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Abstract

The aim of this study is to design an indigenous and Islamic conceptual model for strategic organizational
hope-building in Iranian organizations based on the analysis of the Supreme Leader’s speeches. This
qualitative exploratory research employed thematic analysis. Data were collected through in-depth
analysis of the Supreme Leader’s statements and semi-structured interviews with 25 experts in Islamic
management and public policy. Purposive and snowball sampling techniques were used. Data analysis
followed open, axial, and selective coding procedures. In the open coding stage, 210 initial codes were
extracted. Through axial coding, these were organized into six core categories: strengthening faith,
national self-belief, organizational resilience, media resistance to despair, innovative leadership, and social
responsibility. The selective coding phase identified the central category as “organizational hope-building
based on the Supreme Leader’s thought,” forming the foundation of the final conceptual model. The results
indicate that hope, in the Supreme Leader’s perspective, is not merely a psychological state but a strategic
managerial and sociocultural approach essential for Islamic civilizational progress. The proposed model
provides an operational framework for HR policy-making, managerial development, and fostering
organizational vitality across Iranian institutions.
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Extended Abstract
Introduction
In the contemporary management discourse, hope has emerged as a strategic psychological and
organizational construct rather than merely an emotional state. As organizations face growing
uncertainty, economic instability, and socio-political turbulence, the need for hope as a catalyst for
resilience, commitment, and productivity has significantly intensified (Carver et al., 2023). In
organizational psychology, hope is commonly defined as a cognitive-motivational construct
comprising goal-directed energy (agency) and the perceived capability to generate routes to those
goals (pathways) (Snyder, 2021). This conceptualization has been instrumental in framing hope as a
component of Psychological Capital, alongside self-efficacy, optimism, and resilience (Luthans et al.,
2023).
Despite its prominence in Western models, hope in hon-Western, especially Islamic contexts, has
unique cultural, spiritual, and ideological underpinnings. In the Islamic worldview, hope is deeply
intertwined with faith in divine promises, trust in a purposeful future, and resistance against despair—
especially in adversarial contexts such as socio-political oppression or media warfare (Zarei &
Khoshvaght, 2021). In Iran, the Supreme Leader has consistently emphasized the necessity of
cultivating hope as a strategic force in institutional progress and national development. From this
standpoint, hope is not a transient affective state but a cornerstone of civilizational evolution and a
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shield against the systematic dissemination of despair by external enemies and internal inefficiencies
(Sohail Sarv et al., 2021).
Numerous studies have explored the psychological and sociological dimensions of hope, yet most
are rooted in individual-centric paradigms derived from positive psychology and organizational
behavior (Peterson & Seligman, 2023; Rego et al., 2022). These models primarily address hope as a
factor influencing job satisfaction, innovation, and leadership effectiveness in Western institutions.
In contrast, research in Iranian and Islamic frameworks has gradually begun to explore the
sociocultural and spiritual contours of hope. Scholars such as Dehghan (2022) have distinguished
between “sincere hope” and “false hope” in Islamic thought, asserting that hope must be grounded
in realism, action, and divine alignment (Dehghan, 2022). Others, like Molaei (2022), have modeled
hope in the discourse of the Supreme Leader as a triadic framework of resistance, future-orientation,
and national self-reliance (Molaei, 2022).
Furthermore, research by Mohammadi Moghaddam and Kavand (2022) identifies hope as a pivotal
agent in the realization of the goals of the “Second Step of the Revolution” statement, highlighting
the collective nature of hope in driving societal transformation (Mohammadi Moghaddam & Kavand,
2022). Similarly, Sarv (2021) characterizes hope in the Leader’s narrative as a cultural and epistemic
strategy for countering defeatism and mobilizing youth and institutional energy (Sarv, 2021). Despite
these important contributions, a gap remains in the development of an integrative, localized
conceptual model of organizational hope-building based specifically on the Supreme Leader’s
strategic discourse.
This study aims to fill that gap by designing a conceptual model of strategic hope-building in Iranian
organizations, grounded in the thematic analysis of the Supreme Leader’s statements. By doing so,
it integrates Islamic governance values with contemporary organizational theory, offering a
framework that reflects both indigenous philosophical roots and applicable managerial practices. The
model seeks to translate discursive principles into actionable organizational strategies, especially
relevant in Iranian institutions seeking transformation and resilience.
Methods and Materials
This research adopted a qualitative-exploratory design utilizing thematic analysis. The data corpus
consisted of selected speeches, statements, and official communications of the Supreme Leader
from recent decades, particularly those addressing themes of hope, Islamic management, and
future-orientation. Additionally, 25 experts in Islamic management, public policy, and strategic
leadership were selected through purposive and snowball sampling for semi-structured interviews.
The data were analyzed in three coding stages: open, axial, and selective. Open coding was used
to extract initial semantic units from both the textual and interview data.
Findings
The thematic analysis led to the identification of 210 initial open codes, which were synthesized into
six axial categories:

1. Strengthening faith and trust in divine promises
Promoting national self-reliance and endogenous capacity
Developing organizational resilience
Combatting media-driven despair
Fostering visionary and innovative leadership
Enhancing social accountability and public trust
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These categories coalesced around the core theme of “Organizational Hope-Building Based on the
Supreme Leader’s Thought”. The final model illustrates how hope, as conceptualized in the Supreme
Leader’s discourse, functions as a multi-dimensional, systemic process within Iranian institutions.
In the first theme, hope emerges through spiritual convictions, particularly belief in divine promises
and eschatological goals such as the awaited savior. The second theme highlights the importance
of self-belief at the national and organizational level, emphasizing reliance on domestic expertise,
resources, and cultural strengths. The third axis centers on building institutional resilience through
patience, endurance, and perseverance amid crises.

The fourth theme deals with resisting psychological warfare and countering negative media
narratives by promoting internal success stories and reframing public discourse. The fifth theme
addresses future-oriented governance through innovation, scientific advancement, and
transformative policymaking. Finally, the sixth dimension calls for transparency, social responsibility,
and reciprocal trust between institutions and the public.

The core message emerging from these six categories is that strategic hope-building is not limited
to motivational slogans or spiritual rhetoric—it is an operational logic that must be institutionalized
through leadership behaviors, policy structures, and cultural norms.

Discussion and Conclusion

The findings of this study underscore that hope, within the framework of the Supreme Leader’s
discourse, is not a passive or superficial sentiment but a deeply strategic and systemic construct.
Unlike Western conceptions of hope that often emphasize individual agency and personal optimism,
the hope articulated in this Islamic-Iranian model is simultaneously spiritual, national, and
organizational. It is rooted in metaphysical faith, shaped by historical consciousness, and oriented
toward long-term civilizational development.

One of the most important contributions of this research is the identification of faith in divine promises
as a foundational pillar of hope-building. This aspect redefines organizational motivation not merely
as a function of incentives or goal clarity, but as a spiritual commitment to a future anchored in divine
wisdom and providence. Such a paradigm promotes resilience and moral confidence among
organizational members, particularly during periods of uncertainty, economic hardship, or foreign
pressure. Hope, in this light, becomes a spiritual discipline and a moral imperative rather than a
psychological state alone.

The emphasis on national self-reliance and endogenous capacity reflects the model’s divergence
from dependency-based models of development and governance. In organizations, this principle
translates to policies that prioritize local expertise, reduce foreign dependency, and instill a sense of
pride in indigenous knowledge and cultural identity. It also redefines competence and leadership not
by Western performance metrics alone but by commitment to the nation's collective potential and
ideological mission.

The model’s focus on organizational resilience—as expressed through values such as patience,
steadfastness, and endurance—offers a culturally resonant alternative to burnout-prone, reactive
management cultures. Rather than framing challenges as crises to be survived, this approach
reframes them as tests of will, opportunities for growth, and catalysts for transformation. Hope,
therefore, becomes the fuel for long-term mission adherence and institutional persistence in the face
of structural challenges.

A notable contribution of this study is its incorporation of strategic communication and media
engagement into the architecture of hope-building. While Western models may treat media as an
auxiliary to branding or employee engagement, this model elevates media to a battleground for
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public morale. It acknowledges the psychological warfare waged by hostile entities and calls for an
intentional narrative of success, sovereignty, and purpose. Organizational hope is not self-generated
alone; it must be communicated, defended, and legitimized in the public sphere.
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