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Abstract

The purpose of the current study is to identify the antecedents of psychological owner-
ship and organizational commitment since these constructs could influence different 
behavioral outcomes at the workplace, such as task performance, creativity, and orga-
nizational citizenship behavior. Through practicing resonant leadership, highly em-
powered employees are expected to have a deeper feeling of psychological ownership 
and more sense of commitment to an organization. 

In this study, the direct relationships of resonant leadership on psychological owner-
ship and organizational commitment via employee empowerment were investigated. 
Data were collected from 232 employees working at healthcare corporations listed on 
the Amman Stock Exchange in Jordan. Structural equation modeling was utilized to 
analyze the data. Results proposed that psychological ownership and organizational 
commitment were related to resonant leadership. Moreover, employee empowerment 
played a significant role, as a mediator between resonant leadership and psycho-
logical ownership and between resonant leadership and organizational commitment. 
Therefore, employees working with resonant leaders and having effective empower-
ment are expected to get higher levels of psychological ownership and tend to be highly 
committed to their organizations.
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INTRODUCTION

Leaders can be considered the main key factor in making organiza-
tions successful and articulating the shared vision and mission to all 
followers. When leaders are equipped with emotional intelligence, 
the relationship between leaders and followers can drive any organ-
ization to produce better results (Ramos-Villarreal & Holland, 2011). 
Resonant leaders, through utilizing their emotional intelligence, build 
an environment that motivates employee commitment to their organ-
izations (Squires et al., 2010). Similarly, Wagner et al. (2013) demon-
strated that there was a significant association between resonant lead-
ership and commitment. 

In general, psychological ownership and organizational commitment 
may depend on the treatment that employees get from their leaders. 
Organizations can have better performance through their committed 
employees who feel proud to be working with organizations. On the 
contrary, employees with low commitment tend to be associated with 
negative organizational outcomes. Furthermore, psychological own-
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ership may be affected by the leadership style and the employee empowerment level as well. Employee 
empowerment can be referred to as the delegation of power process by a manager to subordinates. 
Empowerment is attached to training subordinates, sharing information with them, and giving them 
the confidence to make decisions. The results of Hanaysha (2016) proved that empowerment has a sig-
nificant effect on employee productivity.

The concept of employee empowerment has been an area of interest for scholars in the last three decades 
because it can be considered as a key factor in affecting subordinates’ positive attitudes and behaviors 
in organizations. Mubarak et al. (2018) proved that there was a significant relationship between the au-
thentic style of leadership, engagement, and empowerment. 

Moreover, it was suggested that highly empowered individuals had a deeper feeling of psychological 
ownership and were more committed to the organization. This paper seeks to establish whether psy-
chological ownership or organizational commitment is directly related to empowerment and indirectly 
related to resonant leadership. Most studies on resonant leadership have been done in the Western con-
text. Therefore, there is a need to conduct studies on the precedents and effects of resonant leadership 
in the Jordanian context.

1. LITERATURE REVIEW  

AND HYPOTHESES

1.1. Resonant leadership

A lot of extensive and intensive studies address-
ing resonant leadership have been conduct-
ed during the last two decades. Most studies 
were related to nursing and health institutions. 
Resonant leadership has been rooted within the 
basis of emotional intelligence. Leaders having 
high levels of emotional intelligence can show 
that they are more effective through making 
use of resonant leadership attributes, although 
employees’ emotions vary from time to time, 
and attempting to manage them is challenging. 
These leaders may guide followers’ emotions, 
and guide their way of thinking and behaviors 
to encourage them to employ their emotions in 
meeting organizational objectives. They stim-
ulate their subordinates to learn enthusiasti-
cally and be able to build relations with them, 
which can result in stronger positive feelings 
towards their organizations. Resonant leaders 
are ready to listen to their followers’ grievances 
and negative feelings, care for them, and react 
empathetically. 

The resonance between teams may be consid-
ered as the synchronization of concepts and pas-
sions among team members in the workplace 

(Laschinger et al., 2014), especially during the pro-
cesses or stages of restructuring and organization-
al change. 

A resonant leader should be harmonic with her/
his subordinates, which results in the matching 
of  their emotions and their way of thinking.  In 
general, they can read others’ minds and perceive 
their emotions, individuals, and teams, and 
accordingly, resonant leaders can build good re-
lations with their subordinates and give hope for 
the future. Bawafaa (2014) proposed that resonant 
leaders can build empowering climates that im-
prove job satisfaction. 

Briefly, it can be stated that a leader who uses her/
his emotional skills to reflect on followers’ emo-
tions is considered a resonant leader. The resonant 
leaders can drive connections between them and 
enhance a synergistic environment in which fol-
lowers are optimistic about the future and moti-
vated to achieve common goals. In general, an ef-
fective leadership style can contribute to a higher 
degree of job satisfaction and organizational com-
mitment, which, in turn, can lead to organization-
al success. 

1.2. Employee empowerment

Reviewing the literature on empowerment, two 
perspectives are used when defining empower-
ment. A psychological perspective focuses on the 
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employee’s psychological state that is associated 
with intrinsic motivation and based upon employ-
ee perception that she/he has the authority to per-
form a job. A structural perspective indicates ap-
plying the organizational policies regarding dele-
gating authority and providing autonomy at work. 

From the psychological perspective, empower-
ment expresses the psychological state of subor-
dinates. Empowerment is a psychological state 
concerning subordinates’ perceptions (Forrester, 
2000); subordinates should feel empowered when 
decisions are delegated to them, if not, they are 
not aware that they have been powered to take 
decisions.

Thomas and Velthouse (1990) stated that empow-
erment is referred to as increased task motivation 
categorized in four types: meaning, competence, 
self-determination, and impact. Meaningful ac-
tions entail all actions perceived by followers as 
contributing to the organizational goals and ob-
jectives. Empowering leaders have a significant ef-
fect on the followers’ competence since they pro-
vide the followers with learning that will enhance 
their competence. Moreover, empowering leaders 
can have a significant effect also on self-determi-
nation and impact. Higher degrees of empower-
ment may result in followers’ understanding of 
extended decision effect; therefore, improving the 
experience of self-determination.

Employee empowerment is a management exer-
cise through which a manager delegates some of 
her/his authority to employees, supports them, 
equips them with knowledge and resources re-
quired, and allows them to make independent de-
cisions regarding their delegated authority. 

In general, empowerment is changing over time. 
In other words, the level of empowerment may 
vary due to the work environment. The review of 
the literature supports the claim that structural 
empowerment has an impact on the psychological 
empowerment of subordinates  (Laschinger et al., 
2001; Ahadi & Turiman, 2014  ). The current study 
will investigate the structural perspective.

Employees need to have the feeling that they are 
accountable for their decisions. The level of em-
powerment varies depending on organizational 

culture, qualifications of subordinates, confidence 
in subordinates, and manager’s wish to delegate 
authority. Empowerment assists subordinates re-
alize the importance of their contribution to over-
all organizational goals. It also can be considered 
as a motivation tool because the empowering 
leader expresses her/his confidence in the subor-
dinate’s competence and give her/him a chance to 
have autonomy in work.

Empowered subordinates have been shown to im-
prove efficiency and decrease costs; it also pos-
itively affects job satisfaction, job involvement, 
loyalty, performance, and better delivery (Nielsen 
& Host, 2000). Employee empowerment can in-
crease the level of loyalty to an organization and 
build a sense of belonging, which leads to better 
organizational performance. Taking a sample of 
564 individuals, García-Juan et al. (2019) proved 
that employee empowerment was associated with 
organizational performance. 

Peng (2013) suggested that psychological own-
ership theory can interpret organizational com-
mitment among members in any organization. 
Depending on the psychological ownership con-
cept, employees’ attitudes and behaviors in the 
workplace can be predicted and interpreted. 

1.3. Psychological ownership

The psychological ownership concept is based on 
an individual’s sense of possession. Gardner et al. 
(2021) suggested that possession can be expressed 
as the conceptual core of psychological ownership. 
An individual can feel a psychological attachment 
to an object she/he does not own beyond the phe-
nomenon of legal ownership. Psychological own-
ership can remain even in the absence of legal 
ownership. In the explanation of psychological 
ownership, Pierce et al. (2001, 2003) stated that the 
employee’s sense of possession is the notional key 
of psychological ownership, and this is what dif-
ferentiates it from commitment and identification.

In organizations, it is a psychologically experi-
enced concept where an employee establishes 
possessive feelings towards her/his organization 
(Pierce et al., 2001). Pierce et al. (2001) added that 
psychological ownership can be described as the 
feelings of being psychologically attached to an 
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object. Mayhew et al. (2007) expanded the notion 
of psychological ownership to incorporate both 
job-based and organizational-based psychological 
ownership. 

According to Pierce et al. (2001, 2003), the moti-
vational variables regarding psychological own-
ership include efficacy and effectance, self-identi-
ty, and having a sense of belonging. Efficacy and 
effectance in this connection are concerned with 
motivating employees through their needs to as-
sess the surroundings, find rational solutions to 
problems with the perseverance to achieve the 
planned goals and accomplishments. When em-
ployees achieve the organizational goals, they are 
expected to feel a higher state of psychological 
ownership. Notwithstanding that an employee 
does not achieve some of the organizational goals; 
the cognitive-affective feel of psychological own-
ership is expected to exist. 

Furthermore, the state of psychological ownership 
can be also a motivational factor, because individu-
als are inclined to express their self-identity in front 
of other people in a way to identify themselves. 
Moreover, the sense of belonging focuses on the 
emotional needs of individuals to have the accept-
ance and support from other members of a certain 
group. When they feel an organization is theirs, it 
becomes a part of their self-definition and identi-
ty. A sense of belonging may motivate employees to 
more positive organizational behaviors, which, in 
turn, can affect performance. Hence, psychological 
ownership can be described by employees who feel 
more effectual about achieving the organizational 
target, feel more accountable for achieving the tar-
get, and feel more loyalty and personal identifica-
tion in this concern (Avey et al., 2012).

The psychological ownership concept is applicable 
even in the entrepreneurship context (DeTienne, 
2010). Entrepreneurs commercialize the new idea, 
invest money and time in their venture. During 
the early stages of the entrepreneurship process, 
psychological ownership can be developed and 
enhanced (DeTienne, 2010). Entrepreneurs with 
psychological ownership feelings may act more re-
sponsibly for managing the venture.

Additionally, a high level of ownership feeling can 
satisfy employees’ need for belonging (van Dyne 

& Pierce, 2004). The higher the level of the own-
ership feeling is, the more sense of belonging an 
individual will have. 

Han et al. (2010) indicated that decision-mak-
ing participation could influence ownership. 
Moreover, psychological ownership has significant 
relationships with some positive behaviors, for in-
stance, knowledge sharing (Hameed et al., 2019) 
and organizational citizenship behavior (Gardner 
et al., 2021). 

Avey et al. (2009) proved that strong psychologi-
cal ownership feeling of employees towards their 
organizations can enhance the level of their com-
mitment and can also lower the rate of turnover in 
their organization.

1.4. Organizational commitment

Organizational commitment can be described as 
a state of a member in an organization where she/
he displays feelings of loyalty to the job to meet the 
target. A committed member of the organization 
is expected to continue working with the same 
organization, protect its property, and contribute 
to the organizational goals (Meyer & Allen, 1997). 
Furthermore, employees’ commitment can be ex-
pressed as a type of obligation and attachment to 
the organization. A high degree of commitment in 
the workplace may reduce the rate of absenteeism, 
lower the turnover rate, and improve performance 
(Mathieu & Zajac, 1990). Through understanding 
the role of commitment in the success of organi-
zations, managers may direct all processes and ac-
tivities more efficiently. 

To enhance employee commitment, management 
should ensure that the physical and psychosocial 
work environment for the employees is adequate 
and effective. The provision of adverse work-
ing conditions can negatively influence employ-
ee commitment and job stability (Weiss, 1999; 
Danish et al., 2013). Accordingly, a good environ-
ment in the workplace can create a positive influ-
ence on members of the organization, boost levels 
of employee commitment, and enhance their job 
satisfaction. Finally, highly committed employees 
have positive attitudes towards their work, which 
is, in turn, reflected in their organizational behav-
iors and organizational performance.
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Meyer and Allen (1991, 1997) described three 
components of commitment in this regard: affec-
tive, normative, and continuance.

Affective commitment indicates the commitment 
that is pertaining to the emotional attachment, at-
tachment to, and getting involved in the organi-
zation (Meyer & Allen, 1997). An employee who 
shows a high degree of affective commitment 
tends to feel attached to and is expected to be 
pleased to be a member of the organization. 

Normative commitment is based upon society’s 
belief of obligation; therefore, an employee with a 
high level of normative commitment shows defi-
nite behavior developed on what she/he believes 
is right. 

Continuance commitment can be described as the 
willingness of employees to continue working 
with the organization; this may be explained by 
the costs experienced when leaving the organiza-
tion she/he works with. An employee with a high 
degree of continuance commitment shows a will-
ingness to continue working with the organization.

Throughout the years, three accesses were adopt-
ed to discuss organizational commitment issues: 
commitment-related attitudes, commitment-re-
lated behaviors, and commitment-related effects. 
The commitment-related attitude focuses on the 
affective attachment to the organizational goals 
and to the organization she/he works with, while 
the commitment-related behaviors  focus on the 
employee behavior which is attached to the strong 
motives and efforts excreted by the employee in 
work. Moreover, the commitment-related effects 
are associated with the positive effects of commit-
ment on the results of the organization. 

There is a certain inf luence of organizational 
commitment in the change management con-
text in organizations. Darwish (2000) proved 
that organizational commitment might be an 
essential predictor for employees’ low resistance 
or even nonresistance change management. In 
this connection, Iverson (1996) proposed that 
commitment was a very essential predictor of 
organizational change. 

Borghei  et al. (2010) indicated that empowerment 
was associated with commitment. Sabir and Khan 
(2011) suggested that all styles of leadership could 
be considered as one of the commitment dimen-
sions. Wagner (2010) proved that resonant leader-
ship can affect satisfaction and commitment. 

Along with the theoretical literature, the present 
paper aims to assess the association of resonant 
leadership, empowerment, psychological owner-
ship, and organizational commitment. Hence, the 
following hypotheses are shown in Figure 1.

H1: Employee empowerment is directly related to 
resonant leadership.

H2: Psychological ownership is directly related to 
employee empowerment.

H3: Organizational commitment is directly relat-
ed to employee empowerment.

H4: Employee empowerment plays a mediation 
role between resonant leadership and psy-
chological ownership.

H5: Employee empowerment plays a mediation 
role between resonant leadership and organ-
izational commitment.

Figure 1. Theoretical framework

Resonant 
Leadership

Employee 
Empowerment

Psychological 
Ownership

Organizational 
Commitment

H1
H2

H3

H4

H5
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2. METHODS

2.1. Sample and data collection

Participants in the study were employees selected 
from healthcare corporations listed in Amman 
Stock Exchange (2019) in Jordan. Questionnaires 
with a note to assure complete confidentiali-
ty were distributed to 400 employees and only 
232 questionnaires were returned duly complet-
ed. The mean age of the sample chosen was 32.6, 
51.7% of them were male, and 53.9% were married. 
Statements of the questionnaire were anchored on 
a seven-point Likert scale as choices of answers.

2.2. Measures

Employees filled out the questionnaires which 
included four variables. For resonant leadership, 
six items were adapted from Ferreira (2020) and 
Cummings et al. (2010). Employee empowerment 
was measured using six items of the instrument 
developed by Spreitzer  (1995). Psychological own-
ership was rated by respondents using eight items 
from Avey et al. (2009). Organizational commit-
ment was measured by the respondents using six 
items from Meyer and Allen (1997). Three demo-
graphic characteristics were assessed: gender, age, 
and tenure. Gender was assessed as a dichotomous 
variable, while age and tenure through responding 
in values and classifying in categories. 

3. DATA ANALYSIS 

3.1. Demographic characteristics

Table 1 showed that 40.9 percent of the total 232 
participants were male. The age average for the 
whole sample was about 31.8. Moreover, 45.3 per-
cent of the participants had less than an 11-year 
tenure of service.

Results from independent sample t-test and one-
way ANOVA indicated that there were no rela-
tionships between each of the three demograph-
ic variables neither with psychological ownership 
nor with organizational commitment. In this case, 
 it would be better to exclude demographic factors 
from analysis to avoid misinterpreting study re-
sults and conclusions. 

Table 1. Demographic data

Characteristics Number %

Gender
M 95 40.9

F 137 59.1

Total 232 100.0

Age

26 and less 97 41.8

27-33 53 22.8

34-40 44 19.0

41-47 24 10.3

48 and above 14 6.0

Total 232 100.0

Tenure 

5 and less 41 17.7

6-10 64 27.6

11-15 85 36.6

16-20 23 9.9

21 and above 19 8.2

Total 232 100.0

3.2. Descriptive statistics and Pearson 
correlations

Table 2 represents the means, standard deviations, 
bivariate correlations, and reliability coefficients 
of all variables.

Table 2. Descriptive statistics, Pearson 
correlations, and reliability coefficients

Variable Mean SD 1 2 3 4

1. Resonant 4.453 1.670 (.94) .341**.503**.448**

2. Empowerment 5.183 .961 (.85) .442**.548**

3. Ownership 4.925 1.361 (.89) .582**

4. Commitment 4.182 1.506 (.95)

Note: Alpha coefficients are represented in parentheses 
along diagonal; ** p < .01.

Alpha reliabilities ranged between 0.85 and 0.95, 
which can be considered acceptable. All correlations 
are significant and proposed for further analysis.

4. RESULTS

Exploratory factor analysis resulted in four fac-
tors accumulating (67.589) percent of the whole 
variance. All item loadings as per the EFA 
ranged between 0.658 and 0.893 were acceptable 
as the level of factor loadings exceeded (0.40). 
Confirmatory factor analysis was utilized on the 
questionnaire statements to evaluate their factor 
loadings. The model fit of a four-factor measure-
ment model factors (resonant leadership, employ-
ee empowerment, psychological ownership, and 
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organizational commitment) was matched with 
a one-factor model where the four factors were 
loaded on a single one. The four-factor model re-
sulted in CMIN/DF (1.729) which was fit the da-
ta (Kline, 2005). Other results showed that CFI = 
(.951), TLI = (.946), and RMSEA = (.056). All these 
indices were acceptable fit. Furthermore, the sin-
gle-factor model showed CMIN/DF (8.848), CFI 
= (.492), TLI = (.447), and RMSEA = (.179), which 
indicated were inadequate fit. Since the four-fac-
tor model demonstrated a better fit, therefore, it 
was employed for further analysis. Hypotheses of 
the study can be tested by adding predicted paths 
to the measurement model without adding the 
indirect paths. Model 1 was designed assuming 
a full mediation of empowerment in the relation-
ship between resonant leadership and psycho-
logical ownership and between resonant leader-
ship and organizational commitment. Results of 
Model 1 showed that indices were unacceptable 
fit since CMIN/DF = (27.128), CFI = (.657), TLI = 
(.314), and RMSEA = (.336).

Thus, Model 2 was depicted in Figure 3 by adding 
two paths; the first one from resonant leadership to 
psychological ownership, and the second from reso-
nant leadership to organizational commitment.

Results of Model 2 demonstrated good fit since 
CMIN/DF = (2.303), CFI = (.994), TLI = (.966), 
and RMSEA = (.075). However, when comparing 
the unstandardized direct relationship between 
resonant leadership and psychological ownership 
(β = 0.32; p < .01) with the unstandardized indirect 
relationship between the two variables (β = 0.08; 
p < .01) it was found that β coefficient decreased, 
suggesting mediation, and partially supporting 
H4. Furthermore, when comparing the unstand-
ardized direct relationship between resonant lead-
ership and organizational commitment (β = 0.27; 
p < .01) with the unstandardized indirect relation-
ship between the two variables (β = 0.14; p < .01) 
it was noticed that β coefficient dropped down, 
suggesting mediation, and partially supporting 
H5. Although there was preliminary evidence that 

Figure 2. Fully mediated model (M-1)

Leadership Empowerment

Ownership

Commitment

e1

e2

e3

1

1

1

Figure 3. Partially mediated model (M-2)

Resonant Empowerment

Ownership

Commitment

e1

e2

e3

1

1

1
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Model 2 was a good fit for data, it was probable 
that other paths could design a better model. An 
alternative model (Model 3) as shown in Figure 4 
was presented by inserting psychological owner-
ship as a mediator and empowerment as an inde-
pendent variable to test if it can fit the data better. 

The data fit of the alternative model (Model 3) was 
lower (CMIN/DF = 58.684; CFI = .748; TLI = .514; 
RMSEA = .500) than of M-2. Therefore, M-3 was 
rejected and M-2 was adopted in the current study. 
Based on the best fit of data in Model 2 (Figure 3) 
and according to the output of the model, all di-
rect paths supported H1, H2, and H3. Employee 
empowerment was directly related to resonant 
leadership (β = 0.34; p < .01). Psychological own-
ership was directly related to employee empower-
ment (β = 0.31; p < .01), and organizational com-
mitment was also directly related with engage-
ment (β = 0.45; p < .01). 

5. DISCUSSION  

AND IMPLICATIONS

Psychological ownership and organizational 
commitment may depend on the treatment that 
employees get from their leaders. Organizations 
can have better performance by employing the 
help of dedicated employees who are glad to be 
associated with their organization. Therefore, 
the current study has hypothesized that employ-
ee empowerment is directly related to resonant 
leadership (H1), ownership is directly related 
to employee empowerment (H2), and commit-
ment is directly related to employee empower-
ment (H3). Empowering employees presents the 

mediation role between resonant leadership and 
ownership (H4). Employee empowerment serves 
also as a mediator between resonant leadership 
and organizational commitment (H5). Based on 
the structural equation modeling outputs, the 
study found that all direct paths support H1, H2, 
and H3.

The positive relationship results between reso-
nant leadership and empowerment were similar 
to the results of Bawafaa et al. (2015). Employees 
can get better access to information and knowl-
edge required to do their tasks if their super-
visors exhibit resonant leadership behaviors. 
Furthermore, leaders who exhibit emotion-
al intelligence seem to be consistent with the 
emotions of others, utilize compassion, and ef-
ficiently express feelings to create better, trust-
ing relationships, and foster an environment of 
enthusiasm that incites employees to effective-
ly complete their tasks. The result concerning 
the positive relationship between employee em-
powerment and psychological ownership agreed 
with Lu et al. (2017). When employees estab-
lish possessive feelings towards their organiza-
tions, this feeling motivates them through their 
needs to assess the surroundings, find rational 
solutions to problems with the perseverance to 
achieve the planned goals and accomplishments. 
Likewise, when employees achieve the organi-
zational goals, they are expected to feel a higher 
state of psychological ownership and this makes 
them more committed to their organizations 
because of this ownership feeling. Employee 
empowerment and organizational commit-
ment have a positive relationship, according to 
AlKahtani et al. (2021), which explains that em-

Figure 4. Alternative mediated model (M-3)

Resonant Ownership

Empowerment

Commitment

e1

e2

e3

1

1

1
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ployees’ positive feelings and actions toward or-
ganizational goals and values contribute to or-
ganizational commitment. 

Furthermore, the results of the current study 
found that employee empowerment significantly 
mediated the relationship between resonant lead-
ership and the feeling of ownership. Resonant lead-
ers are mature enough to know how to affect em-
ployees and use emotional intelligence to help and 
support their employees; this provides employees 
with a certain degree of confidence in themselves 
and in their leaders, which, in turn, lead to boost 
the psychological ownership inside them. 

Finally, results found that employee empower-
ment mediated the relationship. Resonant lead-
ers understand that utilizing emotional intelli-
gence with employees can inf luence them and, 
in turn, lead to making them more committed 
to the job and the organizational goals. 

Based on the above discussion, the current study 
theoretically contributes to the existing knowl-
edge regarding the inf luence that resonant lead-

ership has on employee empowerment and the 
inf luence that employee empowerment has on 
psychological ownership. Research findings en-
lighten the situation of organizational behavior 
in the Jordanian environment, especially the 
role of employee empowerment as mediation 
between resonant leadership and psychologi-
cal ownership and between resonant leadership 
and organizational commitment. 

As for the practical aspect, the current paper 
is expected to assist leaders and health institu-
tions management to focus on following reso-
nant leadership that inf luences both psycholog-
ical ownership and commitment. Additionally, 
findings can make policymakers aware of the 
study findings that employee empowerment me-
diates the relationship between resonant leader-
ship and psychological ownership and organi-
zational commitment. Practical advantages are 
gained by organizations whose leaders follow a 
leadership style based on emotional intelligence 
to enhance good organizational behaviors, such 
as employee empowerment, psychological own-
ership, and commitment.

CONCLUSION

The current study aimed to describe the emotional intelligence and caring climate of practicing  reso-
nant leadership and its effect on different behavioral outcomes, such as employee engagement,  psycho-
logical ownership, and organizational commitment. This study demonstrated that  psychological own-
ership and organizational commitment positively correlated with resonant  leadership. Moreover, the 
study proved that employee empowerment played a significant mediating  role in these correlations. 

Findings implied that employees are expected to be more committed to their organizations in the  cli-
mate of resonant leadership when having adequate empowerment. Similarly, employees can have  better 
feelings of psychological ownership in the climate of resonant leadership when they are  adequately em-
powered. Therefore, it is important to encourage resonant leadership and increase the  level of empower-
ment in healthcare organizations because this can lead to better organizational  behavior. The study em-
phasizes the need for healthcare institutions in the context of Jordan in particular and  the developing 
countries in general to adopt the necessary strategies to enhance the psychological  ownership feeling 
and improve the sense of belonging to the organization. 
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