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Abstract

This study aimed to design and test a native structural model for enhancing organizational health based
on job pressures and leadership style, considering the mediating role of employee resilience in Iran Power
Plant Repairs Company. This applied study employed a descriptive-correlational design based on
structural equation modeling. The statistical population comprised 391 employees of Iran Power Plant
Repairs Company, from whom 240 participants were included in the final analysis through stratified random
sampling. Data were collected using the Hoy and Feldman Organizational Health Questionnaire, Parker
and DeCotiis Job Stress Scale, a transformational leadership questionnaire, and the Connor—Davidson
Resilience Scale. The reliability and validity of the instruments were confirmed. Data were analyzed using
SPSS and partial least squares structural equation modeling (PLS-SEM) in SmartPLS. Path analysis
indicated that job pressures had a significant negative effect on organizational health (3=-0.240, t=4.174,
p<0.01), whereas transformational leadership exerted a strong positive and significant effect (3=0.603,
t=10.833, p<0.01). The indirect effect of job pressures on organizational health through resilience was
significant (=0.035, t=2.195), confirming partial mediation. However, the indirect effect of leadership style
through resilience was not significant (3=0.021, t=1.399, p>0.05). The structural model explained 59.7%
of the variance in organizational health (R2=0.597) and demonstrated satisfactory predictive relevance
(Q2=0.292) and model fit (SRMR=0.079, NFI=0.910, GOF=0.403). Organizational health in technically
demanding and high-pressure power-plant environments can be enhanced primarily through
transformational leadership, effective management of job pressures, and reinforcement of employee
resilience. Transformational leadership operates predominantly through a direct pathway and constitutes
the strongest predictor of organizational health, whereas resilience partially buffers the adverse
consequences of job pressures. Accordingly, leadership development, systematic occupational stress
management, and resilience-building interventions provide an integrated practical framework for improving
organizational health in the power-generation maintenance sector.

Keywords: Organizational Health, Job Pressures, Leadership Style, Transformational Leadership,
Employee Resilience, Structural Equation Modeling.
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Extended Abstract

Introduction

Organizational health has become a central construct in contemporary organizational and human
resource management because it reflects an organization’s capacity to maintain internal coherence,
adapt to environmental change, mobilize human resources effectively, and sustain performance
under demanding conditions. A healthy organization is not merely one that achieves short-term
efficiency; rather, it possesses the structural, managerial, and psychological capacities required for
continuous adaptation, employee wellbeing, coordinated functioning, and long-term survival. Recent
scholarship has consequently emphasized organizational health as a multidimensional phenomenon
shaped by human resource practices, managerial processes, employee experiences, and the quality
of organizational support (Hosseinpour et al., 2023; Mohammadi et al., 2022). Contemporary
perspectives on organizational and workplace health further highlight the importance of health-
supportive leadership, organizational health literacy, and institutional capacities that enable
employees to understand, access, and use resources necessary for maintaining wellbeing and
effective functioning (Kirchhoff et al., 2022; Lindert et al., 2023). These considerations are particularly
important in technically complex and strategically sensitive industries, where organizational
continuity depends heavily on the physical and psychological functioning of specialized personnel.
Moreover, sustainable human resource management increasingly requires organizations to balance
performance expectations with the preservation of employee resources and long-term organizational
sustainability (Sahan et al., 2025). One of the most consequential threats to such balance is job
pressure. Job pressures may arise from excessive workload, time constraints, role ambiguity,
demanding responsibilities, work—family conflict, and the necessity of maintaining high performance
despite limited resources (Faghih & Dehghani, 2023; Gholami Fatideh et al., 2022). Time pressure has
also been associated with employees’ emotional states and work engagement, suggesting that
excessive demands can influence both psychological functioning and task involvement (Liu et al.,
2022). Similarly, workload has been linked to burnout, particularly when adequate social and
organizational resources are unavailable (Hosseini & Abbasi, 2026), while work—family conflict may
transmit part of the adverse consequences of heavy workloads to employee burnout (Wang et al.,
2024). These pressures can ultimately extend beyond individual strain and compromise broader
organizational functioning, motivation, coordination, and health (Benisi, 2024; Masoumi, 2024;
Pirdadeh Beiranvand, 2022). In contrast, leadership represents one of the most important
organizational resources capable of shaping employees’ interpretations of work demands and
influencing organizational outcomes. Leadership styles affect performance both directly and through
organizational culture (Gokalp & Soran, 2022), while transformational leadership is particularly
relevant because it emphasizes inspirational motivation, intellectual stimulation, individualized
consideration, and idealized influence (Sengendo & Musinguzi, 2024). Transformational and positive
leadership have been associated with employee engagement, innovation, satisfaction,
organizational success, and reduced burnout (Eduzor, 2024; Geng et al., 2022; Kilag et al., 2023).
Effective leadership is also critical for improving human capital productivity in competitive and
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stressful environments (Lund & Andersen, 2023), and Iranian evidence has linked leadership styles
and behaviors with organizational health, innovation, administrative integrity, burnout, turnover, and
perceived organizational support (Fathollahzadeh & Kazemnejad, 2025; Mousavinejad et al., 2025;
Niknam, 2022; Pasban, 2025). Empowering leadership may further strengthen employees’ job
resources and motivational processes (Wang et al., 2021), whereas spiritual and supportive forms of
leadership can enhance adaptive psychological capacities (Ahmed et al., 2023; Salmani, 2024).
Among these capacities, employee resilience is especially important because it represents the ability
to withstand adversity, recover from demanding circumstances, and maintain adaptive functioning in
difficult work environments. Evidence suggests that employee resilience contributes to work
engagement and job performance and is itself shaped by organizational and interpersonal resources
(Thai et al., 2024). Organizational resilience research likewise identifies adaptive human resources
as fundamental components of continuity and recovery under conditions of disruption (Vakilzadeh &
Haase, 2021). Psychological resources and organizational virtue have also been associated with
organizational health (Salmabadi et al., 2022), while organizational health itself has been related to
employee performance (Shabani Bahar et al., 2023). Taken together, these findings indicate that job
pressures may function as resource-depleting demands, transformational leadership as a major
organizational resource, and resilience as an adaptive personal resource. However, previous studies
have generally examined these relationships separately, and relatively limited attention has been
devoted to integrating them within a single structural model in a high-risk technical industry.
Therefore, the present study aimed to design and test a native structural model for enhancing
organizational health based on job pressures and leadership style while examining the mediating
role of employee resilience in Iran Power Plant Repairs Company.

Methods and Materials

This applied study employed a descriptive-correlational design based on structural equation
modeling. The statistical population consisted of all 391 employees of Iran Power Plant Repairs
Company. Because the organization included different occupational categories, stratified random
sampling was used across technical experts, technicians, and administrative employees. A total of
250 questionnaires were distributed, and after screening incomplete or invalid responses, 240
complete questionnaires were retained for final analysis, corresponding to a 96% response rate.
Four instruments using five-point Likert response formats were administered. Organizational health
was assessed using the 34-item Hoy and Feldman Organizational Health Questionnaire covering
seven dimensions: institutional integrity, principal influence, consideration, initiating structure,
resource support, morale, and academic emphasis. Job pressure was assessed using the 12-item
Parker and DeCotiis Job Stress Scale, comprising time pressure and job-related anxiety. Leadership
style was measured through a 20-item transformational leadership questionnaire assessing
idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration.
Employee resilience was measured using the 25-item Connor—Davidson Resilience Scale. Reliability
analyses demonstrated acceptable internal consistency, while convergent and discriminant validity
were also confirmed. Data analysis was conducted using SPSS and SmartPLS. Because the
distributions of the study variables did not satisfy normality assumptions, partial least squares
structural equation modeling (PLS-SEM) was selected. The analysis included assessment of the
measurement model, discriminant validity, model fit and predictive indices, and direct and indirect
structural paths.

Findings
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The structural model demonstrated satisfactory psychometric and predictive properties. Cronbach’s
alpha, rho, and composite reliability coefficients for all constructs exceeded acceptable thresholds,
and average variance extracted values were above 0.50, supporting convergent validity. The
Fornell-Larcker criterion also confirmed adequate discriminant validity. Model evaluation yielded
SRMR=0.079 and NFI=0.910, indicating acceptable overall fit. The coefficient of determination for
organizational health was R2=0.597, demonstrating that job pressures, leadership style, and the
mediating contribution of resilience jointly explained 59.7% of the variance in organizational health.
Predictive relevance was also satisfactory, with Q2=0.292, while GOF=0.403 indicated strong overall
model performance. Regarding structural relationships, job pressures had a negative and statistically
significant direct effect on organizational health (=-0.240, t=4.174, p<0.01), confirming that greater
job pressure was associated with poorer organizational health. Transformational leadership had a
strong positive and statistically significant direct effect on organizational health (=0.603, t=10.833,
p<0.01), making it the strongest predictor in the model. The indirect effect of job pressures on
organizational health through resilience was statistically significant (3=0.035, t=2.195), confirming a
partial mediating role for employee resilience. In contrast, the indirect effect of leadership style on
organizational health through resilience was not statistically significant (3=0.021, t=1.399, p>0.05).
Thus, transformational leadership primarily influenced organizational health directly rather than
through changes in employee resilience.

Discussion and Conclusion

The findings indicate that organizational health in a technically demanding power-plant maintenance
environment is shaped by an interaction between resource-depleting job demands, organizational
leadership resources, and employees’ adaptive psychological capacities. The negative effect of job
pressures suggests that persistent exposure to workload, time constraints, operational responsibility,
and demanding working conditions can gradually erode the individual and collective resources
required for healthy organizational functioning. When employees must continually invest substantial
psychological and physical effort merely to meet basic job demands, fewer resources remain
available for cooperation, innovation, engagement, constructive communication, and discretionary
performance. Over time, this resource depletion can spread from the individual level to the wider
organization through reduced morale, impaired coordination, lower motivation, and weaker
organizational cohesion.

The strong positive effect of transformational leadership is particularly important. Leadership
emerged as the dominant predictor of organizational health, indicating that managerial behavior may
exert a broader and more immediate influence on the organizational environment than other
variables included in the model. Transformational leaders can improve organizational health by
providing direction, clarifying goals, strengthening trust, encouraging participation, recognizing
individual needs, and fostering an atmosphere in which employees perceive organizational demands
as manageable and meaningful. In technically specialized settings, where interdependence and
coordination are crucial, such leadership can directly improve organizational functioning by
strengthening communication, confidence in management, resource support, and collective
commitment.

The significant partial mediation of resilience in the relationship between job pressures and
organizational health further suggests that resilience serves as a psychological protective
mechanism. Employees with greater adaptive capacity may be better able to absorb occupational
demands, recover from setbacks, regulate negative emotions, and maintain effective functioning
despite difficult circumstances. Nevertheless, the mediation was only partial, indicating that
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resilience cannot completely neutralize the structural consequences of excessive job pressure.
Organizations should therefore avoid treating employee resilience as a substitute for improving
working conditions. Resilience-building initiatives are most likely to be effective when combined with
systematic workload management, clearer role structures, adequate staffing, and realistic
scheduling.

The absence of a significant mediating effect of resilience between transformational leadership and
organizational health also provides an important theoretical insight. Leadership appears to influence
organizational health largely through direct organizational mechanisms rather than primarily by
changing employees’ individual resilience. Managerial behavior can immediately affect
communication, organizational climate, clarity of expectations, access to resources, perceived
support, and coordination without necessarily requiring a prior change in employees’ psychological
resilience. Accordingly, resilience appears to function more strongly as a buffer against job-related
pressures than as the principal mechanism through which leadership improves organizational health.
Overall, the proposed native model demonstrates that organizational health in Iran Power Plant
Repairs Company rests primarily on two complementary foundations: transformational leadership as
a direct health-promoting organizational force and employee resilience as a protective resource that
partially absorbs the adverse consequences of job pressures. The model's substantial explained
variance and satisfactory predictive indices support its practical relevance. Sustainable improvement
in organizational health therefore requires simultaneous attention to leadership development,
reduction of unnecessary job pressures, and systematic strengthening of employees’ resilience.
Such an integrated approach may enhance organizational stability, employee functioning, and
operational continuity in high-pressure technical and power-sector environments.
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