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Abstract:

The present study examined the relationship between mentoring, transformational leadership, and innovative organizational culture with the
level of organizational resilience in the Kerman Province Gas Company and aimed to propose an optimal model. This research employed a
qualitative thematic analysis approach through interviews with 10 managers and experts in the fields of mentoring and organizational
resilience, as well as faculty members and managers of the National Iranian Gas Company in Kerman Province. The statistical population in
the quantitative phase included 145 managers and experts of the National Iranian Gas Company in Kerman Province, selected through
systematic random sampling. To identify the dimensions and components of mentoring and organizational resilience, detailed and in-depth
interviews were conducted with managers of the National Iranian Gas Company in Kerman Province. Additionally, a two-day training course
on mentoring was held to familiarize managers and employees of the Kerman Province Gas Company with the concept and process. In the
quantitative phase of the study, a 53-item questionnaire based on a 5-point Likert scale was used. The validity of the questionnaire was
calculated at 88.1 percent, and its reliability was calculated at 87.8 percent. The coding of the expert interviews was carried out through six
stages of thematic qualitative analysis, during which the relevant themes were extracted and the final model was presented. Maxqda software
was used to analyze the extracted themes in the qualitative section. The results indicated that transformational leaders and an innovative
organizational culture, by offering compelling and inspiring visions, guide employees toward long-term goals. Mentoring has a significant

effect on enhancing organizational resilience when confronting challenges and crises, as well as in recovery and management.
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Extended Summary

Introduction

In recent years, the increasing prevalence of natural disasters, pandemics, terrorist attacks, political unrest, and economic
instability has posed substantial threats to the stability and performance of organizations across the globe. These risks are
amplified in highly interconnected societies and economies, where disruptions to critical infrastructures can have cascading
effects (Burnard et al., 2018). In response, the concept of organizational resilience has emerged as a vital attribute, enabling
institutions to survive and recover from unexpected disturbances. Organizational resilience is broadly defined as the
organization’s capacity to respond decisively and effectively to disruptive events that threaten long-term survival (Arbabi
Esfahani, 2023; Golparvar & Parsakia, 2023). Resilient organizations are characterized by their ability to navigate financial
crises, competitive globalization, and operational shocks, often emerging stronger from adversity (Rizky, 2024; Yazdani et al.,
2024).

Awareness surrounding organizational resilience has grown significantly in the wake of major global shocks such as the
9/11 attacks, the 2008 financial crisis, and the COVID-19 pandemic (Scheffers et al., 2020). In the Iranian context, this issue
gains heightened importance due to economic sanctions and the pressing need to develop sustainable and self-reliant industries
(Rajabi Farjad & Motieian Najjar, 2018).

Mentoring (or mentor-based learning) is increasingly recognized as a powerful mechanism for cultivating resilience among
employees by facilitating experiential learning, emotional support, and adaptation to organizational change (Jyoti & Sharma,
2017). Mentoring is an informal, practice-based process through which a more experienced employee (mentor) shares
knowledge and skills with a less experienced colleague (mentee), thereby promoting resilience and adaptability (Fathi Vajargah
et al., 2014). This approach is particularly effective in mitigating fear of change and enhancing engagement during
organizational transitions (Darabi et al., 2023).

In parallel, transformational leadership has gained significant traction in contemporary organizational theory, particularly
in response to global shifts post-2020 (Udin, 2023). Transformational leaders prioritize effectiveness over mere efficiency and
seek to align organizational goals with the emotional and professional needs of their employees, fostering innovation and
enhanced performance (Mousavi Fard & Hamedi, 2023).

Although previous studies have investigated the relationships among mentoring, transformational leadership, and
organizational resilience, most have emphasized quantitative evaluation over conceptual expansion. Evidence indicates that
mentoring plays a crucial role in professional development, especially for women, by promoting decision-making skills and
work-life balance. Similarly, transformational leadership strengthens individual and organizational resilience by fostering
collaborative and value-driven work cultures. It is also associated with improved coping mechanisms, reduced burnout, and
enhanced psychological health. Additionally, studies highlight the significance of culture, particularly innovation-driven
cultures, and effective leader-member exchanges in reinforcing organizational learning and resilience.

However, the interactive effects of mentoring and transformational leadership on resilience have remained underexplored,
especially in vital public infrastructure organizations. This study aims to fill that gap by examining these relationships within

the National Iranian Gas Company in Kerman Province, a high-stakes context where resilience is paramount due to the region’s

O

Copyright: © 2025 by the authors. Published under the terms and conditions of Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) License.



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

J%JM}}W};}&}}ATG&;{‘){'M

energy demands. The study also seeks to provide an empirically grounded model to guide leadership and development efforts
in similar organizations.

Methods and Materials

The study followed a mixed-methods design, combining qualitative thematic analysis with a quantitative structural model
validation. In the qualitative phase, ten experts—including academic scholars and senior managers from the National Iranian
Gas Company—were selected through purposive sampling based on their experience and expertise in mentoring and resilience.
Semi-structured interviews were conducted to explore dimensions and components related to the study variables.

These interviews were coded and analyzed through six stages of thematic analysis using MAXQDA software. A two-day
mentoring workshop was held for company managers and staff to contextualize the concept and stimulate relevant feedback.
The reliability of the qualitative phase was ensured through Holsti’s reliability coefficient, achieving a PAO score of 0.712,
confirming adequate consistency.

For the quantitative phase, a 53-item Likert-scale questionnaire was administered to 145 managers and experts using
systematic random sampling. The tool's validity was estimated at 88.1%, and reliability at 87.8%. Structural modeling and
analysis were conducted using SmartPLS software. The model was evaluated for convergent and discriminant validity, as well
as reliability through Cronbach’s alpha, composite reliability, and rho coefficient. Bootstrapping was employed to assess the
significance of relationships within the model.

Findings

The qualitative analysis yielded 36 sub-themes grouped under four major themes: mentoring, transformational leadership,
innovative organizational culture, and organizational resilience. Key mentoring sub-themes included professional support,
emotional backing, role modeling, demand-based training, learning-oriented atmospheres, and collaborative problem-solving.
Transformational leadership was represented by themes such as inspirational motivation, individualized consideration, vision
articulation, supportive leadership, and decentralized decision-making.

Innovative organizational culture emphasized knowledge sharing, employee empowerment, risk tolerance, and flexible
leadership. Themes associated with organizational resilience included crisis anticipation, adaptability, continuous risk
management, strategic preparedness, and various forms of resilience—cultural, relational, strategic, and learning-based.

Demographic analysis of the expert interviewees showed that 60% were male, 70% held doctoral degrees, and 70% had
between 10 and 20 years of professional experience. The quantitative analysis confirmed the model’s robustness. The GOF
index was 0.545, RMS_theta was 0.095, and SRMR was 0.049—all indicating good model fit.

Convergent validity was affirmed with AVE scores exceeding 0.5 across constructs. Discriminant validity was established
through Fornell and Larcker’s criterion, with all constructs’ AVE square roots surpassing their correlations with other
constructs. Cronbach’s alpha and composite reliability scores were above 0.7 for all constructs, verifying internal consistency.

Discussion and Conclusion

The study revealed a significant and positive relationship between mentoring, transformational leadership, and innovative
organizational culture with organizational resilience. Transformational leadership stood out for its ability to foster employee
creativity, emotional support, and alignment with long-term goals, reinforcing resilience during crises. Mentoring emerged as
a crucial enabler, offering psychological safety, skill development, and collaborative engagement, particularly through targeted

workshops.
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While an innovative culture can drive organizational agility, excessive focus on novelty without stability may reduce
resilience by undermining structural cohesion. Thus, a balanced approach to innovation is vital. The interaction between
mentoring and transformational leadership created a nurturing and visionary environment, increasing resistance to shock and
enhancing adaptability.

Successful implementation of these frameworks hinges on recognizing internal capacities and contextual needs. Structured
mentoring programs, inspirational leadership, and a culture of trust and shared learning are key to organizational sustainability.
Despite challenges like limited access to data and engagement barriers, the study provides a practical, evidence-based model
for resilience development.

Future research is encouraged to explore mediating variables such as emotional intelligence or psychological capital,
conduct cross-industry comparisons, and examine cultural influences on resilience. Practitioners are advised to institutionalize
mentoring, adopt transformational leadership strategies, and establish safe learning environments to promote long-term
organizational health and resilience.
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