ways through which an employee iden-
tifies with the organization. The first is social identification, 
wherein employees associate themselves with organizational 
membership (Ashforth & Mael, 1989; Ashforth et al., 2008) 
based on the perceived distinct identity of the organization 
resulting from the work environment and values of the 
leader. The second denotes psychological factors, such as 
trust and interpersonal relationships within the organization, 
which may address affiliation needs. The study combined 
both identification methods to strengthen identification 
with organizations in relationship-oriented societies, such 

as India (Ngo et al., 2013), and among Gen-Z employees 
(Chillakuri, 2020). Resonant leaders are considered to have 
high levels of mindfulness as they incorporate social capi-
tal into the organization’s intrapreneurship culture (Boyatzis 
& Mckee, 2005), which fosters a sense of belonging to an 
organization. This cooperation aligns with the perceived idi-
osyncratic values of entrepreneurship (Twenge, 2017) and 
flexibility (Schroth, 2019) among Gen-Z employees, thus 
improving control over their performance (Ashforth et al., 
2008; Jayathilake et al., 2021; Twenge, 2017) and software 
industry requirements (Jayathilake et al., 2021). Further-
more, Gen-Z is intolerant of crisis-related ambiguities and 
complexities (Arpita & Dawlinmaria, 2020; Schroth, 2019) 
even though such attributes are inherent to the nature of the 
software industry. Thus, it is assumed that resonant leaders 
can fulfill the Gen-Z employee expectations because of their 
inherent flexibility (Marques, 2015) and attitude to guide and 
coach individuals during a crisis (Lenka & Tiwari, 2016), 
which enhances the willingness of Gen-Z to identify with 
the organization (Smith & Strawser, 2022). In the software 
industry, interpersonal leader–subordinate relationships 
enhance the perceived image and sense of belonging to an 
organization (Mazumder et al., 2017). In this context, the 
second part of organizational identification becomes cru-
cial because building interpersonal relationships and trust 
between the leader and the Gen-Z cohort (Lazanyi & Bilan, 
2017) is vital to enhance the open expression of opinions. 
However, psychological factors worsened during COVID-19 
owing to remote work practices which increased stress and 
anxiety among Gen-Z employees who are often susceptible 
to these emotions (Twenge, 2017; Becker et al., 2020). Pre-
vious literature suggests that empathetic leaders (Jayathilake 
et al., 2021) and their in-person interactions (Ashforth, 2016; 
He & Brown, 2013) can create interpersonal relationships 
and trust (Lazanyi & Bilan, 2017) with employees. Further-
more, it is envisaged that a resonant leader’s inherent abil-
ity to express empathy (Goleman et al., 2013) can promote 
positive emotions (Lenka & Tiwari, 2016) among the Gen-Z 
cohort and invariably reduce distrust associated with a crisis 
(Becker et al., 2020). Consequently, empathy can restore 
Gen Z employees’ faith, trust, and a sense of attachment to 
the organization (Mazumder et al., 2017).

In the context of SIT and SET (van Knippenberg & 
Schippers, 2007), it is argued that employees with a desire 
to identify with the organization (Mazumder et al., 2021) 
work towards goals with higher efficiency and potential 
(Bakotic, 2016; Jiang & Law, 2013; Mazumder et  al., 
2021; Singh et al., 2018). Thus, through fulfilling their 
entrepreneurial orientations based on the trust established 
by the leaders, Gen-Z employees feel more obliged to stay 
with the organization. Moreover, it can be argued from the 
perspective of social exchange that resonant leaders who 
treat Gen-Z employees with dignity, care, and empathy 
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(Smith et  al., 2011) can manage Gen-Z expectations. 
Similarly, this evokes a desire among Gen-Z employees 
to identify with the organization (Smith & Strawser, 2022), 
improves performance (Mazumder et al., 2021), and low-
ers attrition (Suifan et al., 2020). However, research on the 
Gen-Z cohort is limited, particularly studies that consider 
resonant leadership as an antecedent at the team level and 
work performance and turnover intention as individual 
outcomes. Although the outcomes of organizational identi-
fication, such as work performance and turnover intention, 
have been studied independently (Cole & Bruch, 2006; 
Mazumder et al., 2021), their linkages with resonant lead-
ership have not been empirically confirmed in a single 
study from a crisis perspective. Furthermore, previous 
studies have various limitations, such as multiple sources 
of data collection as a lacuna (Mazumder et al., 2021). 
Thus, we propose the following hypotheses:

Hypothesis 5: Organizational identification mediates the 
relationship between resonant leadership and work per-
formance among Gen-Z employees during the COVID-19 
pandemic.
Hypothesis 6: Organizational identification mediates the 
relationship between resonant leadership and turnover 
intention among Gen-Z employees during the COVID-
19 pandemic.

Based on the complementary perspective of the SET 
and SIT, this study assumes that the cross-level effect of 
resonant leadership on work-related outcomes among Gen-Z 
employees occurs through two mediators—self-efficacy and 
organizational identification. Accordingly, we propose the 
following hypotheses:

Hypothesis 7: Self-efficacy and organizational identifi-
cation jointly mediate the relationship between resonant 
leadership and a) work performance and b) turnover 
intention among Gen-Z employees during the COVID-
19 pandemic.

Figure 1 illustrates the conceptual model used in this 
study.

Methods

Sample and procedures

This study was conducted in 10 large-scale software compa-
nies located globally that offer services ranging from digi-
tal services and information technology (IT) distribution to 
business solutions. These organizations were selected based 
on the nature of the teams that typically engage in techno-
logical research and development, process improvements, 
bug testing, and prototype design work. The teams regularly 
held virtual meetings to increase collaboration frequency 
and worked on the project for at least 180 days. Furthermore, 
the research firm recruited for this study applied a purposive 
sampling technique to collect relevant data from the Gen-Z 
cohort. Two anonymous security questions were asked to 
obtain corresponding responses from the team leader and 
members. All participants were assured of data confidenti-
ality to ensure honest responses. Prior to enrolment in the 
study, the researchers obtained the informed consent of all 
the participants. In total, 940 out of the 1,374 team members, 
managers, and leaders of the project development teams 

Fig. 1  Conceptual framework
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voluntarily completed the online survey. Among the 940 
surveys, 70 had incomplete responses and 30 represented 
a different cohort. Consequently, the responses of 100 par-
ticipants were excluded from the analysis. Moreover, some 
of the responses were unmatched (i.e., leader–subordinate). 
Thus, responses from 636 participants were included in the 
final analysis. The sample size of 636 Gen-Z individuals 
nested in 73 teams obtained from the survey adhered to the 
guidelines of Maas and Hox (2005). The data were collected 
in two phases over three months during the first wave of the 
COVID-19 pandemic, starting in May 2020. Resonant lead-
ership, self-efficacy, and organizational identification were 
measured by the team members at time period  T1; work per-
formance and turnover intention were measured by the team 
leaders and team members, respectively, at time period  T2.

Several measures were implemented for procedural rem-
edies. First, the matched responses (leader–subordinates) of 
73 team leaders and 636 Gen-Z members were used to miti-
gate concerns about receiving a socially desirable response 
(Podsakoff et al., 2003). Second, the order of the items in the 
subordinate survey was counterbalanced against the inde-
pendent and dependent variables to alleviate the effects of 
eventual response bias related to the survey design (Podsa-
koff et al., 2003). Third, the data were collected from two 
different sources—team leaders and team members (team 
leader–team member dyad)—to mitigate the issue of com-
mon method bias.

The average age of the leaders and members was 31.11 
(standard deviation [SD] = 0.38) and 23.82 (SD = 0.76) 
years, respectively. The average tenure of the leaders and 
members was 7.11 (SD = 1.65) and 1.08 (SD = 0.61) years, 
respectively. Furthermore, approximately 52% of the partici-
pants were males while 48% were females. Moreover, 88.9% 
of the participants had a degree in electronics and telecom-
munications, and computer science whereas the remaining 
11.1% had a postgraduate degree in computer science.

Measures

Resonant leadership was measured (α = 0.73) using the 
10-item resonant leadership scale developed by Cummings 
et al. (2010). The sample items rated by subordinates were 
“My team leader focuses on successes and potentials rather 
than failures” and “My team leader actively mentors and 
manages individual and team performance.”

A similar approach was adopted to measure subordinates’ 
workplace performance (α = 0.91). Subordinates required more 
time and energy to complete tasks as a result of the loom-
ing crisis (Bartsch et al., 2020). Thus, work performance 
was examined using an established five-item scale (Brown & 
Leigh, 1996) of work intensity. Sample items for the leader 
version of the scale included “When my subordinates work, 

they do so with intensity” and “When they work, they exert 
themselves to the fullest.” Responses were measured on a scale 
ranging from 1 (strongly dissatisfied) to 5 (strongly satisfied).

Self-efficacy was examined (α = 0.87) using a scale com-
prising 10 items measuring task-related self-beliefs used to 
cope with various job demands (Parker, 1998). The sample 
items on the scale included, “I feel confident enough to analyze 
a long-term problem to find a solution to it.”

Organizational identification was measured (α = 0.83) 
using a six-item global scale developed by Edwards and Pec-
cei (2007). Sample items were scored on a scale ranging from 
1 (strongly disagree) to 5 (strongly agree). The items included, 
“I share the goals and values of the organization.”

The turnover intention was evaluated (α = 0.93) using a 
three-item scale developed by Yavas et al. (2003). The sam-
ple item included “I will probably be looking for another job 
soon.”

Studies have reported that demographic variables exert a 
confounding effect on hypothesized relationships in the leader-
ship processes (Becker et al., 2016). Furthermore, gender, age, 
experience, marital status, educational level, and the respond-
ents’ position in the organization can considerably affect the 
dependent variables, such as work performance (Bauer & 
Green, 1996; Maslyn & Uhl-Bien, 2001). Therefore, this study 
controlled for these variables while testing the hypotheses.

Data analysis

The data were nested within the teams (i.e., 636 Gen-Z team 
members and 73 leaders), as per the hierarchical structure. 
Furthermore, the multilevel mediation effect was examined 
to estimate the cross-level indirect randomized effect (Bauer 
et al., 2006). Therefore, consistent with Zhang et al. (2009), 
multilevel modeling was performed using HLM 7.0 with 
restricted maximum-likelihood estimation to conduct data 
analysis for model 2–1-1 (independent variable at Level 2 
and dependent variable at Level 1). For multilevel mod-
eling, it is necessary to examine the interrater reliability 
index  rwg and intraclass coefficients ICC (1) and ICC (2) of 
Level 2 variable resonant leadership. The obtained values 
 (rwg = 0.78, ICC (1) = 0.16, and ICC (2) = 0.83) were higher 
than the threshold, thus confirming the aggregation test 
(Campion et al., 1993).

Results

Descriptive statistics

Table 1 summarizes the descriptive statistics and cor-
relations between the study variables. At Level 1, we 
observed a positive association between organizational 



 Current Psychology

1 3

identification and work performance (r = 0.27, p < 0.05) 
but a negative association between organizational iden-
tification and turnover intention (r =  − 0.24, p < 0.01). 
Similarly, we noted a positive correlation between self-
efficacy and work performance (r = 0.46, p < 0.01) but a 
negative correlation between self-efficacy and turnover 
intention (r =  − 0.19, p < 0.01). Furthermore, self-effi-
cacy was positively correlated with organizational iden-
tification (r = 0.17, p < 0.01).

Confirmatory factor analysis

Confirmatory factor analysis (CFA) was performed to 
examine whether Gen-Z employees’ scores on resonant 
leadership, self-efficacy, organizational identification, 
and turnover intention registered distinct constructs. 
However, a multivariate normality test was conducted 
to check for the presence of outliers that measured any 
observed variable. The study showed that the critical ratio 
(CR) value of 0.961 was below the threshold value of 
1.25.

The four-factor model fit the data well, with all indica-
tors significantly loaded on the respective latent variables 
(χ2 [366] = 755.51, comparative fit index (CFI) = 0.96, nor-
med fit index (NFI) = 0.95, standardized root-mean-square 
residual (SRMR) = 0.06, and root-mean-square error of 
approximation (RMSEA) = 0.06). Thus, the measures cap-
tured distinctive constructs.

Hypotheses testing

We tested the hypotheses using multilevel modelling at the 
individual level (Gen-Z) performance (χ2(69) = 918.218, 
p < 0.01) and turnover intention (χ2(69) = 856.091, p < 0.01). 
We examined the within-level analysis to test the relation-
ships among the variables before performing the cross-level 
analysis according to the guidelines of Mathieu and Taylor 
(2007). All individual variables were group-mean centered 
to obtain unbiased estimates of all cross-level interactions. 
However, Level 2 variables remained unchanged (Zhang 
et al., 2009). The multilevel modelling results are presented 
in Tables 2 and 3.

Table 1 illustrates the confounding effect of leaders’ 
demographic characteristics on the leadership process, 
which concurs with a previous study (Becker et al., 2016). 
The correlation between the demographic characteristics 
of the employees and their outcomes was consistent with 
the findings of previous studies (Chen & Francesco, 2000; 
Tsui & O’Reilly, 1989). Models 1 and 2 in Table 2 show 
the significant influence of resonant leadership on self-effi-
cacy (γ = 0.20, p < 0.01) and organizational identification 
(γ = 0.15, p < 0.01), respectively. Models 3 and 7 show the 
predictive value of resonant leadership for work performance 
(γ = 0.11, p < 0.01) and turnover intention (γ =  − 0.16, 
p < 0.01). To understand the cross-level effect of resonant 
leadership on work outcomes, the guidelines by Zhang 
et al. (2009) were followed. Furthermore, resonant leader-
ship was introduced as a Level 1 covariate to test its direct 
effects. The results indicated that the direct effects on work 
performance (γ =—0.20, p = 0.21) and turnover intention 

Table 1  Descriptive statistics 
and correlation for the 
individual- and team-level 
variables

Values on the right indicate Cronbach’s alpha coefficient; For level 1(team members) = 636, Level 2 (Team 
leaders) = 73 *p < 0.05; **p < 0.01

Variables Mean SD 1 2 3 4 5 6 7

Level-1 Variable
  1 Self-efficacy 3.05 0.30 (0.87)
  2 Organizational Identification 4.10 0.40 0.17* (0.83)
  3 Work Performance 3.67 0.42 0.46** 0.27* (0.91)
  4 Turnover Intention 2.45 0.25 -0.19** -0.24** -0.13** (0.93)
  5 Age 23.82 0.76 0.03 0.04 0.01* 0.02 -
  6 Gender 1.11 0.23 0.10* 0.02 0.06* 0.03* 0.05 -
  7 Position Tenure 1.08 0.61 0.06 0.02 0.01* -0.01* 0.02 0.02 -

Level-2 Variable
  1 Resonant Leadership 3.90 0.36 (0.73)
  2 Team Size 8.09 1.10 0.07* -
  3 Age 31.11 0.38 0.11 0.06* -
  4 Gender 1.22 0.62 0.03* 0.02 0.01 -
  5 Position Tenure 7.11 1.65 -0.07* 0.04* 0.01 0.04 -
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Table 2  Results of multilevel linear modeling for work performance

Unstandardized estimates are reported with standard errors in parentheses. For Level 1(team members) = 636, Level 2 (team leaders) = 73; 
Model 1: Self-efficacy predicted by resonant leadership. Model 2: Organizational identification predicted by resonant leadership. Model 3: Work 
performance predicted by resonant leadership. Model 4: Self-efficacy mediates the relationship between resonant leadership and organizational 
performance. Model 5. Organizational identification mediates the relationship between resonant leadership and organizational performance. 
Model 6: Work performance predicted by resonant leadership, self-efficacy, and organizational identification (6a without/6b with control vari-
ables). *p < 0.05; **p < 0.01

Dependent Variable Self-Efficacy Organizational 
Identification

Work Performance

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6a Model 6b

Fixed effects 2.42(0.45)** 1.59(0.22)* 4.21(0.76)** 3.86(0.29)** 3.92 (0.29)* 3.32 (1.01)* 3.48 (1.21)**
Controls

  Team Size -0.05* -0.08* -0.11*
  Age (L) 0.03 0.02 0.02
  Gender (L) 0.01 0.03 0.05
  Position Tenure(L) -0.11 -0.11 -0.12

Level 1
  Resonant Leadership 0.22(0.23)** 0.28(0.15)** 0.20(0.13) 0.19(0.17) 0.19 (0.12) 0.18(0.12) 0.17(0.11)
  Self-Efficacy 0.40(0.07)** 0.42(0.03)** 0.44(0.03)**
  Organizational Identification 0.23 (0.06)** 0.26(0.01)** 0.28(0.09)**

Level 2
  Resonant Leadership 0.20(0.05)** 0.15(0.06)** 0.11(0.11)** 0.10(0.02) 0.06 (0.05) 0.13(0.10) 0.14(0.13)
  Self-Efficacy 0.35(0.15) 0.21(0.09) 0.23(0.10)
  Organizational Identification 0.22(0.03) 0.06(0.08) 0.08(0.10)

Level 1
  Intercept 0.31(0.05) 0.29(1.21) 0.91(1.48) 0.91(1.60) 0.91(1.65) 0.91(1.67) 0.91(1.72)

Table 3  Results of multilevel linear modeling for turnover intention

Unstandardized estimates are reported with standard errors in parentheses. For Level 1(team members) = 636, Level 2 (team leaders) = 73. 
Model 7: Turnover intention predicted by resonant leadership. Model 8: Self-efficacy mediates between resonant leadership and organizational 
identification. Model 9. Organizational identification mediates the relationship between resonant leadership and turnover intentions. Model 10: 
Turnover intention predicted by resonant leadership, self-efficacy, and organizational identification (10a without/10b with control variables)
* p < 0.05; **p < 0.01

Dependent Variable Turnover Intention

Model 7 Model 8 Model 9 Model 10a Model 10b

Fixed effects 6.11(0.62)** 5.88 (0.36)** 5.12(0.61)** 4.86(0.97)** 4.92(1.05)*
Controls

  Team Size 0.06*
  Age (L) 0.03
  Gender (L) -0.03
  Position Tenure(L) 0.07

Level 1
  Resonant Leadership -0.35(0.08) -0.32(0.07) -0.31(0.07) -0.31(0.08) -0.29(0.08)
  Self-Efficacy -0.12(0.03)** -0.13(0.02)** -0.17(0.01)**
  Organizational Identification -0.09(0.02)** -0.10(0.01)** -0.13(0.02)**

Level 2
  Resonant Leadership -0.16(0.05)** -0.15(0.05) -0.15(0.08) -0.17(0.07) -0.19(0.08)
  Self-Efficacy -0.11(0.03) -0.10(0.02) -0.12(0.01)
  Organizational Identification -0.07(0.02) -0.08(0.04) -0.09(0.04)

Level 1
  Intercept 0.72(1.06) 0.72(1.11) 0.72(1.24) 0.72(1.68) 0.72(1.81)
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(γ = -0.35, p = 0.32) were not significant, thus supporting 
Hypotheses 1 and 2.

The multilevel mediation test was based on Zhang et al.’s 
(2009) principle of introducing Level 2 predictors as Level 
1 covariate, and vice versa. The proposed Level-1 media-
tors—self-efficacy and organizational identification—were 
introduced while predicting work performance and turno-
ver intention from resonant leadership to test the proposed 
multilevel mediation. As shown in Table 2, Models 4 and 5 
revealed a significant cross-level mediation of self-efficacy 
(γ = 0.40, p < 0.01) and organizational identification on work 
performance (γ = 0.23, p < 0.01), as there was no direct effect 
of resonant leadership on work performance. Furthermore, 
the indirect effect of resonant leadership on work perfor-
mance through self-efficacy and organizational identifica-
tion was confirmed using the Sobel test (z = 2.63, p < 0.01; 
z = 1.80, p < 0.01), which is consistent with Hypotheses 3 
and 5. Similarly, Models 8 and 9 exhibited a significant 
cross-level mediation of self-efficacy (γ =  − 0.12, p < 0.01) 
and organizational identification on turnover intention 
(γ =  − 0.09, p < 0.01) as no direct effect of resonant leader-
ship on turnover intention was observed.

As shown in Table 3, the indirect effect of resonant lead-
ership on turnover intention through self-efficacy and organi-
zational identification was confirmed using the Sobel test 
(z =  − 3.40, p < 0.01; z =  − 2.42, p < 0.01), thus supporting 
Hypotheses 4 and 6. To assess the joint mediation effect of 
self-efficacy and organizational identification on the rela-
tionship between resonant leadership and a) work perfor-
mance and b) turnover intentions, we adopted bias-corrected 
95% confidence intervals (CI) through bootstrapping (with 
20,000 resamples). The bootstrapping results presented in 
Table 3 suggest that Models 6a and 6b (indirect effect = 0.17, 
95% CI [0.03, 0.35], excluding zero) as well as 10a and 10b 
(indirect effect = 0.05, 95% CI [− 0.03, 0.24]; excluding 
zero) supported Hypothesis 7.

Discussion

This study examined the multilevel mediation effect of 
self-efficacy and organizational identification on resonant 
leadership and Gen-Z employees’ remote work outcomes. 
The results reveal the direct and indirect effects of resonant 
leadership on work performance and turnover intention 
(Gaan & Shin, 2022; Sahu et al., 2018; Squires et al., 2010; 
Wagner et al., 2013). Furthermore, the findings indicated 
that self-efficacy (Bayraktar & Jiménez, 2020; Jayathilake 
et al., 2021; Reddy & Dawlinmaria, 2020; Singh et al., 2018) 
and organizational identification (Chillakuri & Mahanandia, 
2018; Mazumder et al., 2021; Shen et al., 2014; Walumbwa 
et al., 2011) mediated the leadership process significantly 
and positively (Afzal et al., 2019; Suifan et al., 2020). Thus, 

the findings of this study concur, to some extent, with the 
results of the extant literature.

Theoretical contributions

Considering the increasing composition of Gen-Z employees 
in the workplace and several other dynamics that impact 
work outcomes, this study contributes to the existing litera-
ture on Gen-Z, resonant leadership, and the software indus-
try in the context of COVID-19. These contributions occur 
through various mechanisms. First, the study was conducted 
in the software industry to investigate the mechanism by 
which resonant leadership in a leader–employee dyad influ-
ences the Gen-Z cohort’s work outcomes in the context of a 
crisis. Thus, it revealed the cross-level mechanism by which 
leadership influences employees’ work outcomes in a remote 
context (Gaan & Shin, 2022). Thus, this study has contrib-
uted to the existing literature on Gen-Z, as it uncovers fac-
tors predicting the reduced nomadic behavior (Chillakuri & 
Mahanandia, 2018) and poor performance (Jayathilake et al., 
2021) of Gen-Z software professionals in the context of the 
unprecedented crisis. The second mechanism revealed that 
the Gen-Z cohort’s reduced turnover intention and enhanced 
performance are because of growing self-efficacy (Evans & 
Karl, 2021) and organizational identification (Schroth, 2019; 
Smith & Strawser, 2022). Thus, resonant leadership serves 
as an independent variable of such outgrowth, emphasizing 
its indirect effect on Gen-Z work outcomes. Although the 
current findings concur with previous study results (Cowden 
et al., 2011; Mazumder et al., 2021; Walumbwa et al., 2011; 
Zhang & Chen, 2013), the integrated and cross-level effect 
of resonant leadership on Gen-Z outcomes through self-effi-
cacy and organizational identification contributes to Gen-Z 
literature. The third mechanism provided a novel contribu-
tion to the existing literature on the Gen-Z cohort in the 
context of the software industry; it revealed the significance 
of self-efficacy and organizational identification as a joint 
mechanism of mediators that influence the relationship 
between resonant leadership and work outcomes.

Thus, this study offers potential insights while integrating 
the SET and SIT (van Knippenberg & Schippers, 2007) to 
establish a linkage between the resonant leader and Gen-Z 
employees’ work outcomes. Furthermore, it validates how 
resonant leaders exchange resources to build psychologi-
cal factors, such as self-efficacy and organizational iden-
tification among the Gen-Z cohort during a crisis. In turn, 
employees reciprocated with enhanced performance and 
reduced withdrawal behavior. Thus, this study extends the 
complementary nature of the social exchange and identity 
theories, and widens the theoretical perspectives of Gen-Z 
literature.
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Practical implications

Human capital issues are often neglected in the software 
industry because of the overestimation of team efficacy over 
individual self-efficacy, as the occupation leverages the socio-
technical systems to a great extent (Dingsøyr & Dybå, 2012). 
Thus, job-hopping and attrition are common in this industry 
(Srirangam Ramaprasad et al., 2018), especially among Gen-Z 
(Chillakuri et al., 2018). Therefore, the self-efficacy and organ-
izational identification of Gen-Z software professionals could 
be significantly affected during crises (Jayathilake et al, 2021; 
Kniffin et al., 2020).

Hence, leadership plays a pivotal role in explaining genera-
tional effectiveness and the intention to withstand a crisis by 
enhancing the flexibility of the approach (Stoker et al., 2019) 
to align with generational expectations (Rudolph et al., 2018). 
Resonant leadership is rooted in self-regulation and renewal 
(Boyatzis & Mckee, 2005; Lenka & Tiwari, 2016), possessing 
attributes that integrate well with Gen-Z characteristics and 
expectations. Therefore, from a managerial perspective, lead-
ers in human resources from the software industry can draw 
insights from the present study by instilling compassion, hope, 
and mindfulness in the project leader through regular train-
ing programs. Furthermore, this study can enhance managers’ 
attitudes, encourage them to exhibit emotions such as empathy 
and optimism, and listen to others with care and compassion. 
Moreover, mandatory yoga and meditation exercises could be 
implemented after the reporting hours to ensure that managers 
remain mindful in their approach to mitigating ambiguities 
and complexities. This type of leadership could support a cul-
ture of self-renewal and continuous development (Boyatzis & 
Mckee, 2005) in the digital era (McKee & Massimilian, 2006) 
and improve Gen-Z employees’ self-efficacy. Consequently, a 
desirable sense of security, growth, and professional compe-
tence can be restored in the workplace (Chillakuri & Mahanan-
dia, 2018). The strategic initiative to improve the skills of the 
team leaders adheres to the value-based resonant leadership 
style enhancing their experiences with and sense of belonging 
to the organization while emphasizing the values of success. 
Trained project leaders forge a flexible environment (Marques, 
2015) that reduces the likelihood of nomadic and withdrawal 
tendencies among Gen-Z employees. In turn, this can reduce 
the reported high costs of replacement and recruitment (Porto 
Bellini et al., 2019), especially in the context of a crisis.

Limitations and future scope

This study has several limitations that should be addressed. 
First, the cross-sectional data present a challenge in terms of 
generalizing the results; as the newer generation may exhibit 
different work behaviors because of their continuous growth 

and emotional maturity (Rudolph et al., 2018), a longitudinal 
study is advisable if the model is to be replicated using a 
sample of project teams at the team and organizational lev-
els. Second, the examined model did not consider the mod-
erating effects of self-efficacy (Kirkpatrick & Locke, 1996) 
of the resonant leader and mindfulness of the employee as 
a boundary condition to test the indirect effect on Gen-Z 
work behavior. Thus, further research ought to be conducted. 
Third, the research design was deductive and positivist; how-
ever, a mixed method with a social constructivist approach 
can provide a better understanding of the proposed phenom-
enon, as every project group in the software industry may 
have distinct norms and values that contribute to their excep-
tional performance (Blau, 1995). Therefore, possible incon-
gruences with other project teams and organizational values 
are reflected (Blau, 1995; Hui et al., 2020). Nuances in the 
discrepancy provide scope for future research to examine 
the power of resonant leadership in explicating the variance 
associated with organizational and group identification as 
well as differences using a mixed-method research. Thus, 
future studies should also prioritize the range of outcomes 
based on organizational and group identification among 
Gen-Z employees because of the significant explanatory 
power of leadership effectiveness. Fourth, this study was 
conducted in a developing Asian country, which limits its 
generalizability. Therefore, the proposed framework needs 
to be further investigated in developed nations using caution-
ary measures.

Conclusion

In the present era, technology drives businesses and Gen-Z 
is considered more comfortable and sociable than other 
generations. However, this generation has its challenges 
(Twenge, 2017) which are compounded when organiza-
tional dynamics encounter a crisis, such as the COVID-19 
pandemic. Therefore, this study explicating the influence 
of leadership on the Gen-Z cohort’s behavior is crucial in a 
crisis context. Considering these challenges and the scarce 
literature on the Gen-Z cohort in the context of remote work 
practices, the present study highlights the potential drivers 
that can influence Gen-Z employees’ remote work outcomes. 
Expanding the theories of social exchange and social iden-
tity, the present study investigated the multilevel effect of 
resonant leadership on the work outcomes of Gen-Z soft-
ware professionals through self-efficacy and organizational 
identification, thereby adding a new dimension to the Gen-Z 
cohort. From the organizational perspective, software com-
panies can implement intervention mechanisms wherein the 
project leader can enhance their value-based resonant leader-
ship style that resonates with the Gen-Z cohort’s expecta-
tions. This, in turn, ensures the attraction and retention of 
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Gen-Z employees at the workplace while articulating suc-
cess through continuous renewal and self-identification with 
the organization.

Funding The authors received no financial support for the research, 
authorship, and/or publication of this article.

Data availability Datasets generated during and/or analysed during the 
current study are not publicly available due to the nondisclosure bond 
signed by the corresponding author with the research firm.

Declarations 

Conflicting interest No authors have any conflict of interests to dis-
close.

References

Afzal, S., Arshad, M., Saleem, S., & Farooq, O. (2019). The impact 
of perceived supervisor support on employees’ turnover inten-
tion and task performance: Mediation of self-efficacy. Journal of 
Management Development. https:// doi. org/ 10. 1016/j. apnr. 2017. 
11. 004

Anderson, H. J., Baur, J. E., Griffith, J. A., & Buckley, M. R. (2017). 
What works for you may not work for (Gen) Me: Limitations of 
present leadership theories for the new generation. The Leader-
ship Quarterly, 28, 245–260. https:// doi. org/ 10. 1016/j. leaqua. 
2016. 08. 001

Antonakis, J., Fenley, M., & Liechti, S. (2011). Can charisma be 
taught? Tests of two interventions. Academy of Management 
Learning & Education, 10(3), 374–396. https:// doi. org/ 10. 5465/ 
amle. 2010. 0012

Armstrong, D. J., Riemenschneider, C. K., Allen, M. J., & Reid, M. 
F. (2007). Advancement, voluntary turnover and women in IT: 
A cognitive study of work-family conflict. Information & Man-
agement, 44, 142–153. https:// doi. org/ 10. 1016/j. im. 2006. 11. 005

Arpita, S. R., & Dawlinmaria, P. J. (2020). A Study on Expectation 
Gaps among Generation Z Employees and Its Impact on Job 
Satisfaction and Organisational Commitment. Studies in Indian 
Place Names, 40(23), 2394–3114.

Arunprasad, P. (2017). Inevitable knowledge strategy: A paradigm 
shifts in strategic HRM practices to augment firm’s performance. 
Employee Relations, 39(5), 753–774. https:// doi. org/ 10. 1108/ 
ER- 01- 2016- 0006

Ashforth, B. E., Harrison, S. H. & Corley, K. G. (2008). Identification 
in organizations: an examination of four fundamental questions. 
Journal of Management, 34(3), 325–374. https:// doi. org/ 10. 1177/ 
2F014 92063 08316 059.

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the 
organization. Academy of Management Review, 14(1), 20–39. 
https:// doi. org/ 10. 5465/ amr. 1989. 42789 99

Ashforth, B. E. (2016). Distinguished Scholar Invited Essay: Explor-
ing Identity and Identification in Organizations: Time for Some 
Course Corrections. Journal of Leadership & Organizational 
Studies, 23(4), 361–373. https:// doi. org/ 10. 1177/ 15480 51816 
667897

Bakotic, D. (2016). Relationship between job satisfaction and organi-
sational performance. Economic Research-Ekonomska Istrazi-
vanja, 29(1), 118–130. https:// doi. org/ 10. 1080/ 13316 77X. 2016. 
11639 46

Barhate, B., & Dirani, K. M. (2022). Career aspirations of genera-
tion Z: A systematic literature review. European Journal of 
Training and Development, 46(1/2), 139–157. https:// doi. org/ 
10. 1108/ EJTD- 07- 2020- 0124

Bartsch, S., Weber, E., Büttgen, M., & Huber, A. (2020). Leadership 
matters in crisis-induced digital transformation: How to lead 
service employees effectively during the COVID-19 pandemic. 
Journal of Service Management, 32(1), 71–85. https:// doi. org/ 
10. 1108/ JOSM- 05- 2020- 0160

Batra, D. (2020). The impact of the COVID-19 on organizational and 
information systems agility. Information Systems Management, 
37(4), 361–365. https:// doi. org/ 10. 1080/ 10580 530. 2020. 18218 43

Bauer, T. N., & Green, S. G. (1996). Development of leader-member 
exchange: A longitudinal test. Academy of Management Journal, 
39(6), 1538–1567. https:// doi. org/ 10. 2307/ 257068

Bauer, D. J., Preacher, K. J., & Gil, K. M. (2006). Conceptualizing 
and testing random indirect effects and moderated mediation 
in multilevel models: New procedures and recommendations. 
Psychological Methods, 11(2), 142–163. https:// doi. org/ 10. 1037/ 
1082- 989X. 11.2. 142

Bayraktar, S., & Jiménez, A. (2020). Self-efficacy as a resource: A 
moderated mediation model of transformational leadership, 
extent of change and reactions to change. Journal of Organiza-
tional Change Management, 33(2), 301–317. https:// doi. org/ 10. 
1108/ JOCM- 12- 2018- 0368

Becker, K. L. (2021). We want connection and we do not mean wi-fi: 
Examining the impacts of Covid-19 on Gen Z’s work and 
employment outcomes. Management Research Review, 45(5), 
684–699. https:// doi. org/ 10. 1108/ MRR- 01- 2021- 0052

Becker, T. E., Atinc, G., Breaugh, J. A., Carlson, K. D., Edwards, J. R., 
& Spector, P. E. (2016). Statistical control in correlational stud-
ies: 10 essential recommendations for organizational researchers. 
Journal of Organizational Behavior, 37(2), 157–167. https:// doi. 
org/ 10. 1002/ job. 2053

Becker, K. L., Richards, M., & Stollings, J. (2020). Better together? 
Examining perceptions of generational diversity in team per-
formance: Management and employee perceptions. Journal of 
Intergenerational Relationships, 18(4), 1–21. https:// doi. org/ 10. 
1080/ 15350 770. 2020. 183

Benítez-Márquez, M. D., Sánchez-Teba, E. M., Bermúdez-González, 
G., & Núñez-Rydman, E. S. (2021). Generation Z within the 
workforce and in the workplace: A bibliometric analysis. Fron-
tiers in Psychology, 12, 736820–736820. https:// doi. org/ 10. 3389/ 
fpsyg. 2021. 736820

Bhatnagar, J. (2007). Talent management strategy of employee engage-
ment in Indian ITES employees: Key to retention. Employee 
Relations, 29(6), 640–63. https:// psycn et. apa. org/ doi/ https:// 
doi. org/ 10. 1108/ 01425 45071 08261 22. Accessed 12 May 2022

Blau, G. (1995). Influence of group lateness on individual lateness: A 
cross-level examination. Academy of Management Journal, 38, 
1483–1496. https:// doi. org/ 10. 5465/ 256867

Blau, P. M. (1964). Exchange and Power in Social Life. Wiley.
Bocciardi, F., Caputo, A., Fregonese, C., Langher, V., & Sartori, R. 

(2017). Career adaptability as a strategic competence for career 
development: An exploratory study of its key predictors. Euro-
pean Journal of Training and Development, 41(1), 67–82. https:// 
doi. org/ 10. 1108/ EJTD- 07- 2016- 0049

Bolser, K., & Gosciej, R. (2015). Millennials: Multi-Generational 
Leaders Staying Connected. Journal of Practical Consulting, 
5(2), 1–9. Retrieved May 8, 2022, from http:// www. regent. edu/ 
acad/ global/ publi catio ns/ jpc/ home. htm.

Boyatzis, R. E. (2014). Possible Contributions to Leadership and Man-
agement Development from Neuroscience. Academy of Manage-
ment Learning & Education, 13(2), 300–303. https:// doi. org/ 10. 
5465/ amle. 2014. 0084

https://doi.org/10.1016/j.apnr.2017.11.004
https://doi.org/10.1016/j.apnr.2017.11.004
https://doi.org/10.1016/j.leaqua.2016.08.001
https://doi.org/10.1016/j.leaqua.2016.08.001
https://doi.org/10.5465/amle.2010.0012
https://doi.org/10.5465/amle.2010.0012
https://doi.org/10.1016/j.im.2006.11.005
https://doi.org/10.1108/ER-01-2016-0006
https://doi.org/10.1108/ER-01-2016-0006
https://doi.org/10.1177/2F0149206308316059
https://doi.org/10.1177/2F0149206308316059
https://doi.org/10.5465/amr.1989.4278999
https://doi.org/10.1177/1548051816667897
https://doi.org/10.1177/1548051816667897
https://doi.org/10.1080/1331677X.2016.1163946
https://doi.org/10.1080/1331677X.2016.1163946
https://doi.org/10.1108/EJTD-07-2020-0124
https://doi.org/10.1108/EJTD-07-2020-0124
https://doi.org/10.1108/JOSM-05-2020-0160
https://doi.org/10.1108/JOSM-05-2020-0160
https://doi.org/10.1080/10580530.2020.1821843
https://doi.org/10.2307/257068
https://doi.org/10.1037/1082-989X.11.2.142
https://doi.org/10.1037/1082-989X.11.2.142
https://doi.org/10.1108/JOCM-12-2018-0368
https://doi.org/10.1108/JOCM-12-2018-0368
https://doi.org/10.1108/MRR-01-2021-0052
https://doi.org/10.1002/job.2053
https://doi.org/10.1002/job.2053
https://doi.org/10.1080/15350770.2020.183
https://doi.org/10.1080/15350770.2020.183
https://doi.org/10.3389/fpsyg.2021.736820
https://doi.org/10.3389/fpsyg.2021.736820
https://psycnet.apa.org/doi/https://doi.org/10.1108/01425450710826122
https://psycnet.apa.org/doi/https://doi.org/10.1108/01425450710826122
https://doi.org/10.5465/256867
https://doi.org/10.1108/EJTD-07-2016-0049
https://doi.org/10.1108/EJTD-07-2016-0049
http://www.regent.edu/acad/global/publications/jpc/home.htm
http://www.regent.edu/acad/global/publications/jpc/home.htm
https://doi.org/10.5465/amle.2014.0084
https://doi.org/10.5465/amle.2014.0084


Current Psychology 

1 3

Boyatzis, R., & McKee, A. (2005). Resonant Leadership. Harvard 
Business School Press.

Boyatzis, R.E., Smith, M., & Blaize, N. (2006). Developing sustainable 
leaders through coaching and compassion. Academy of Manage-
ment Journal on Learning and Education, 5(1), 8–24. https:// 
psycn et. apa. org/ doi/ https:// doi. org/ 10. 5465/ AMLE. 2006. 20388 
381. Accessed 12 May 2022

Brown, S.P., & Leigh, T.W. (1996). A new look at psychological cli-
mate and its relationship to job involvement, effort, and perfor-
mance. Journal of Applied Psychology, 81(4), 358–368. https:// 
doi. org/ 10. 1037/ 0022- 3514. 84.4. 822.

Burton, C. M., Mayhall, C., Cross, J., & Patterson, P. (2019). Criti-
cal elements for multigenerational teams: A systematic review. 
Team Performance Management: An International Journal, 
25(7/8), 369–401. https:// doi. org/ 10. 1108/ tpm- 12- 2018- 0075

Campion, M. A., Medsker, G. J., & Higgs, A. C. (1993). Relations 
between work group characteristics and effectiveness: Implica-
tions for designing effective work groups. Personnel Psychol-
ogy, 46, 823–850. https:// doi. org/ 10. 1111/j. 1744- 6570. 1993. 
tb015 71.x

Chaudhuri, S., & Ghosh, R. (2012). Reverse mentoring: A social 
exchange tool for keeping the boomers engaged and millenni-
als committed. Human Resource Development Review, 11(1), 
55–76. https:// doi. org/ 10. 1177/ 15344 84311 417562

Chen, Z. X., & Francesco, A. M. (2000). Employee Demography, 
Organizational Commitment, and Turnover Intentions in 
China: Do Cultural Differences Matter? Human Relations, 
53(6), 869–887. https:// doi. org/ 10. 1177/ 00187 26700 536005

Chillakuri, B. (2020). Understanding Generation Z expectations 
for effective onboarding. Journal of Organizational Change 
Management, 33(7), 1277–1296. https:// doi. org/ 10. 1108/ 
JOCM- 02- 2020- 0058

Chillakuri, B., & Mahanandia, R. (2018). Generation Z entering 
the workforce: The need for sustainable strategies in maxi-
mizing their talent. Human Resource Management Inter-
national Digest, 26(4), 34–38. https:// doi. org/ 10. 1108/ 
HRMID- 01- 2018- 0006

Cole, M. S., & Bruch, H. (2006). Organization identity strength, 
identification, commitment and its relationship to turnover: 
Does organizational hierarchy matter? Journal of Organiza-
tional Behavior, 27, 585–605. https:// doi. org/ 10. 1002/ job. 378

Costanza, D. P., & Finkelstein, L. M. (2015). Generationally based 
differences in the workplace: Is there a there? Industrial and 
Organizational Psychology, 8(3), 308. https:// doi. org/ 10. 1017/ 
iop. 2015. 15

Cowden, T. L., Cummings, G., & Profetto-Mcgrath, J. (2011). Lead-
ership practices and staff nurses’ intent to stay: A systematic 
review. Journal of Nursing Management, 19(4), 461–477. 
https:// doi. org/ 10. 1111/j. 1365- 2834. 2011. 01209.x

Cropanzano, R., & Mitchell, M. (2005). Social exchange theory: An 
interdisciplinary review. Journal of Management, 31, 874–900. 
https:// doi. org/ 10. 1177/ 2F014 92063 05279 602.

Cummings, G. (2004). Investing relational energy: the hallmark of 
resonant leadership. Nursing Leadership, 17(4), 76–87. https:// 
doi. org/ 10. 12927/ cjnl. 2004. 17019.

Cummings, G.G., Midodzi, W., Wong, C.A., & Estabrooks, C. 
(2010). The contribution of hospital nursing leadership styles 
to 30-day patient mortality. Nursing Research, 59(5), 331–339. 
https:// doi. org/ 10. 1097/ NNR. 0b013 e3181 ed74d5.

Cummings, T., & Worley, C. (2009). Organization Development and 
Change. Cengage learning (9th Edition).

D’Amato, A., & Baruch, Y. (2020). Cultural and generational predictors of 
learning goal orientation: A multilevel analysis of managers across 
20 countries. International Journal of Cross Cultural Management, 
20(2), 159–179. https:// doi. org/ 10. 1177/ 14705 95820 926218

Deal, J. J., Stawiski, S., Graves, L. M., Gentry, W. A., Ruderman, M., 
& Weber, T. J. (2012). Perceptions of authority and leadership: 
A cross-national, cross-generational investigation. In E. S. Ng, 
S. T. Lyons, & L. Schweitzer (Eds.), Managing the new work-
force: International perspectives on the millennial generation 
(pp. 281–306). Edward Elgar.

Deepika, D., & Chitranshi, J. (2021). Leader readiness of Gen Z in 
VUCA business environment. Foresight, 23(2), 154–171. https:// 
doi. org/ 10. 1108/ FS- 05- 2020- 0048

Dingsøyr, T., & Dybå, T. (2012). Team effectiveness in software devel-
opment: Human and cooperative aspects in team effectiveness 
models and priorities for future studies. Proceedings of the 5th 
International Workshop on Co-operative and Human Aspects 
of Software Engineering of CHASE 2012, Switzerland, 27–29.

Dukerich, J. M., Golden, B. R., & Shortell, S. M. (2002). Beauty is in 
the eye of the beholder: The impact of organizational identifica-
tion, identity, and image on the cooperative behaviors of physi-
cians. Administrative Science Quarterly, 47(3), 507–533. https:// 
doi. org/ 10. 2307/ 30948 49

Edwards, M. R., & Peccei, R. (2007). Organizational identification: 
Development and testing of a conceptually grounded measure. 
European Journal of Work and Organizational Psychology, 
16(1), 25–57. https:// doi. org/ 10. 1080/ 13594 32060 10881 95

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I., 
& Rhoades, L. (2002). Perceived supervisor support: Contribu-
tions to perceived organizational support and employee retention. 
Journal of Applied Psychology, 87, 565–573. https:// psycn et. apa. 
org/ doi/ https:// doi. org/ 10. 1037/ 0021- 9010. 87.3. 565. Accessed 
12 May 2022

Emerson, R. M. (1976). Social exchange theory. Annual Review of 
Sociology, 2, 335–362. https:// doi. org/ 10. 1146/ annur ev. so. 02. 
080176. 002003

Evans, R., & Karl, K. A. (2021). Is helicopter parenting stifling moral 
courage and promoting moral disengagement? Implications for 
the training and development of millennial managers. Manage-
ment Research Review, 45(5), 700–714. https:// doi. org/ 10. 1108/ 
MRR- 01- 2021- 0044

Gaan, N., & Shin, Y. (2022). Multilevel Analysis of Resonant Leader-
ship and Subordinate’s Work Performance during COVID-19: 
A Study of the Indian Software industry. Current Psychol-
ogy. Advance online publication. https:// doi. org/ 10. 1007/ 
s12144- 022- 02746-3.

Goleman, D., Boyatzis, R., & McKee, A. (2002). The emotional reality 
of teams. Journal of Organizational Excellence, 21(2), 55–65. 
https:// doi. org/ 10. 1002/ npr. 10020

Goleman, D., Boyatzis, R. E., & McKee, A. (2013). Primal Leader-
ship: Unleashing the Power of Emotional Intelligence. Harvard 
Business Press.

Goh, E., & Lee, C. (2018). A workforce to be reckoned with: The 
emerging pivotal Gen Z hospitality workforce. International 
Journal of Hospitality Management, 23, 20–22. https:// doi. org/ 
10. 1016/j. ijhm. 2018. 01. 016

Gomes, S.B., & Deuling, J.K. (2019). Family influence mediates 
the relation between helicopter parenting and millennial work 
attitudes. Journal of Managerial Psychology, 34(1), 2–17. 
https://doi-org.proxy.lib.utc.edu/https:// doi. org/ 10. 1108/ 
JMP- 12- 2017- 0450.

Grant, A. M., Gino, F., & Hofmann, D. A. (2011). Reversing the extra-
verted leadership advantage: The role of employee proactivity. 
Academy of Management Journal, 54(3), 528–550. https:// doi. 
org/ 10. 5465/ amj. 2011. 61968 043

Gürbüz, S., Şahin, F., & Köksal, O. (2014). Revisiting of Theory X 
and Y: A multilevel analysis of the effects of leaders’ manage-
rial assumptions on followers’ attitudes. Management Decision, 
52(10), 1888–1906. https:// doi. org/ 10. 1108/ MD- 06- 2013- 0357

https://psycnet.apa.org/doi/https://doi.org/10.5465/AMLE.2006.20388381
https://psycnet.apa.org/doi/https://doi.org/10.5465/AMLE.2006.20388381
https://psycnet.apa.org/doi/https://doi.org/10.5465/AMLE.2006.20388381
https://doi.org/10.1037/0022-3514.84.4.822
https://doi.org/10.1037/0022-3514.84.4.822
https://doi.org/10.1108/tpm-12-2018-0075
https://doi.org/10.1111/j.1744-6570.1993.tb01571.x
https://doi.org/10.1111/j.1744-6570.1993.tb01571.x
https://doi.org/10.1177/1534484311417562
https://doi.org/10.1177/0018726700536005
https://doi.org/10.1108/JOCM-02-2020-0058
https://doi.org/10.1108/JOCM-02-2020-0058
https://doi.org/10.1108/HRMID-01-2018-0006
https://doi.org/10.1108/HRMID-01-2018-0006
https://doi.org/10.1002/job.378
https://doi.org/10.1017/iop.2015.15
https://doi.org/10.1017/iop.2015.15
https://doi.org/10.1111/j.1365-2834.2011.01209.x
https://doi.org/10.1177/2F0149206305279602
https://doi.org/10.12927/cjnl.2004.17019
https://doi.org/10.12927/cjnl.2004.17019
https://doi.org/10.1097/NNR.0b013e3181ed74d5
https://doi.org/10.1177/1470595820926218
https://doi.org/10.1108/FS-05-2020-0048
https://doi.org/10.1108/FS-05-2020-0048
https://doi.org/10.2307/3094849
https://doi.org/10.2307/3094849
https://doi.org/10.1080/13594320601088195
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.87.3.565
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.87.3.565
https://doi.org/10.1146/annurev.so.02.080176.002003
https://doi.org/10.1146/annurev.so.02.080176.002003
https://doi.org/10.1108/MRR-01-2021-0044
https://doi.org/10.1108/MRR-01-2021-0044
https://doi.org/10.1007/s12144-022-02746-3
https://doi.org/10.1007/s12144-022-02746-3
https://doi.org/10.1002/npr.10020
https://doi.org/10.1016/j.ijhm.2018.01.016
https://doi.org/10.1016/j.ijhm.2018.01.016
https://doi.org/10.1108/JMP-12-2017-0450
https://doi.org/10.1108/JMP-12-2017-0450
https://doi.org/10.5465/amj.2011.61968043
https://doi.org/10.5465/amj.2011.61968043
https://doi.org/10.1108/MD-06-2013-0357


 Current Psychology

1 3

He, H., & Brown, A. D. (2013). Organizational Identity and Organiza-
tional Identification: A Review of the Literature and Suggestions 
for Future Research. Group & Organization Management, 38(1), 
3–35. https:// doi. org/ 10. 1177/ 10596 01112 473815

Hogg, M. A., & McGarty, C. (1990). Self-categorization and social 
identity. In D. Abrams & M. A. Hogg (Eds.), Social Identity 
Theory: Constructive and Critical Advances (pp. 10–27). Har-
vester Wheatsheaf.

Hogg, M. A., Terry, D. J., & White, K. M. (1995). A tale of two 
theories: A critical comparison of identity theory with social 
identity theory. Social Psychology Quarterly, 58(4), 255–269. 
https:// doi. org/ 10. 2307/ 27871 27

Hogg, M. A., & Terry, D. I. (2000). Social identity and self-catego-
rization processes in organizational contexts. Academy of Man-
agement Review, 25, 121–140. https:// doi. org/ 10. 2307/ 259266

Homans, G. C. (1958). Social behavior as exchange. American Jour-
nal of Sociology, 63(6), 597–606. https:// www. jstor. org/ stable/ 
27729 90. Accessed 12 May 2022

Huckman, R. S., Staats, B. R., & Upton, D. M. (2008). Team 
Familiarity, Role Experience, and Performance: Evidence 
from Indian Software Services. Management Science, 55(1), 
85–100. https:// doi. org/ 10. 1287/ mnsc. 1080. 0921

Hui, L., Qun, W., Nazir, S., Mengyu, Z., Asadullah, M. A., & Kha-
dim, S. (2020). Organizational identification perceptions and 
millennials’ creativity: Testing the mediating role of work 
engagement and the moderating role of work values. European 
Journal of Innovation Management, 24(5), 1653–1678. https:// 
doi. org/ 10. 1108/ EJIM- 04- 2020- 0165

Jayathilake, H. D., Daud, D., Eaw, H. C., & Annuar, N. (2021). 
Employee development and retention of Generation-Z employ-
ees in the post-COVID-19 workplace: a conceptual framework. 
Benchmarking: An International Journal, 29(7), 2343–2364. 
https:// doi. org/ 10. 1108/ BIJ- 06- 2020- 0311.

Jiang, J. Y., & Law, K. S. (2013). Two parallel mechanisms of the 
relationship between justice perceptions and employees’ citi-
zenship behaviour: A comparison of the organizational identi-
fication and social exchange perspective. European Journal of 
Work and Organizational Psychology, 22(4), 423–435. https:// 
doi. org/ 10. 1080/ 13594 32X. 2012. 658157

Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transfor-
mational leadership: Empowerment and dependency. Journal of 
Applied Psychology, 88(2), 246–255. https:// doi. org/ 10. 1037/ 
0021- 9010. 88.2. 246

Kirkpatrick, S.A., & Locke, E.A. (1996). Direct and indirect effects 
of three core charismatic leadership components on perfor-
mance and attitudes. Journal of Applied Psychology, 81(1), 
36–51. https:// psycn et. apa. org/ doi/ https:// doi. org/ 10. 1037/ 
0021- 9010. 81.1. 36. Accessed 12 May 2022

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, 
S. P., Bakker, A. B., … van Vugt, M. (2020). COVID-19 and 
the workplace: Implications, issues, and insights for future 
research and action. American Psychologist, 76, 63–77. https:// 
doi- org. unr. idm. oclc. org/ 10. 1037/ amp00 00716. supp. Accessed 
12 May 2022

Laschinger, H. S., Wong, C. A., Cummings, G. G., & Grau, A. L. 
(2014). Resonant leadership and workplace empowerment: The 
value of positive organizational cultures in reducing workplace 
incivility. Nursing Economics, 32(1), 5–44.

Lazanyi, K., & Bilan, Y. (2017). Generation Z on the labour market 
- do they trust others within their workplace? Polish Journal of 
Management Studies, 16(1), 78–93. https:// doi. org/ 10. 17512/ 
pjms. 2017. 16.1. 07

Lenka, U., & Tiwari, B. (2016). Achieving triple P bottom line 
through resonant leadership: An Indian perspective. Interna-
tional Journal of Productivity and Performance Management, 
65(5), 694–703. https:// doi. org/ 10. 1108/ IJPPM- 02- 2015- 0023

Lord, R. G., Brown, D. J., Harvey, J., & Hall, R. J. (2001). Contex-
tual constraints on prototype generation and their multilevel 
consequences for leadership perceptions. The Leadership 
Quarterly, 12(3), 311–338. https:// doi. org/ 10. 1016/ S1048- 
9843(01) 00081-9

Loring, A., & Wang, J. (2021). Engaging Gen Z in professional selling: 
A systematic literature review. European Journal of Training 
and Development, 46(5/6), 413–423. https:// doi. org/ 10. 1108/ 
EJTD- 07- 2020- 0120

Lu, A. C. C., & Gursoy, D. (2016). Impact of Job Burnout on Satis-
faction and Turnover Intention: Do Generational Differences 
Matter? Journal of Hospitality and Tourism Research, 40(2), 
210–235. https:// doi. org/ 10. 1177/ 10963 48013 495696

Lunenburg, F. C. (2011). Self-efficacy in the workplace: Implica-
tions for motivation and performance. International Journal of 
Management, Business, and Administration, 14(1), 1–6. https:// 
doi. org/ 10. 5539/ ijbm. v8n14 p80

Maas, C. J., & Hox, J. J. (2005). Sufficient sample sizes for multilevel 
modeling. Methodology: European Journal of Research Methods 
for The Behavioral and Social Sciences, 1, 86–92.

Mahon, E. G., Taylor, S. N., & Boyatzis, R. E. (2014). Antecedents 
of organizational engagement: Exploring vision, mood and per-
ceived organizational support with emotional intelligence as a 
moderator. Frontiers in Psychology, 5(322), 1–11. https:// doi. 
org/ 10. 3389/ fpsyg. 2014. 01322

Malik, M.H., & Velan, N. (2020). An analysis of IT software and ser-
vice exports from India. International Trade, Politics and Devel-
opment, 4(1), 3–25. https:// doi. org/ 10. 12691/ educa tion-6- 1-3.

Marques, J. (2015). The changed leadership landscape: What matters 
today. Journal of Management Development, 34(10), 310–1322. 
https:// doi. org/ 10. 1108/ JMD- 02- 2015- 0010

Maslyn, J. M., & Uhl-Bien, M. (2001). Leader-member exchange and 
its dimensions: Effects of self-effort and other’s effort on rela-
tionship quality. Journal of Applied Psychology, 86(4), 697–708. 
https:// doi. org/ 10. 1037/ 0021- 9010. 86.4. 697

Mathew, J. (2007). The relationship of organisational culture with pro-
ductivity and quality: A study of Indian software organisations. 
Employee Relations, 29(6), 677–695. https:// doi. org/ 10. 1108/ 
01425 45071 08261 40

Mathieu, J. E., & Taylor, S. R. (2007). A framework for testing meso–
mediational relationships in organizational behavior. Journal of 
Organizational Behavior, 28, 141–172. https:// doi. org/ 10. 1002/ 
job. 436

Mazumder, T., Agarwal, M.N., & Sharma, T. (2017). Organizational 
identification OID) among knowledge workers in the Indian 
Software industry. Indian Journal of Industrial Relations, 53(2), 
318–331. https:// www. jstor. org/ stable/ 26536 458. Accessed 12 
May 2022

Mazumder, T., Nanda Agarwal, M., & Sharma, T. (2021). Organiza-
tional identification of knowledge workers in India: Causes, con-
sequences and the relevance of context. Personnel Review, 51(3), 
1020–1040. https:// doi. org/ 10. 1108/ PR- 04- 2020- 0255

McKee, A., & Massimilian, D. (2006). Resonant leadership: A new 
kind of leadership for the digital age. Journal of Business Strat-
egy, 27(5), 45–49. https:// doi. org/ 10. 1108/ 02756 66061 06927 07

Miller, L. J., & Lu, W. (2018). Gen Z Is Set to Outnumber Millennials 
Within a Year. Bloomberg, Retrieved January 20, 2020, from 
https:// www. bloom berg. com/ news/ artic les/ 2018- 08- 20/ gen-z- 
to- outnu mber- mille nnials- within- a- year- demog raphic- trends.

Nigam, A. K., Nongmaithem, S., Sharma, S., & Tripathi, N. (2011). 
The impact of strategic human resources management on the 
performance of firms in India: a study of service sector firms. 
Journal of Indian Business, 3(3), 148–167. https:// doi. org/ 10. 
1108/ 17554 19111 11570 29.

Ngo, H. Y., Loi, R., Foley, S., Zheng, X., & Zhang, L. (2013). Per-
ceptions of organizational context and job attitudes: The 

https://doi.org/10.1177/1059601112473815
https://doi.org/10.2307/2787127
https://doi.org/10.2307/259266
https://www.jstor.org/stable/2772990
https://www.jstor.org/stable/2772990
https://doi.org/10.1287/mnsc.1080.0921
https://doi.org/10.1108/EJIM-04-2020-0165
https://doi.org/10.1108/EJIM-04-2020-0165
https://doi.org/10.1108/BIJ-06-2020-0311
https://doi.org/10.1080/1359432X.2012.658157
https://doi.org/10.1080/1359432X.2012.658157
https://doi.org/10.1037/0021-9010.88.2.246
https://doi.org/10.1037/0021-9010.88.2.246
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.81.1.36
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.81.1.36
https://doi-org.unr.idm.oclc.org/10.1037/amp0000716.supp
https://doi-org.unr.idm.oclc.org/10.1037/amp0000716.supp
https://doi.org/10.17512/pjms.2017.16.1.07
https://doi.org/10.17512/pjms.2017.16.1.07
https://doi.org/10.1108/IJPPM-02-2015-0023
https://doi.org/10.1016/S1048-9843(01)00081-9
https://doi.org/10.1016/S1048-9843(01)00081-9
https://doi.org/10.1108/EJTD-07-2020-0120
https://doi.org/10.1108/EJTD-07-2020-0120
https://doi.org/10.1177/1096348013495696
https://doi.org/10.5539/ijbm.v8n14p80
https://doi.org/10.5539/ijbm.v8n14p80
https://doi.org/10.3389/fpsyg.2014.01322
https://doi.org/10.3389/fpsyg.2014.01322
https://doi.org/10.12691/education-6-1-3
https://doi.org/10.1108/JMD-02-2015-0010
https://doi.org/10.1037/0021-9010.86.4.697
https://doi.org/10.1108/01425450710826140
https://doi.org/10.1108/01425450710826140
https://doi.org/10.1002/job.436
https://doi.org/10.1002/job.436
https://www.jstor.org/stable/26536458
https://doi.org/10.1108/PR-04-2020-0255
https://doi.org/10.1108/02756660610692707
https://www.bloomberg.com/news/articles/2018-08-20/gen-z-to-outnumber-millennials-within-a-year-demographic-trends
https://www.bloomberg.com/news/articles/2018-08-20/gen-z-to-outnumber-millennials-within-a-year-demographic-trends
https://doi.org/10.1108/17554191111157029
https://doi.org/10.1108/17554191111157029


Current Psychology 

1 3

mediating effect of organizational identification. Asia Pacific 
Journal of Management, 30(1), 149–168. https:// doi. org/ 10. 1007/ 
s10490- 012- 9289-5

Pandita, D., & Kumar, A. (2021). Transforming people practices by 
re-structuring job engagement practices for generation Z: An 
empirical study. International Journal of Organizational Analy-
sis, 30(1), 115–129. https:// doi. org/ 10. 1108/ IJOA- 07- 2020- 2294

Parker, S. K. (1998). Enhancing role breadth self-efficacy: The roles of 
job enrichment and other organizational interventions. Journal 
of Applied Psychology, 83(6), 835–852. https:// doi. org/ 10. 1037/ 
0021- 9010. 83.6. 835

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. 
(2003). Common method biases in behavioral research: A criti-
cal review of the literature and recommended remedies. Journal 
of Applied Psychology, 88(5), 879–903. https:// doi. org/ 10. 1080/ 
09585 192. 2011. 561224

Porto Bellini, C. G., Palvia, P., Moreno, V., Jacks, T., & Graeml, A. 
(2019). Should I stay or should I go? A study of IT profession-
als during a national crisis. Information Technology and People, 
32(6), 1472–1495. https:// doi. org/ 10. 1108/ ITP- 07- 2017- 0235

Pramanik, A. (2021). IT firms may see high attrition as demand for 
tech talent rises. Retrieved May 27, 2021, from https:// econo 
micti mes. india times. com/ tech/ infor mation- tech/ it-firms-may-
see-high-attrition-as-demand-for-tech-talent-rises/article-
show/81717625 cms?from=mdr/.

Pratt, M. G. (2003). Disentangling collective identities. In J. T. Polzer 
(Ed.), Identity Issues in Groups (pp. 161–188). Elsevier Science.

Ramakrishna, H. V., & Potosky, D. (2003). Conceptualization and 
exploration of composite career anchors: An analysis of infor-
mation systems personnel. Human Resource Development Quar-
terly, 14(2), 199–214. https:// doi. org/ 10. 1002/ hrdq. 1060

Raja Simhan, T.E. (2020). Covid impact: Attrition for top IT firms deep 
significantly in Q1. Retrieved May 1, 2022, from https:// www. 
thehi ndubu sines sline. com/ info- tech/ covid- impact- attri tion- for- 
top-3- it- firms- dip- signi fican tly- in- q1/ artic le622 050 64.ece.

Reddy, A. S., & Dawlinmaria, P. J. (2020). A study on expectation gaps 
among generation Z employees and its impact on job satisfaction 
and organisational commitment. Studies in Indian Place Names, 
40(23), 111–121. Retrieved May 8, 2022, from https:// www. scina 
pse. io/ papers/ 30125 67209.

Rhoades, L, & Eisenberger, R. (2002). Perceived organizational sup-
port: A review of the literature. Journal of Applied Psychology, 
87, 698–714. https:// psycn et. apa. org/ doi/ https:// doi. org/ 10. 1037/ 
0021- 9010. 87.4. 698. Accessed 12 May 2022

Rudolph, C., Rauvola, R., & Zacher, H. (2018). Leadership and Gen-
erations at Work: A Critical Review. The Leadership Quarterly, 
29(1), 44–57. https:// doi. org/ 10. 1016/j. leaqua. 2017. 09. 004

Russo, D., Hanel, P. H. P., & Altnickel, S. (2021). Predictors of 
well-being and productivity among software professionals 
during the COVID-19 pandemic-a longitudinal study. Empiri-
cal Software Engineering, 26, 1–62. https:// doi. org/ 10. 1007/ 
s10664- 021- 09945-9

Sahu, S., Pathardikar, A., & Kumar, A. (2018). Transformational lead-
ership and turnover: Mediating effects of employee engagement, 
employer branding, and psychological attachment. Leadership & 
Organization Development Journal, 39(1), 82–99. https:// doi. 
org/ 10. 1108/ LODJ- 12- 2014- 0243

Scholarios, D., & Marks, A. (2004). Work-life balance and the soft-
ware employees. Human Resource Management Journal, 14(2), 
54–75. https:// doi. org/ 10. 1111/j. 1748- 8583. 2004. tb001 19.x

Schroth, H. (2019). Are You Ready for Gen Z in the Workplace? Cali-
fornia Management Review, 61(3), 5–18. https:// doi. org/ 10. 1177/ 
00081 25619 841006

Schuh, S. C., Zhang, X. A., Egold, N. W., Graf, M. M., Pandey, D., 
& van Dick, R. (2012). Leader and follower organizational 

identification: The mediating role of leader behaviour and impli-
cations for follower OCB. Journal of Occupational and Organi-
zational Psychology, 85(2), 421–432. https:// doi. org/ 10. 1111/j. 
2044- 8325. 2011. 02044.x

Shen, Y., Jackson, T., Ding, C., Yuan, D., Zhao, L., Dou, Y., & Zhang, 
Q. (2014). Linking perceived organizational support with 
employee work outcomes in a Chinese context: Organizational 
identification as a mediator. European Management Journal, 
32(3), 406–412. https:// doi. org/ 10. 1016/j. emj. 2013. 08. 004

Singh, P., Suar, D., & Leiter, M. P. (2012). Antecedents, Work-Related 
Consequences, and Buffers of Job Burnout Among Indian Soft-
ware Developers. Journal of Leadership & Organizational Stud-
ies, 19(1), 83–104. https:// doi. org/ 10. 1177/ 15480 51811 429572

Singh, R., Zhang, Y., Wan, M., & Fouad, N. A. (2018). Why do women 
engineers leave the engineering profession? The roles of work–
family conflict, occupational commitment, and perceived organi-
zational support. Human Resource Management, 57(4), 901–914. 
https:// doi. org/ 10. 1002/ hrm. 21900

Smith, S. W., Bresnahan, M. J. & Smith, S. L. (2011). Application of 
the altruistic behavior coding scheme to cross-cultural contexts. 
World Cultures eJournal, 18(1), 1–12. http:// eprin ts. cdlib. org/ 
uc/ item/ 4qf12 7hb. Accessed 12 May 2022

Smith, S., & Strawser, M. (2022). Welcoming Gen Z to the workforce. 
In A. Atay, & M. Z. Ashlock (Eds.), Social media, technology, 
and new generations: Digital millennial generation and genera-
tion Z (p. 93). Lexington Books.

Squires, M. A. E., Tourangeau, A. N. N., Laschinger, H. K. S., & 
Doran, D. (2010). The link between leadership and safety out-
comes in hospitals. Journal of Nursing Management, 18(8), 
914–925. https:// doi. org/ 10. 1111/j. 1365- 2834. 2010. 01181.x

SrirangamRamaprasad, B., Lakshminarayanan, S., & Pai, Y. P. (2018). 
The relationship between developmental HRM practices and 
voluntary intention to leave among IT professionals in India: 
The mediating role of affective commitment. Industrial and 
Commercial Training, 50(6), 285–304. https:// doi. org/ 10. 1108/ 
ICT- 01- 2018- 0001

Stoker, J. I., Garretsen, H., & Soudis, D. (2019). Tightening the leash 
after a threat: A multi-level event study on leadership behavior 
following the financial crisis. The Leadership Quarterly, 30(2), 
199–214. https:// doi. org/ 10. 1016/j. leaqua. 2018. 08. 004

Suifan, T. S., Diab, H., Alhyari, S., & Sweis, R. J. (2020). Does ethical 
leadership reduce turnover intention? The mediating effects of 
psychological empowerment and organizational identification. 
Journal of Human Behavior in the Social Environment, 30(4), 
410–428. https:// doi. org/ 10. 1080/ 10911 359. 2019. 16906 11

Thibaut, W., & Kelley, H. H. (1959). The Social Psychology of Groups. 
Willy.

Tsui, A. S., & O’Reilly, C. A. (1989). Beyond Simple Demographic 
Effects: The Importance of Relational Demography in Superior-
Subordinate Dyads. The Academy of Management Journal, 
32(2), 402–423. https:// doi. org/ 10. 2307/ 256368

Turner, J.C., & Onorato, R.S. (1999). Social identity, personality, and 
the self-concept: a self-categorization perspective. In T. R. Tyler, 
R. M. Kramer, & O. P. John (eds), The Psychology of the Social 
Self, Lawrence Erlbaum Associates (pp. 11–46). Mahwah.

Twenge, J. M. (2010). A Review of the Empirical Evidence on 
Generational Differences in Work Attitudes. Journal of Busi-
ness Psychology, 25, 201–210. https:// doi. org/ 10. 1007/ 
s10869- 010- 9165-6

Twenge, J. M. (2017). IGen: Why today’s super-connected kids are 
growing up less rebellious, more tolerant, less happy—and com-
pletely unprepared for adulthood (and what this means for the 
rest of us. Atria Books.

Twenge, J. M., Martin, G. N., & Spitzberg, B. H. (2019a). Trends 
in U.S. adolescents’ media use, 1976e2016: The rise of digital 

https://doi.org/10.1007/s10490-012-9289-5
https://doi.org/10.1007/s10490-012-9289-5
https://doi.org/10.1108/IJOA-07-2020-2294
https://doi.org/10.1037/0021-9010.83.6.835
https://doi.org/10.1037/0021-9010.83.6.835
https://doi.org/10.1080/09585192.2011.561224
https://doi.org/10.1080/09585192.2011.561224
https://doi.org/10.1108/ITP-07-2017-0235
https://economictimes.indiatimes.com/tech/information-tech/
https://economictimes.indiatimes.com/tech/information-tech/
https://doi.org/10.1002/hrdq.1060
https://www.thehindubusinessline.com/info-tech/covid-impact-attrition-for-top-3-it-firms-dip-significantly-in-q1/article622050
https://www.thehindubusinessline.com/info-tech/covid-impact-attrition-for-top-3-it-firms-dip-significantly-in-q1/article622050
https://www.thehindubusinessline.com/info-tech/covid-impact-attrition-for-top-3-it-firms-dip-significantly-in-q1/article622050
https://www.scinapse.io/papers/3012567209
https://www.scinapse.io/papers/3012567209
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.87.4.698
https://psycnet.apa.org/doi/https://doi.org/10.1037/0021-9010.87.4.698
https://doi.org/10.1016/j.leaqua.2017.09.004
https://doi.org/10.1007/s10664-021-09945-9
https://doi.org/10.1007/s10664-021-09945-9
https://doi.org/10.1108/LODJ-12-2014-0243
https://doi.org/10.1108/LODJ-12-2014-0243
https://doi.org/10.1111/j.1748-8583.2004.tb00119.x
https://doi.org/10.1177/0008125619841006
https://doi.org/10.1177/0008125619841006
https://doi.org/10.1111/j.2044-8325.2011.02044.x
https://doi.org/10.1111/j.2044-8325.2011.02044.x
https://doi.org/10.1016/j.emj.2013.08.004
https://doi.org/10.1177/1548051811429572
https://doi.org/10.1002/hrm.21900
http://eprints.cdlib.org/uc/item/4qf127hb
http://eprints.cdlib.org/uc/item/4qf127hb
https://doi.org/10.1111/j.1365-2834.2010.01181.x
https://doi.org/10.1108/ICT-01-2018-0001
https://doi.org/10.1108/ICT-01-2018-0001
https://doi.org/10.1016/j.leaqua.2018.08.004
https://doi.org/10.1080/10911359.2019.1690611
https://doi.org/10.2307/256368
https://doi.org/10.1007/s10869-010-9165-6
https://doi.org/10.1007/s10869-010-9165-6


 Current Psychology

1 3

media, the decline of TV, and the (near) demise of print. Psychol-
ogy of Popular Media Culture, 8(4), 329–345. https:// doi. org/ 10. 
1037/ ppm00 00203.

van Knippenberg, D., & Schippers, M. (2007). Work Group Diversity. 
Annual Review of Psychology, 58, 515–541. https:// doi. org/ 10. 
1146/ annur ev. psych. 58. 110405. 085546

van Knippenberg, D., & Hogg, M. (2003). A Social Identity Model of 
Leadership Effectiveness in Organizations. Research in Organi-
zational Behavior, 25, 243–295. https:// doi. org/ 10. 1016/ S0191- 
3085(03) 25006-1

Wagner, J., Warren, S., Cummings, G. G., Smith, D. L., & Olson, J. K. 
(2013). Resonant leadership, workplace empowerment, and spirit 
at work: Impact on registered nurse job satisfaction and organi-
zational commitment. Canadian Journal of Nursing Research, 
45(4), 108–128. https:// doi. org/ 10. 1177/ 08445 62113 04500 409

Waldman, D. A., Carter, M. Z., & Hom, P. W. (2015). A Multilevel 
Investigation of Leadership and Turnover Behavior. Journal of 
Management, 41(6), 1724–1744. https:// doi. org/ 10. 1177/ 01492 
06312 460679

Walumbwa, F. O., Mayer, D. M., Wang, P., Wang, H., Workman, 
K., & Christensen, A. L. (2011). Linking ethical leadership to 
employee performance: The roles of leader–member exchange, 
self-efficacy, and organizational identification. Organizational 
Behavior and Human Decision Processes, 115(2), 204–213. 
https:// doi. org/ 10. 1016/j. obhdp. 2010. 11. 002

Wickramasinghe, V., & Weliwitigoda, P. (2011). Benefits gained from 
dimensions of social capital: A study of software developers in 
Sri Lanka. Information Technology & People, 24(4), 393–413. 
https:// doi. org/ 10. 1108/ 09593 84111 11822 87

Wilkie, D. (2019). Generation Z says they work the hardest, but only 
when they want to. Retrieved May 15, 2020, from https:// www. 
shrm. org/ resou rcesa ndtoo ls/ hr- topics/ emplo yee- relat ions/ pages/ 
gen-z- worri es- about work- skills. aspx/.

Wong, C. A., Cummings, G. G., & Ducharme, L. (2013). The relation-
ship between nursing leadership and patient outcomes: A sys-
tematic review update. Journal of Nursing Management, 21(5), 
709–724. https:// doi. org/ 10. 1111/ jonm. 12116

Yammarino, F. J., Schriesheim, C. A., Sosik, J. J., Jung, D. I., & Liu, 
Y. (2012). The empirical level of analysis of MLQ form 5x items. 
Paper presented at the 27th Annual Conference of the Society 
for Industrial and Organizational Psychology, San Diego, CA.

Yavas, U., Karatepe, O. M., Avci, T., & Tekinkus, M. (2003). Anteced-
ents and outcomes of service recovery performance: An empiri-
cal study of frontline employees in Turkish banks. International 
Journal of Bank Marketing, 21(5), 255–265. https:// doi. org/ 10. 
1108/ 02652 32031 04884 39

Zhang, Z., Zyphur, M. J., & Preacher, K. J. (2009). Testing Multilevel 
Mediation Using Hierarchical Linear Models: Problems and 
Solutions. Organizational Research Methods, 12(4), 695–719. 
https:// doi. org/ 10. 1177/ 10944 28108 327450

Zhang, Y., & Chen, C. C. (2013). Developmental leadership and 
organizational citizenship behavior: Mediating effects of self-
determination, supervisor identification, and organizational iden-
tification. The Leadership Quarterly, 24(4), 534–543. https:// doi. 
org/ 10. 1016/j. leaqua. 2013. 03. 007

Publisher's note Springer Nature remains neutral with regard to 
jurisdictional claims in published maps and institutional affiliations.

Springer Nature or its licensor (e.g. a society or other partner) holds 
exclusive rights to this article under a publishing agreement with the 
author(s) or other rightsholder(s); author self-archiving of the accepted 
manuscript version of this article is solely governed by the terms of 
such publishing agreement and applicable law.

https://doi.org/10.1037/ppm0000203
https://doi.org/10.1037/ppm0000203
https://doi.org/10.1146/annurev.psych.58.110405.085546
https://doi.org/10.1146/annurev.psych.58.110405.085546
https://doi.org/10.1016/S0191-3085(03)25006-1
https://doi.org/10.1016/S0191-3085(03)25006-1
https://doi.org/10.1177/084456211304500409
https://doi.org/10.1177/0149206312460679
https://doi.org/10.1177/0149206312460679
https://doi.org/10.1016/j.obhdp.2010.11.002
https://doi.org/10.1108/09593841111182287
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/gen-z-worries-aboutwork-skills.aspx/
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/gen-z-worries-aboutwork-skills.aspx/
https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/gen-z-worries-aboutwork-skills.aspx/
https://doi.org/10.1111/jonm.12116
https://doi.org/10.1108/02652320310488439
https://doi.org/10.1108/02652320310488439
https://doi.org/10.1177/1094428108327450
https://doi.org/10.1016/j.leaqua.2013.03.007
https://doi.org/10.1016/j.leaqua.2013.03.007

	Generation Z software employees turnover intention
	Abstract
	Theoretical framework and hypothesis development
	Social exchange theory

	Social identity theory
	Resonant leadership and work performance of Gen-Z
	Resonant leadership and turnover intention among Gen-Z
	The mediating role of self-efficacy
	The mediating role of organizational identification
	Methods

	Sample and procedures
	Measures
	Data analysis
	Results

	Descriptive statistics
	Confirmatory factor analysis
	Hypotheses testing
	Discussion

	Theoretical contributions
	Practical implications
	Limitations and future scope
	Conclusion

	References


