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Abstract

In the domain of human behavior, resilience is often considered a trait associated with character,
personality, and the capacity to cope with adversity. In this article, resilience refers to the capability,
flexibility, and the ability to regain composure or return to a normal state after encountering severe stress
and challenges. The aim of this study was to present a model of occupational resilience among nurses in
hospitals of Fars Province. This research, conducted as a survey-based study, employed a qualitative
approach. In the qualitative phase, using content analysis methodology, data were collected and analyzed
through interviews with experts and academic specialists in the field relevant to the research topic. The
sample size in this phase could not be predetermined and sampling continued until theoretical saturation
was reached, which occurred after conducting interviews with 11 participants. Participants were
purposefully and voluntarily recruited for this study. Data were gathered through interviews, and the validity
and reliability of the qualitative research were confirmed through appropriate coding. The findings of this
study in the qualitative section led to the identification of seven antecedent categories, including individual
factors, organizational factors, occupational factors, support, compensation and benefits, managerial
factors, and training. Additionally, five consequent categories were identified: job satisfaction, empathy and
interaction, commitment and responsibility, productivity and efficiency, and emotional regulation. This
study can contribute to improving work conditions and enhancing the occupational resilience of nurses,
and offers recommendations to managers and policymakers in the health care sector.
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Extended Abstract

Introduction

Occupational resilience has emerged as a central concept in human resource management,
particularly in high-stress professions such as nursing, where employees are consistently exposed
to psychological, physical, and organizational pressures. Resilience, in the context of workplace
psychology, is not merely a personal trait but a dynamic process of adapting positively to adversity,
encompassing individual attributes, systemic support, and environmental reinforcement (Bernuzzi et
al., 2023). This construct becomes particularly relevant in the healthcare sector, where nurses
frequently encounter burnout, emotional fatigue, and organizational constraints. Research suggests
that resilience in nursing acts as a psychological buffer, mitigating the detrimental effects of
workplace stressors and enhancing professional engagement and well-being (Chen, 2025; Golparvar
& Parsakia, 2023).

Several studies have emphasized the integral role of psychological, managerial, and structural
components in shaping nurses’ occupational resilience. Individual-level factors such as emotional
intelligence, self-efficacy, and intrinsic motivation have been linked to higher resilience and improved
coping strategies in response to job stressors (Habib et al., 2025; Pourhossein et al., 2021).
Organizational factors, including leadership style, ethical climate, reward systems, and training
opportunities, also substantially influence the resilience capacities of healthcare workers (Aghighi,
2020; Askari Tabar & Askari Tabar, 2020). For example, effective leadership combined with equitable
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reward structures has been shown to enhance job satisfaction, reduce emotional exhaustion, and
strengthen the capacity to recover from occupational setbacks (Sarmasti & Shah Taheri, 2021).
Moreover, the COVID-19 pandemic has intensified global discussions on the vulnerabilities within
healthcare systems and highlighted the pressing need to support the nursing workforce through
resilience-focused interventions. Studies indicate that post-pandemic stress, compounded by long
working hours, exposure to trauma, and organizational limitations, has escalated psychological
distress among nurses (Berlin et al., 2022; De los Santos & Labrague, 2021). In response, scholars
have advocated for integrating resilience training, psychological support, and inclusive management
practices into hospital systems to safeguard frontline workers and maintain healthcare service quality
(Harris et al., 2020; Lancet, 2020).

Despite the wealth of literature emphasizing the multifaceted nature of resilience, there remains a
need for context-specific models that incorporate the socio-organizational and cultural realities of
healthcare institutions. In Iran, particularly in the province of Fars, where nurses operate under
diverse working conditions, understanding the underlying structure of occupational resilience is
critical to formulating targeted interventions. Accordingly, this study aims to develop a
comprehensive occupational resilience model tailored to nurses in Fars province hospitals, drawing
upon qualitative insights from experts in academia and healthcare management.

Methods and Materials

This research employed a qualitative approach using content analysis methodology. In-depth semi-
structured interviews were conducted with eleven experts, including university faculty members and
senior hospital managers, selected through purposive and theoretical sampling methods. Data
collection continued until theoretical saturation was achieved. The interviews were coded inductively,
and thematic categories were developed based on recurring patterns and conceptual coherence.
The trustworthiness of the coding was assessed using inter-coder reliability, achieving a 97%
agreement rate. The data analysis focused on identifying antecedents and consequences of
occupational resilience, organizing them into a structured conceptual model.

Findings

The qualitative analysis led to the identification of seven main antecedent categories and five primary
consequence categories related to occupational resilience among nurses. The antecedent
categories were: (1) individual factors (realistic thinking, motivation, flexibility, emotional intelligence),
(2) organizational factors (organizational culture, strategic direction, healthy work environment), (3)
job-related factors (adequate leave, development opportunities, meritocracy), (4) support systems
(family and peer support, workplace social support), (5) compensation and benefits (salary, welfare
mechanisms, financial incentives), (6) managerial factors (leadership commitment, mutual respect,
feedback), and (7) training (skill development, program content, shared experiences).

On the consequence side, the analysis revealed five categories: (1) job satisfaction (retention,
burnout reduction, job enthusiasm), (2) empathy and interaction (spiritual effects, communication,
dedication), (3) commitment and responsibility (accountability, increased adherence to roles), (4)
productivity and efficiency (quality improvement, error reduction, adaptability), and (5) emotional
regulation (stress control, self-efficacy, self-awareness, self-esteem). These findings were
synthesized into a conceptual model illustrating the causal relationships between antecedent and
consequence variables, depicting how specific organizational and individual elements foster
resilience and result in measurable professional outcomes.

Discussion and Conclusion
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The findings of this study underscore the multifactorial nature of occupational resilience in the
nursing profession, especially within the unique sociocultural context of Iranian hospitals. At the
individual level, personal attributes such as emotional intelligence and flexibility serve as
foundational enablers of resilience, supporting previous research that emphasized the importance
of psychological capital in coping with workplace challenges (Chen, 2025; Golparvar & Parsakia,
2023). These capabilities not only enhance emotional regulation but also facilitate constructive
responses to adversity, improving long-term engagement and mental health outcomes.
Organizational elements, particularly those related to ethical leadership, structural integrity, and
cultural alignment, were found to be pivotal in cultivating resilience. The presence of clear
organizational strategies, inclusive decision-making, and recognition of employee contributions
created an environment conducive to psychological safety and performance sustainability (Aghighi,
2020; Sarmasti & Shah Taheri, 2021). Such factors are especially critical in high-pressure settings like
hospitals, where rapid decision-making, interdisciplinary collaboration, and emotional labor are
constant demands.

Support systems, both formal and informal, emerged as essential buffers against occupational
stress. The role of peer networks, supportive supervisors, and positive workplace relationships in
reinforcing resilience was clearly evident. This aligns with broader research that links perceived
social support with improved psychological functioning and reduced turnover intentions among
nurses (Grera et al.,, 2022; Harris et al., 2020). Furthermore, well-structured compensation and
benefits systems contributed to resilience by fostering a sense of equity and recognition, factors
known to enhance intrinsic motivation and job commitment (Askari Tabar & Askari Tabar, 2020; Habib
et al., 2025).

Managerial practices also demonstrated a profound influence on resilience-building processes.
Leadership that is responsive, respectful, and skilled in conflict resolution created trust and
psychological empowerment among staff. These elements directly supported sustained engagement
and emotional stability under pressure, as reflected in earlier studies emphasizing the role of
leadership ethics in fostering workplace adaptability (Berlin et al., 2022; Bradley et al., 2021). The
inclusion of targeted training programs further reinforced this dynamic, allowing nurses to develop
the competencies required for handling high-stress scenarios while promoting peer learning and
collective efficacy (Hollaar et al., 2025; Ullah et al., 2025).

The consequences of strengthened resilience were evident in the enhancement of job satisfaction,
organizational citizenship behaviors, and emotional competence. Participants reported a greater
sense of purpose, improved interpersonal dynamics, and a willingness to contribute beyond formal
role expectations. This confirms the theoretical assertions made by resilience researchers that
resilient employees exhibit higher organizational commitment, performance reliability, and
adaptability (Bernuzzi et al., 2023; Liu et al., 2025). Notably, these outcomes were not only personal
but also systemic, as they contributed to higher standards of care and organizational performance
across hospital settings.

In conclusion, this study provides a contextually grounded model of occupational resilience that
integrates personal, organizational, managerial, and systemic dimensions. The model not only
contributes to the theoretical discourse on resilience but also offers practical implications for hospital
administrators and policymakers aiming to improve workforce sustainability in healthcare. As the
global healthcare sector continues to face increasing demands, investing in resilience-building
strategies offers a strategic pathway to safeguarding both the mental health of professionals and the
quality of patient care.
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