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Abstract

This study examined the multilevel model that explains how the interaction effect of resonant leadership and gender identity
influences proposed outcomes through the mediating role of psychological capital. We performed a multilevel analysis by
conducting an online survey using multisource data from the 104 team/project leaders and 527 team members of nine major
Indian IT companies. The results demonstrated that psychological capital positively and significantly mediated the rela-
tionship between resonant leadership and work performance. The mediation role was stronger when androgynous identity
attenuated the relationship between resonant leadership and psychological capital at a higher level. The study adds a unique
lens to the literature of resonant leadership and proposes outcomes by validating it through the hierarchical linear modelling
principle and efficient statistical procedures. This is the first study to empirically confirm the multilevel moderation media-
tion process wherein psychological capital mediates the relationship between resonant leadership and work performance,

subject to the leader’s androgynous identity level.

Keywords Hierarchical Linear Modelling - Resonant Leadership - Subordinates’ Work Performance - Psychological

Capital - Leader Gender Identity

Introduction

The outbreak of the coronavirus disease 2019 (COVID-19)
pandemic has resulted in a paradigm shift in the working
style and work performance of employees (Carnevale &
Hatak, 2020) as well as the leader—subordinate interaction
in digital space (Hinojosa et al., 2020) because of the press-
ing need of techno-dexterity for the dispersed workforce.
The majority of Indian information technology (IT) com-
panies have resorted to rigorous employee performance
metrics and massive retrenchment and pay cuts amid the
pandemic (Mohapatra, 2020). Furthermore, since the pan-
demic, increased workload and working hours have caused
considerable stress among software professionals (Russo
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et al., 2021). Such an increased level of stress, coupled with
anxiety and concerns regarding the COVID-19 pandemic,
makes it crucial to effectively manage the psychological
capital and well-being of the IT workforce. Thus, determin-
ing the type of leadership that helps boost the psychologi-
cal capital and work performance of employees even in the
pandemic is vital.

Previous studies on COVID-19 have generally identified
task- or relationship-oriented leadership as a critical ante-
cedent of employees’ psychological capital and work per-
formance. Some studies have suggested that in a pandemic
situation, task-oriented leadership (e.g. decisive or safety
leadership) is beneficial for managing the uncertainty, pro-
viding subordinates with clear directions, making timely and
effective decisions, and resolving safety concerns and issues
(Aquilia et al., 2020; Zhang et al., 2020). Other studies have
highlighted the importance of relationship-oriented leader-
ship (e.g. supportive or inclusive leadership) that empathises
with and takes care of employees’ stress amid the pandemic
(Ahmed et al., 2020; Lazim et al., 2020; Zhao et al., 2020).
Taking a step further from this line of research, we contend
that resonant leadership, which involves a leader’s emo-
tional competence, is crucial for alleviating subordinates’
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psychological stress. Resonant leadership refers to the
‘behaviour of leaders who demonstrate a high level of emo-
tional intelligence, are in tune with the emotions of those
around them, use empathy and manage their own emotions
effectively to build strong, trusting relationships, and create
a climate of optimism that inspires commitment (Squires
et al., 2010)’. Although an increasing number of studies
have emphasised the importance of psychological capital
(i-e. hope, efficacy, resilience, and optimism) in coping with
the COVID-19 crisis (Killgore et al., 2020; Kokubun et al.,
2020; Prime et al., 2020), few studies have explored the
role of resonant leadership in the context of the pandemic.
Given that a leader’s emotional intelligence and leadership
are preconditions for building positive psychological capi-
tal among subordinates (Cummings, 2004; Hatfield et al.,
1994), investigating the effect of resonant leadership in the
context of the pandemic is pivotal. Furthermore, because a
leader’s emotional intelligence exerts a multilevel effect on
work outcomes (Druskat et al., 2003), a team leader’s reso-
nant leadership might affect team members’ psychological
capital and resultant performance. Thus, the first objective of
this study is to examine the cross-level relationship between
the resonant leadership of a team leader and the psychologi-
cal capital and work performance of team members in the
IT industry.

This study explores the boundary condition that strength-
ens or weakens the effect of resonant leadership on employee
outcomes. The leadership literature indicates that gender
role identity influences the effectiveness of a specific form
of leadership. Embry et al. (2008) reported that leaders who
have role identities inconsistent with their gender are evalu-
ated more positively, suggesting that displaying both mas-
culine and feminine roles strengthens the positive effect of
leadership. In particular, given that the effective utilisation
of emotional intelligence requires both masculine (e.g. prob-
ing and recognising one’s feelings) and feminine (e.g. under-
standing others’ intentions, desires, and motivations) roles
(Martinez-Marin et al., 2021), resonant leaders must exhibit
both roles to lead their followers by using emotional intel-
ligence effectively. Drawing on gender role theory (GRT)
(Bem, 1975; Eagly & Karau, 2002), we argue that the effect
of resonant leadership will be more pronounced when a
leader exhibits androgynous identity. According to the gen-
der role perspective, masculinity represents being asser-
tive, aggressive, competitive, decisive, and independent,
whereas femininity is associated with being compassion-
ate, sympathetic, and caring. Furthermore, this perspective
asserts that an androgynous identity possessing masculine
and feminine traits is more effective under a crisis (Blake-
Beard et al., 2020). Based on this theory, we contend that
a leader’s androgynous identity offsets the weaknesses of
resonant leadership (lack of task-oriented leadership) under
a crisis and therefore strengthens its positive effect. Hence,
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the second objective of this study is to examine the moderat-
ing effect of a leader’s androgynous identity on the relation-
ship among resonant leadership, psychological capital, and
work performance.

This study investigates three critical issues surround-
ing leadership processes that are crucial to the IT industry
and may support them to tide over the crisis, thereby mak-
ing a unique contribution to the existing leadership litera-
ture. First, the study aims at plugging the research gap by
investigating the effect of resonant leadership on proposed
outcomes in the context of the IT industry and COVID-19.
Complementing previous studies on leadership in the con-
text of the pandemic, this study presents resonant leadership
as a new form of leadership that can help boost employees’
psychological capital under challenging times. Second, this
study determines the mediating path between resonant lead-
ership and work performance. If employees’ psychological
capital is determined to be a substantial mediator linking
resonant leadership and work performance, it can provide
implications for managing employees’ work performance
amid the pandemic. Third, the IT industry has witnessed
increasing gender diversity (Chakraborty & Chatterjee,
2020) with the changing workforce landscape, thus calling
for more gender-balanced managerial practices (Blake-Beard
et al., 2020; Paustian-Underdahl et al., 2014). Examining
the moderating effect of androgynous gender identity offers
insights into the role of gender role identity in the IT indus-
try during the COVID-19 pandemic.

Resonant leadership

Resonant leadership refers to a relational leadership style
rooted in emotional intelligence and involves empathising
and striving to balance out own and others’ emotions to
build harmony with each other (Squires et al., 2010). Vision,
overall positive mood, compassion, and altruism define
the construct of resonant leadership (Boyatzis & McKee,
2005; May et al., 2004; Squires et al., 2010). Employees
and their perceptions, intentions, and behaviours consider-
ably resonate with firms’ goals (Cummings, 2004; Wong
et al., 2013) in the presence of resonant leaders due to a
high sense of higher purpose. Such leaders inspire employ-
ees to ward off fear arising from job loss and fear in times of
despair (Marques, 2015) and create a vibrant organisational
climate by cultivating hope, mindfulness, and compassion
(Goleman et al., 2002; Squires et al., 2010). They convert
challenges into opportunities by being mindful of current
business situations (Jacobs & Blustein, 2008). Moreover,
they demonstrate the ability to nurture and develop their
followers and inspire them by showing a glimmer of hope,
especially during the challenging times of crisis (Marques,
2015; Lenka & Tiwari, 2019). The edifice of a resonant
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leader is built on the philosophy that is in sync with the
dynamic nature of the IT industry (Lee, 2000) and occu-
pation that needs continual change, renewal, growth, and
development (Armstrong et al., 2007). Furthermore, the IT
industry entails team or project-based tasks coupled with
aggressive timelines (Messersmith, 2007) and fast-paced
technological disruptions (Sagara & Das, 2020). This, in
turn, demands an effective persona within an IT leader who
can completely leverage emotional intelligent communica-
tion (Sharma, 2012). Emotional intelligence can be observed
in a resonant leader who aims to change through selfless
attitude, care, concern, and well-being of self and others fun-
damentally rooted in Indian values (Fry, 2003). Congruent
to such cultural expectations, a resonant leader demonstrates
a blend of visionary, coaching, affinitive, and democratic
approaches, suitable to a changing landscape wherein a fluid
leadership style is much demanded (Laschinger et al., 2014,
p- 7). Given such contextual relevance of resonant leaders
and the concept being at the nascent stage (Lenka & Tiwari,
2016), little is known regarding the applicability of resonant
leadership in the IT sector, thus requiring additional studies
on this topic. The importance of resonant leadership in the
IT sector is posited to be more pronounced in the pandemic
situation in which software professionals are experiencing
a decrease in salaries and an increase in workload. Because
their psychological distress becomes more severe during
the pandemic, resonant leadership is necessary to help them
cope with stressors arising from the pandemic and maintain
their psychological capital.

Relationship between Resonant leadership
and Work Performance

The use of relational-oriented behaviours can be advanta-
geous in the context of COVID-19 (Hinojosa et al., 2020)
for posing stronger identifications with a leader and leader
effectiveness (Derue et al., 2011; Wagner et al., 2013). How-
ever, leadership effectiveness can be more effectively stud-
ied by examining its reciprocity wherein the work outcomes
of subordinates play a vital role. The essence of studying
software professionals’ work performance is based on the
fact that they have specialised and hard-to-replace skills,
which increase the likelihood of earning a competitive
advantage (McKnight et al., 2009) for a firm. Such skills
are continually updated due to the nature of the occupation
(Armstrong et al., 2007). Because software professionals
work in a team and remote working poses challenges on
the collaboration and communication front (Buffer 2020),
it is more likely to affect their performance (Russo et al.,
2021). Congruent with such expectations and demands
in a crisis, resonant leaders with clearly defined priorities
(such as reskilling and constant conversations) and a high

tolerance for employee mistakes can motivate employees
to accomplish desired business outcomes (Lenka & Tiwari,
2016). The association is assumed to be positive and effec-
tive because resonant leadership contains transformational
elements (Marques, 2015), and transformational elements
are the strongest predictors of subordinates’ performance
(Avolio et al., 1999; Lowe et al., 1996). However, the linkage
between resonant leadership and followers’ outcomes lacks
empirical support in the context of the relational distance
created by a crisis where leader—subordinate interactions
are digitally facilitated. The linkage between resonant lead-
ership and subordinate outcomes in the health care sector
has been pervasive (Wagner et al., 2013). Previous studies
suffer from methodical lacunae in linking resonant leader-
ship (rated by subordinates) with work outcomes (rated by a
supervisor) (Bawafaa et al., 2015). However, the relationship
between resonant leadership and work performance under
extreme conditions wherein dispersed team members work
in isolation and non-dedicated workspaces at home due to
the COVID-19 pandemic remains to be established. Moreo-
ver, limited studies have investigated multilevel leadership
processes and their effects on subordinates’ outcomes in a
crisis-ridden situation, with few exceptions in the service
sector (Stoker et al., 2019; Bartsch et al., 2020). Consider-
ing the present crisis that has exerted a multilevel effect (van
Esch et al., 2021), we hypothesised that resonant leadership
would positively affect the work performance of software
professionals during the pandemic.

H1I: Resonant leadership is positively related to software
professionals' work performance during the COVID-19
pandemic.

Relationship between resonant leadership
and psychological capital

Psychological capital embodies individuals’ psychological
strength, perceptions, attitudes toward work, and general
outlook on life (Luthans et al., 2008). According to the posi-
tive psychology literature, positive organisational behaviour
aims to identify enablers that conform to positive behaviour.
Seligman (2002) indicated that hope, optimism, resilience,
and self-efficacy are the measurable dimensions of positive
organisational behaviour that define the psychological capi-
tal construct. Based on positive psychology, these measura-
ble dimensions of positive organisational behaviours, such as
self-efficacy, play a substantial role in situations marked by
uncertainty in job demands and the changing IT landscape
(Sihag, 2020) due to crisis. A resonant leader is assumed
to trigger such ability in subordinates to bounce back in
adversity (Jacobs & Blustein, 2008). Therefore, resonant
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leadership can be treated as a potential antecedent to follow-
ers’ psychological capital (Bass, 1990; Gooty et al., 2009).

Software professionals may encounter competing
demands owing to the nature of their occupation (Messer-
smith, 2007) and dynamic environment (Aggarwal & Thite,
2003) that create challenges (work pressure, irritation,
depression, and anxiety arising out of loneliness and remote
working) to maintain emotional stability (Lee, 2000). Under
such circumstances, a resonant leader is assumed to precede
subordinates’ psychological capital by fostering the culture
underpinning the growth and development of employees’
psychological resources. Such assumptions can be attribut-
able to a couple of reasons. First, resonant leaders regulate
their and others’ emotions by fostering the emotional resil-
ience of their employees. These leaders invoke positive emo-
tions among subordinates by delving into their work-related
issues and solving their problems at the workplace (Cum-
mings, 2004). Such positive psychological resources can
prevent their behaviours from exerting a detrimental effect
on their work performance. Second, the components of reso-
nant leadership, including vision, overall positive mood, and
compassion (Boyatzis et al., 2013; Mahon et al., 2014), can
inspire employees for viable business success, foster their
contentment towards assigned work roles, and pardon their
mistakes by being aware of employees’ emotions and feel-
ings. Third, resonant leaders can set goals and guide employ-
ees for achieving firms’ mutual objectives (Cummings et al.,
2010; Wong et al., 2013) by believing in the revival, growth,
and development of subordinates.

H2: Resonant leadership is positively related to the psy-
chological capital of software professionals during the
COVID-19 pandemic.

Relationship between psychological capital
and work performance

Psychological capital accounts for substantial variations
in job performance (Luthans et al., 2008) and synergisti-
cally acts to improve employee attitudes, behaviours, and
outcomes (Avey et al., 2011; Chiniara and Bentein 2016;
Walumbwa et al., 2010). A meta-analysis reported that the
four types of psychological capital have a positive relation-
ship with employee performance (Avey et al., 2011). Psy-
chological capital components, namely hope, self-efficacy,
resilience, and optimism, motivate employees to exert sus-
tained energy and resources in their core work activities,
thereby leading to increased performance. In particular, the
positive link between self-efficacy and work performance
has been well established in the literature (Stajkovic &
Luthans, 1998). When employees believe that they can per-
form their tasks efficiently, they are likely to perform well.
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Drawing from the findings of this meta-analysis, we propose
a positive relationship between psychological capital and
work performance among software professionals.

H3: The psychological capital of software profession-
als is positively related to their performance during the
COVID-19 pandemic.

Mediating role of psychological capital

Based on the relationships mentioned above, psychologi-
cal capital might mediate the relationship between reso-
nant leadership and employee work performance. This
relationship is supported by social exchange theory (SET)
(Blau, 1964) and social learning theory (SLT) (Bandura,
1977). SET postulates that leaders and subordinates form
an exchange relationship wherein they reciprocate with
resources received from the other party. Leaders who exer-
cise resonant leadership guide their subordinates with a
high level of emotional intelligence. Because subordinates
feel that the leader provides them with emotional resources
necessary for coping with stressors, they reciprocate with
positive psychological capital such as hope, optimism, resil-
ience, and self-efficacy. Such positive resources enable sub-
ordinates to remain motivated and engaged at work, thus
resulting in higher work performance.

According to SLT, subordinates tend to emulate a leader’s
effective behaviour. Subordinates working with resonant
leaders are likely to model and learn the leader’s emotional
regulation capabilities. This enables them to be hopeful even
in a crisis. Because subordinates can effectively regulate
their emotions, they can better allocate their psychological
resources to core task activities, which, in turn, can enhance
their work performance. Accordingly, we propose the fol-
lowing hypothesis:

HA4: The psychological capital of software professionals
mediates the relationship between resonant leadership
and their work performance during COVID-19.

The moderating role of gender identity

Studies have indicated how numerous demographic char-
acteristics, such as age, gender, and ethnicity, can become
catalysts for leadership effectiveness (e.g., McColl-Kennedy
& Anderson, 2005; Ahmad, 2008) and the perceived per-
formance of subordinates (Eagly & Karau, 2002; Paustian-
Underdahl et al., 2014). Gender role identity is a crucial
facet of the multilevel and multidimensional phenomenon
of ‘gender’ (Ayman & Korabik, 2010) that speaks of one’s
personal belief regarding psychological characteristics
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associated with gender (Bem, 1975). According to the gen-
der role literature, leaders can exhibit behaviours incongru-
ent with gender stereotypes. In other words, male leaders
may exhibit feminine behaviours, whereas female leaders
may exhibit masculine behaviours. Their choice of gender-
congruent or gender-incongruent behaviours is dependent
on the situation (Park, 1997). Thus, when both identities
(androgyny) are exhibited regardless of gender, it can lead
to favourable consequences (Cook, 1985). Numerous studies
have been conducted based on their polarised identity and
the tenets of GRT (Bem, 1975; Eagly & Karau, 2002). How-
ever, androgynous gender identity that is situation-specific
is an under-researched area. Both gender and gender role
identity are not present simultaneously. Moreover, although
previous studies have indicated that gender group identifica-
tion has served as a moderator (Wilson & Liu, 2003), its role
in the leadership process is yet to be explored.

We argue that imminent environmental crises such as the
COVID-19 pandemic call for an androgynous identity for
leaders. Resonant leaders would go beyond the stereotyped
gender identity (Stewart & McDermott, 2004) owing to their
fluid and neutral behaviour ((Laschinger et al., 2014, p. 7).
Therefore, resonant leadership is assumed to be more suit-
able in the workplace that demands flexibility in leadership
disposition (Wang et al., 2012), and androgyny can provide
such flexibility (Kark et al., 2012). Furthermore, a study
reported that context predicts the effectiveness of leadership
style (Gartzia et al., 2012) and is potentially more relevant
in the ongoing pandemic situation. Such assumptions can be
attributable to a couple of reasons. On the one hand, agen-
tic attributes (masculine identity) might be preferred by the
resonant leader at the time of urgency to take immediate
decisions and attain the goal by looking into looming con-
cerns (Blake-Beard et al., 2020). On the other hand, such
urgency arising out of a pandemic situation may activate
communal (feminine) attributes (Gartzia et al., 2012) to be
equivalently demonstrated so that employees get the feel-
ing of being valued and cared for (Dutta & Mishra, 2021).
Moreover, because of the changing workforce demography
with a higher influx of women professionals, the leader dis-
playing both stereotypically agentic and communal attributes
(androgynous) will be considered more appropriate for an
organisation (Wang et al., 2012) and potentially more effec-
tive (Gartzia & Van Engen, 2012). This implies that leaders
should be flexible in their behaviour in a nonstereotypical
manner based on variations in events. Thus, compared with
stereotypical leaders (masculine or feminine gender iden-
tity), resonant leaders would more effectively tide over the
crisis with enhanced performance (Wisecup et al., 2005). In
other words, given the pandemic situation, a resonant leader
would have a better opportunity to be evaluated positively
by the subordinate if the leader makes an eclectic choice of
both attributes. Therefore, their interaction would indirectly

affect subordinate’s performance (Zhang et al., 2020; Parent-
Rocheleau et al., 2020) if the perceived effect on the sub-
ordinate’s psychological resources is positive (Avey et al.,
2011) and more pronounced. Accordingly, we propose the
following hypothesis:

H5a: A leader’s androgynous identity moderates the
relationship between resonant leadership and employee
psychological capital, such that this relationship is more
pronounced when androgynous identity is high than when
itis low.

H5b: A leader’s androgynous identity moderates the
indirect effect of resonant leadership on employee work
performance through psychological capital, such that this
indirect effect is more pronounced when androgynous
identity is high than when it is low.

The conceptual model presented in Fig. 1 shows the theo-
retical framework indicated in the preceding sections. This
framework will be examined in subsequent sections by test-
ing hypotheses HI to H5b. If the conceptual model is empir-
ically tested, the findings can be applied to the IT industry to
strengthen the relationship between resonant leadership and
work performance of subordinates through psychological
capital with the conditional buffering role of gender identity.

Method
Sample and procedure

To construct a sample representing the Indian IT sector, nine
Indian IT companies were examined by an Indian research
firm. Seven of them were indigenously based but globally
located, spanning their services from digital, IT distribu-
tion, and consulting to business solutions. The remaining
two companies were globally based foreign multinational
companies providing a similar range of services. Employees
who were diverse in terms of gender and job position (team
member, team leader, project manager, and senior project
manager) were invited to our research. Data collection was
performed with the support of the HR managers of the nine
companies contacted by the research firm. All the compa-
nies were progressive because an almost equal number of
women and men at the team member and project manager
level were reported to have volunteered in the present study.
Data were gathered after the onset of the COVID-19 pan-
demic (from May to September 2020). Similar to the data
collection procedure used by Walumbwa et al. (2010), we
collected two-wave, multisource data from team leaders
and members to reduce potential common method variance
(Podsakoff et al., 2012). A web-based survey was conducted
by inviting participants through email to access it through a
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Fig. 1 Research Model
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shared hyperlink. Participants were instructed to answer as
honestly as possible to mitigate the speculation of receiving
a socially desirable response. Assurance was provided to all
respondents concerning data confidentiality and anonym-
ity. The order of the items in the subordinate survey was
counterbalanced for independent and dependent variables
to reduce eventual response bias effects related to survey
design. The online survey was administered 1 month apart
in such a way that the first wave involved responses for the
resonant leadership and gender identity of leaders rated
by a subordinate. By contrast, the second wave involved
responses from leaders rating their subordinates on their
psychological capital and work performance. All such proce-
dural measures followed the guideline provided by Podsakoff
et al. (2003) to mitigate socially desirable bias considerably.

Of 674 team members and managers contacted, 104 lead-
ers and 336 members from the team had a complete data-
set of self and leader ratings. The remaining participants
were screened out due to a single representation from the
project team or registering an unfilled questionnaire. The
paired response was identified through two anonymous secu-
rity questions. To ensure that the participants were a good
representation of their team members, we had at least five
members of each participating team complete the online sur-
vey. As a result, the size of the participating teams ranged
from 6 to 18. According to Aguinis et al. (2013), a mini-
mum of 50 clusters are necessary for an unbiased estimation
of a random effect in multilevel modelling. Maas and Hox
(2005) recommended a sample size of 30-50 clusters and at
least five individuals in each cluster. The level-2 (N = 104)
and level-1 (N = 527) sample size exceeded this criterion,
suggesting that our sample size was adequate for a multi-
level analysis. This sample size is similar to prior multilevel
studies (Chen et al., 2007). Data collection was performed
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between May and September 2020. The team size across the
companies ranged from 6 to 18. The average age of the total
sample was approximately 33.2 years among the leaders (SD
= .45) and 27 years among the subordinates (SD = 1.20);
52% were men and 48% were women. On average, respond-
ents in the leader’s category were associated with their com-
pany for 7 years (SD = .38), whereas respondents in the
team member’s category were associated with their company
for 2 years (SD = .76). Respondents occupied different job
positions: 50% were managers/professionals, whereas 50%
were team members. Furthermore, 88.9% had a degree in
electronics and telecommunications and computer science,
and 11.1% possessed a postgraduate in computer science.

Measures

Resonant leadership This attribute was measured using
Cummings et al.’s (2010) 10-item Resonant Leadership
Scale that embodies four resonant leadership styles (self-
awareness, social awareness, self-management, and relation-
ship management) based on the Goleman’s model of emo-
tional intelligence. Sample items including ‘My team leader
focuses on success and potential rather than failures’ and
‘My team leader actively mentors and coaches individuals
and teams’ were rated by a subordinate. The scores ranged
from 1 (strongly dissatisfied) to 5 (strongly satisfied). The
Cronbach’s a coefficient of the scale was .73.

Work performance Because the looming crisis requires
subordinates to fulfil the task by investing a considerable
amount of time and energy (Bartsch et al., 2020), work per-
formance was assessed using a five-item established scale
(Brown & Leigh’s, 1996) of work intensity. Sample items
showing the leader version include “When my subordinates
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Table 1 Means, Standard Deviations, Correlations

S1. No Variables Mean SD 1 2 3 4 5 6 7 8 9
Level 1

1. Age (S) 24.75 1.32 1

2. Gender (S) 1.25 0.50 0.04 1

3. Marital Status (S) 1.11 0.29 0.11 0.05 1

4., Position Tenure (S) 2.44 0.72 0.07 -0.04%* 0.03 1

5. Company Tenure (S) 3.02 0.63 0.01 0.02 0.04 -0.05 1

6. Education (S) 1.11 0.28 0.06 -0.01 0.02 0.01 0.01 1

7 Psychological Capital 4.08 0.34 0.08 -0.03* 0.02 0.07* 0.02 0.01 0.83

8. Work Performance 4.16 0.46 0.03 0.07* 0.01 0.04 0.02 0.10 0.34™ 0.91
Level 2

9. Age (L) 33.0 2.71 1

10. Gender (L) 1.25 0.50 0.02 1

11. Marital Status (L) 1.56 0.49 0.03 -0.06 1

12. Position Tenure (L) 3.06 0.39 0.04 -.06 -.03 1

13. Company Tenure (L) 2.05 0.79 -0.03 -.04 11 -.01 1

14. Education (L) 1.32 1.35 0.00 0.02 0.01 0.00 0.01 1

15. Resonant Leadership 3.90 0.36 0.05* 0.03 -0.01 -0.14% 0.07 0.03* 0.73

16. Gender Identity 3.60 0.37 0.03 0.02 0.11 -0.03* 0.03 0.02 0.14* 0.81

17. Team Size 5.03 0.59 0.00 0.00 0.00 -0.01 0.00 0.01 -0.01* 0.00 1

n = 527 for resonant leadership, and Leader gender identity, n=104 for Psychological capital and Work Performance, n =Sample Size,
L=Leader, S=Subordinate, Cronbach « score is presented diagonally in the right side of the table.

#p< .05, ** p< .01

work, they do so with intensity’ and ‘When they work, they
exert to the fullest’. The scores range from 1 (strongly dissat-
isfied) to 5 (strongly satisfied). The Cronbach’s a coefficient
of the scale was .91.

Psychological capital We used Lorenz et al.’s (2016) com-
pound PsyCap Scale, consisting of 12 items assessing hope,
self-efficacy, optimism, and resilience. The team leaders
rated on a 6-point scale of agreement (e.g., ‘My subordi-
nate always looks confident and could deal efficiently with
unexpected events’). The Cronbach’s a coefficient of the
scale was .83.

Leader androgynous identity Among 60 items scored on a
7-point scale developed by Bem Sex Role Inventory (Bem,
1975) (‘never or almost never true’ to ‘always or almost
always true’), 20 items were chosen that represented androg-
ynous behaviour. The Cronbach’s a coefficient for each one
item was .81.

Control variables Coding of the demographic variables pre-
sented in Table 1 included the following ranges: gender (1
= male, 2 = female), age (1 = 0-25 years, 2 = 2640 years,
3 = 41-55 years, and 4 = over 55 years), position tenure (1
= 0-11 months, 2 = 1-3 years, 3 = 4-7 years, and 4 = 8 or
more years), and company tenure (1 = 0-11 months, 2 =

1-3 years, 3 = 4-7 years, and 4 = 8 or more years). Gender
and age were selected

as control variables since female employees (Lehoczky,
2013; Portuguez Castro and Zermefio in press) and older
employees (McMurray et al., 2012) exhibited greater psy-
chological capital than their male and younger counterparts,
respectively. Position tenure and company tenure were used
as controls because of their positive relationships with lead-
ership competencies (Blayney & Blotnicky, 2010; Bernerth
et al., 2018) and work performance (Ng & Feldman, 2010).
In addition, team size was controlled due to its negative
effect on individual work performance (Mueller, 2012).

Analytical Strategy

Because the hierarchical data structure of 527 team mem-
bers nested in 104 teams were involved, hierarchical linear
modelling (HLM) was performed to test the hypotheses.
Before hypothesis testing, we aggregated team members’
scores for resonant leadership and androgynous gender iden-
tity. We examined the within-team agreement by calculating
I, Vvalues for these variables. The r,,, values for resonant
leadership and androgynous gender identity were .73 and
.76, respectively, exceeding the critical value of .70 (James,
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1982). In addition, the intraclass coefficients (ICCs) were
calculated to evaluate the reliability of group means and
between-team variance (James, 1982). The ICC (1) values
of resonant leadership and leader gender identity were .15
and .13, respectively. Their ICC (2) values were .62 and .67,
respectively. These statistics justify the aggregation of data
and the use of multilevel modelling (Campion et al., 1993).

To determine the discriminant validity of our measures,
we performed confirmatory factor analysis by using two
team-level variables and two individual-level variables in
AMOS 25.0 version. At the team level, the two-factor model
fit the data significantly compared with the one-factor model
[* (120) = 2.41, CFI = .96, NFI = .96, SRMR = .05]. At
the individual level, the two-factor model showed better fit
compared with the one factor model [ (463) = 4.59, CFI
=.93, NFI = .93, SRMR = .03], thus confirming the discri-
minant validity between two variables.

HLM tests

Table 1 lists the descriptive statistics, internal consistency
reliabilities, and intercorrelations of all the study variables.
The correlation between demographic variables of sub-
ordinates and focal variables are consistent with the past
research (Avey, 2014; Jackson et al., 1989). Similarly, the
results showing a correlation between demographic vari-
ables of leaders and focal variables are concurring with the
past studies as well (Korac-Kakabadse & Korac-Kakabadse,
1997; McAdams & de St. Aubin, 1992).

To test our hypotheses, we first ensured the presence
of significant variance in psychological capital and work
performance between and within teams. It was a prereq-
uisite condition to perform cross-level analysis through
HLM. Thus, we first estimated a null model in which a team
member’s psychological capital and work performance was
considered to be a linear function of three parameters: the
grand mean of the population of an individual, the random
effect due to an individual, and the random effect due to a
team. The results of the null model indicated that 55% of
the variance in a team member’s psychological capital and
62% of the variance in work performance were explained by
between-team variance. These results warrant the adoption
of HLM in the analysis (Bliese, 2000).

We tested H1-H5 by using HLM 7. We grand-mean-cen-
tred the predictors at level 1 but controlled for the between-
group variance by including the group mean of psychologi-
cal capital and work performance and the interaction term
with level 2 variables (Aguinis et al., 2013). Table 2 presents
a series of models obtained from hierarchical linear model-
ling (HLM) analysis.

As per Model 6 shown in Table 2, the positive association
observed between resonant leadership and subordinates’ work
performance (y = .05, p < .01) supported H1. Model 1 included
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all control variables. After controlling demographic variables
(age, gender, experience, position tenure, education and experi-
ence of leader and subordinates), Model 2 revealed a signifi-
cant and positive association between resonant leadership and
psychological capital (y = .08, p < .01), thus confirming H2.
In similar lines, Model 5 included all control variables. After
controlling control variables, Model 7 revealed a positive asso-
ciation between psychological capital and subordinates’ work
performance (y = .09, p < .01), thereby supporting H3. As per
Model 8 shown in Table 2, when psychological capital entered
the regression equation, the relationship between resonant
leadership and work performance became nonsignificant, sug-
gesting full mediation (y = .07, p < .05). The deviance change
result confirmed a significant fit improvement in Model 8
(Ay2(1)="1.78, p < .01). To test the cross-level mediation and
effect within the variances, the Monte Carlo Method (MCM),
a form of parametric bootstrapping, was used to generate 95%
confidence interval (CI) values for the average indirect effect of
psychological capital by using 20,000 random draws from the
estimated sampling distribution of estimates (Preacher et al.,
2010). When psychological capital entered the regression equa-
tion, the relationship between resonant leadership and work
performance became nonsignificant, suggesting full mediation.
Furthermore, resonant leadership exerted a significant indirect
effect on work performance through psychological capital (indi-
rect effect = .10, p < .01, 95% CI = .01, .26).

Model 4 shows the cross-level interaction effect of the reso-
nant leadership style and androgynous identity of a leader on
psychological capital. The interaction term (y = .20, p < .05)
significantly predicted the psychological capital, thus support-
ing H5a. The results are plotted on a graph presented in Fig. 2.
As predicted, the positive relationship between resonant leader-
ship and psychological capital was more pronounced when the
leader’s androgynous identity was high than when it was low.

As per Model 9, the conditional interaction effect of reso-
nant leadership and gender identity on work performance
through psychological capital proved to be significant and
positive (indirect effect = .18, 95% CI = .05, .36), thus sup-
porting H5b. The deviance test result indicated a significant
fit improvement in Model 9 (Ay2(1) = 17.06, p < .01). To test
H5b, the MCM was used to generate 95% CI values for the
average indirect effects of psychological capital in the presence
of gender role identity (androgynous) by using 20,000 random
draws from the estimated sampling distribution of estimates
(Selig & Preacher, 2009). The indirect effect of resonant lead-
ership and work performance through psychological capital
was nonsignificant when the leader’s androgynous identity was
low than when it was high (low: indirect effect = .01, 95% CI
= —.07, 10. However, this effect was significant for the high
and moderate levels of androgynous identity (high: indirect
effect = .27, 95% CI = .15, .40; moderate: indirect effect =
.09, 95% CI = .01, .25). Taken together, these findings sup-
port H5b.
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Table 2 Results of Hierarchical Linear Modelling

Variables Model 1: Model 2: Model 3: Model 4: Model 5: Model 6: Model 7: Model 8: Model 9:
Psycho- Psychologi-  psychologi- Psychologi- Work Perfor- Work Perfor- Work Perfor- Work Perfor- Work Per-
logical cal Capital  cal Capital  cal Capital = mance mance mance mance formance
Capital
Level 1
Intercept 4.08%*%* 4.08%*%* 4.05%%* 4.05%%* 4.03%* 4.03%%* 4.03%%* 4.03%* 4.02%%*
Subordinate
Age 0.06 0.06 0.03 0.02 0.05 0.01 0.00 0.00 0.00
Gender -0.01* -0.01°* 0.00 0.00 0.04* 0.04* 0.02 0.02 0.01
Marital 0.03 0.03 0.03 0.03 0.03 0.03 0.03 0.03 0.03
Status

Position 0.05* 0.05* 0.03* 0.02% 0.02 0.02 0.02 0.02 0.02
Tenure

Company 0.01 0.01 0.01 0.01 0.01 0.01 0.01 0.01 0.01
Tenure

Education -0.02 -0.02 -0.02 -0.02 -0.02 -0.02 -0.02 -0.02 -0.02

Psychologi- 0.09%*%(.02) 0.07**(.02) 0.07**(.02)

cal Capital
Level 2
Leader
Age 0.03 0.03 0.03 0.03 0.01 0.01 0.01 0.01 0.01
Gender 0.07 0.07 0.07 0.07 0.03 0.03 0.03 0.03 0.03
Marital 0.03 0.03 0.03 0.03 0.02 0.02 0.02 0.02 0.02
Status

Position -0.09%* -0.09%* -0.04* -0.02%* -0.07* -0.07* -0.03* -0.03* -0.01°*
Tenure

Company 0.01 0.01 0.01 0.01 0.01 0.01 0.01 0.01 0.01
Tenure

Education 0.02 0.02 0.02 0.02 0.04 0.04 0.04 0.04 0.04

Team Size 0.00 0.00 0.00 0.00 -0.01%* -0.01%* -0.01%* -0.01%* -0.01*

Resonant 0.08** (.02) 0.08**(.02) 0.08**(.02) 0.05%*(.03) 0.02(.03) 0.02(.03)

Leadership
Androgy- 0.13*#(.03)  0.13*(.03) 0.10%(.04)
nous
Identity
Resonant 0.20*(.01) 0.18**(.02)
Leadership
X Androg-
ynous
Identity

-2 log likeli- 426.67 423.48 419.36 413.02 412.98 411.95 406.60 398.82 381.76

hood

Deviance 3.19% 4.12% 7.34% 1.03* 5.35% 7.78* 17.06*

Change

Note. *p< .05, ¥* p< .01

Discussion

This study investigated the multilevel mediation effects of gen-
der identity on the relationship between resonant leadership
and subordinates’ performance through psychological capi-
tal. While testing all the hypotheses, we found that the find-
ings concurred well with all the hypothesised relationships.

The results revealed that a more significant demonstration
of resonant leadership increased the work performance of
subordinates, thereby concurring with the findings of previ-
ous studies (Cummings et al., 2010; Boyatzis et al., 2013;
Boyatzis & Yeganeh, 2012). In addition, the results indicated
that the gamma estimate of psychological capital towards the
proposed outcome was relatively less; however, it is consistent
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with the assumptions of previous studies (Boyatzis & Soler,
2012). When the relationship between resonant leadership and
psychological capital was moderated by the gender identity of
the supervisor, the degree of prediction remarkably changed
towards the proposed criterion variable, that is, psychological
capital and work performance (Luthans et al., 2008). Accord-
ing to the literature (Park, 1997) and the findings presented
in Fig. 2, the polarised form of leadership behaviour does
not moderate the relationship between resonant leadership
and subordinate performance as well as between psychologi-
cal capital and subordinate performance. The plotted graph
indicated that such neutral identity in resonant leadership is
only effective towards psychological capital when it is dis-
played at a higher level. The results agree with the extant lit-
erature wherein embracing neutrality compared with polarised
behaviour appears to be associated with effective leadership,
thus exerting a positive effect on subordinates’ performance
(Blake-Beard et al., 2020)."

Theoretical implications

The findings on resonant leadership have several implica-
tions. First, by being the first study to set the contextual
relevance of resonant leadership during COVID-19, this
study contributes to the understanding of the role of resonant

! To check the robustness of these findings, we ran all analyses with
control variables excluded (Becker, 2005; Bernerth et al., 2018). The
significance of the proposed relationships remained identical in the
absence of control variables.

@ Springer

High

Resonant Leadership

leadership in the context of the pandemic. This study indi-
cated that the resonant leadership style resonates with sub-
ordinates and the organisation’s long-term goal (McKee &
Massimilian, 2006) even in extreme conditions. Although
studies have revealed a positive effect of resonant leadership
on work outcomes such as job satisfaction, work engage-
ment, and safety (Cummings et al., 2005; Squires et al.,
2010; Wagner et al., 2013) during normal times, the present
study revealed the relationship between resonant leadership
and subordinates’ work performance in the times of crisis.
The positive relationship enforces the effectiveness of reso-
nant leaders in digital platforms wherein virtual space can
pose constraints in maintaining malleability in interactions,
and such limitation may adversely affect their performance.
By demonstrating that resonant leadership is crucial to the
psychological capital and work performance of software
professionals, this study highlights the cultural and practi-
cal relevance of resonant leadership in the Indian context
wherein interpersonal relationships and self-less behaviour
(Schwartz, 1977) play a vital role in making a leader com-
petent in motivating and inspiring subordinates who are
labelled as the knowledge workers of the IT industry.

The findings of our study indicate that the guaranteed
effectiveness of psychological resources is subjected to
the conditions of organisational intervention to bolster it
(Luthans et al., 2008). In terms of the cultural relevance of
a resonant leader, the renewal and growth of subordinates’
psychological resources should be the major focus of the
leader to increase the subordinates’ security and emotional
proximity in the leader—subordinate dyad (Hinojosa et al.,
2020). The relationship between resonant leadership and
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employee psychological capital is affected by the leader’s
androgynous identity. The effectiveness of resonant leader-
ship becomes more profound when the leader exhibits an
androgynous identity. Because this effect held regardless of
the leader’s gender, both male and female leaders should
display androgynous behaviours to make their leadership
more effective. Because masculine and feminine behaviours
offset the weaknesses of each other, possessing androgy-
nous aspects is more effective in a crisis. By unveiling the
interaction effect between resonant leadership and gender
role identity in the context of the pandemic, our study pro-
vides nuanced understanding regarding the role of resonant
leadership. This study opens the scope of future research
wherein the gender of a resonant leader and its interaction
with gender identity may be examined to discern the nuances
of the gender and its effect on either side of the mediation
path among resonant leadership, psychological capital, and
work performance.

The present study theoretically contributes to the leader-
ship literature by validating SET and SLT in the Indian IT
sector. Our findings unequivocally confirmed that resonant
leadership has a positive relationship with both employee
psychological capital and work performance. As predicted
by SET, resonant leadership is a form of a social exchange
relationship between the leader and subordinates. Because
subordinates receive positive emotional treatment from the
leader, they tend to reciprocate it with positive psychologi-
cal capital and desirable work performance. In addition, as
postulated by SLT, resonant leadership can facilitate social
learning processes among subordinates. By observing the
emotional intelligence of resonant leaders, subordinates
emulate and learn such effective emotion regulation skills,
thereby displaying hope, self-efficacy, optimism, and resil-
ience even in the face of the COVID-19 pandemic. Thus, by
validating SET and SLT mechanisms underlying resonant
leadership, this study enriches the theoretical understanding
of resonant leadership.

Practical implications

Given that crisis management is the need of the hour in the
COVID-19 context, the practising leader must handle it to
ensure economic stability and expend efforts in building rela-
tional bonding with subordinates by adapting to the leadership
style best suited to the situation (Hinojosa et al., 2020). Based
on the present finding that resonant leadership is conducive
to subordinates’ psychological capital and work performance,
we encourage IT organisations to foster resonant leadership
among practising leaders. Cultivating leaders’ emotional intel-
ligence is vital to enhance their resonant leadership (Cum-
mings et al., 2008). Therefore, IT organisations should train
their leaders in leadership skills such as empathy, listening, and

responding to subordinates’ concerns (Laschinger et al., 2014).
Leadership development programs can put major thrusts on
topics such as vision, hope, compassion, and renewal, which
are the major centripetal forces of resonant leadership. Such
institutionalised and structured development-based programs
can nurture leaders to inculcate the desired level of emo-
tional intelligence that can be demonstrated in times of crisis.
Moreover, practising leaders should receive regular feedback
regarding their emotional intelligence and leadership behav-
iours (Laschinger et al., 2014) to enhance their self-awareness
and continually develop their resonant leadership. Further-
more, IT leaders must explore virtual tools that can substitute
proximity maintained in physical space because continuous
interactions would uplift the psychological resources of soft-
ware professionals to recoup in the unprecedented situation
causing psychological distress (Hinojosa et al., 2020). Con-
sidering individual differences, they should devise an inter-
vention mechanism to elevate the psychological resources of
subordinates as a positive reinforcement to respond to pressure
and perform (Lenka & Tiwari, 2016). In addition, considering
the beneficial effect of androgynous identity observed in the
present study, we encourage IT organisations to implement
diversity training that highlights the importance of gender role
identity. Because inclusiveness and diversity have been the
major focus and concerns in HR practices (Dutta Gupta et al.,
2015), training programs geared towards the understanding of
diversity and gender role identity can enable leaders to recog-
nise the importance of androgynous identity and inculcate the
eclectic choice of agentic and communal attributes (androgy-
nous identity) to mitigate the negative consequences of the
stereotyped evaluation of a leader.

Limitation and future directions

This study has some limitations that should be addressed.
First, although this study used a two-wave design, the short
interval between the two waves made it difficult to determine
the causality among resonant leadership, psychological capi-
tal, and work performance. A longitudinal study incorporat-
ing a multilevel model should be performed in the future to
understand the causal relationship of a predictor variable
with a criterion variable (McCormick et al., 2020) by com-
paring between the first wave and second wave of COVID-
19. In addition, this study can investigate the effect of the
predictor during post-COVID-19 to broaden the understand-
ing regarding the contingency style of resonant leadership.

Second, the present nomological network examines
subordinates’ performance by measuring their work inten-
sity; however, this method is limited by range restrictions
(Bartsch et al., 2020) by confining to two activities such
as long hours and hard work. Future studies may choose
scales that contain no range restrictions to measure work
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performance and activities during the work period (Brown
& Leigh, 1996). A meta-analysis can examine outcome vari-
ables such as job embeddedness, remote engagement, and
occupational commitment by including cross-lagged studies
with multiwave features to understand the sustained effect
of resonant leadership.

Third, a leader—subordinate dyad representing non-IT
jobs such as HR and finance can be considered in the IT
industry itself along with IT jobs to investigate the effect of
resonant leadership on subordinates’ performance. It would
be interesting to examine the effectiveness of resonant lead-
ership in non-IT jobs that requires more human and emo-
tional skills (such as HR and customer service). Further-
more, additional follow-up studies should be conducted to
evaluate the effect of gender role identity on different jobs
because different jobs require different levels of masculine
and feminine behaviours. Future studies can fill the void by
establishing the nuances of intersectionality between gender
role identity and job type or characteristics.

Lastly, although the study reveals a positive effect of
resonant leadership, the focus of the study precludes the
comparison of different types of leadership. Because other
studies have emphasised the importance of decisive lead-
ership in the context of the pandemic, our findings cannot
indicate whether resonant leadership is more effective than
other types of leadership in the context of the pandemic.
Future researchers should answer this question by examining
the effectiveness of different types of leadership (Siangcho-
kyoo et al., 2020), especially in a crisis-ridden situation.
Therefore, future studies can plug the void by overcoming
the limitations mentioned above.

Conclusion

With the outbreak of COVID-19 and the enforcement of
remote work practices, virtual interactions by the IT leader
have become essential to support software professionals to
overcome all types of distress (Russo et al., 2021). Com-
plementing the extant literature, the study could establish
the contextual relevance of resonant leadership (Ahmed
et al., 2020; Lazim et al., 2020; Zhao et al., 2020. Based on
GRT (Bem, 1975; Eagly & Karau, 2002), we developed a
hypothesis model linking the interaction effect of resonant
leadership and gender identity on work performance through
the mediating effect of the psychological capital of software
professionals. The model has shed light on the effective-
ness of androgynous identity in buffering the relationship
between resonant leadership and psychological capital.
Leaders’ androgynous identity can bolster the psychologi-
cal capital of software professionals, thus improving their
work performance in crises such as the current COVID-19
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pandemic. The role of androgynous identity has provided
a fresh perspective in the present study. If resonant leaders
adopt such identity, they will create an inclusive culture that
balances out the setbacks of the polarised role of identity,
which lacks task orientation and more likely encourages
negative repercussions.
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