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SECTION I: INTRODUCTION 

Statement of the Problem 

The world is currently dealing with the outbreak of a new biological threat in the form of 

a highly contagious virus.  Since the discovery of the COVID-19 virus during the latter part of 

2019, every economy across the globe has, at one point or another, experienced unprecedented 

hardship due to great uncertainty regarding the details surrounding the spread and treatment of 

the virus.  Many economies around the world were initially brought to a standstill while 

information immerged that close human contact was causing the spread of the disease. 

In the case of the economic crises many organizations faced due to COVID-19, some of 

the industries affected had few options at their disposal to counteract the adverse effects as local 

and/or state governments shut down large portions of their business.  Interestingly, there has 

been a wide performance gap amongst some organizations in hard-hit industries such as travel 

and hospitality.  Some organizations closed entirely while awaiting new information and 

guidelines from the government, while other organizations reinvented how they were doing 

business so they could continue operating.  This adaptation showed that the organizations that 

are resilient could be dynamic while also showing stability, allowing them to continue operations 

after a downturn or hardship (Woods & Hollnagel, 2006).  According to Lengnik-Hall, Beck, and 

Lengnik-Hall, 

in turbulent, surprising, continuously evolving marketplace environments only flexible, 

agile, and relentlessly dynamic organizations will thrive.  In fact, firms often must be able 

to move beyond survival and actually prosper in complicated, uncertain, and threatening 

environments.  Unstable environments create frequent challenges and even relatively 
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stable marketplaces experience occasional jolts or undergo periodic revolutionary shifts.  

(2010, p. 243) 

Organizations are tasked with a daunting task prior to experiencing crisis – knowing how 

to prepare for a crisis of which there is no way of predicting exactly how or when it will affect 

the organization.  The stock market crash of 1929, the events surrounding 9/11, the economic 

downturn and recession of 2008, and the on-going effects of the COVID-19 pandemic have all 

uniquely affected US and world economies.  Pelin Vardarlier asserts in his article Strategic 

approach to human resources management during crisis, that organizations will be better served 

and will more easily handle crises “should they implement a proactive behavior instead of a 

reactive one” (2016, p. 466).  The position of this paper is to assert that Strategic Human 

Resource Management (SHRM) policies and practices result in various desirable outcomes in 

times of crisis by playing “a significant role in the required ability and capabilities of the 

organization to prepare, cope, and adapt to change” (Ho et al., 2019, p. 6). 

Purpose of the Research 

The primary purpose of this research is to investigate various strategic human resource 

management measures taken by organizations that have resulted in better organizational 

resilience.  By examining these instances and comparing relevant data, the goal of this research 

paper will be to propose detailed actions and to inform the reader of strategies of potential 

SHRM interventions that will best build organizational resiliency.  Prior articles and research 

published on this topic have explored various options and strategies but by 

compiling/summarizing the best strategies into this paper, organizations will be given a single 

comprehensive resource as an instructional tool to aid in this area.  Considering current events 

that have taken place and will take place over the course of the next semester, it may also be 
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possible to infuse new recommendations that further address the issue of organizational 

resilience.   

An additional purpose of this research paper is to illustrate why organizations should 

invest in crisis management planning and to show the importance of strong strategic human 

resource management practices in relation to the success of an organization experiencing 

constant changes.  According to Dr. Saima Siddiqui in her article Can Employee Training and 

Development Increase Organizational Resilience Against Economic Crises?  

To be flexible, organizations depend on their leadership and people, a 

mindfulness and comprehension of their working condition, their capacity to 

oversee vulnerabilities, and their capacity to adjust considering rapid change.  

Therefore, human resource is the central asset of an organization and it needs to 

be developed in terms of skills and knowledge.  Trained employees are better able 

to perform their jobs especially in difficult situations. (2017, p. 78).   

Significance of the Research 

The significance of this research resides within its ability to highlight the potential costs or 

savings to both the organization and its human capital depending on how an organization 

prepares and responds to crises as “SHRM facilitates integrity, robustness and agility, which 

contribute to performance” (Bouaziz and Hachicha, 2018, p. 548).  According to Siddiqui, 

“Resilience is a multidimensional, socio-technical phenomenon and depends on skills of 

individuals or groups to manage instability” (2017, p. 78).  In addition, according to Ho, Teo, 

and Bentley, 

global estimates of the cost of crisis from natural disasters in 2011 conservatively 

put the total at around US$366.1 billion [1].  In addition, economic crisis such as 
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the global recession have far-reaching consequences which permeate all aspects 

of organizational, social, and economic life. (2014, p. 1)   

 According to various articles on the issue such as Strategic human resource 

management and organizational resilience by Baouaziz and Hachicha (2018) and 

Building organizational resilience in the face of multiple disruptions by Sabhebjamina, 

Torabi, and Mansouri (2018), it is clear that the implications for the results on the study 

of organizational resilience and SHRM are frequently questioned by critics because there 

has historically been a lack of hard data and statistics used to prove the results of many of 

the studies done on this topic.  The goal of this paper is to infuse both theory and 

statistical findings whenever possible, to make a strong case for the importance and 

significance of the findings being presented. 

Methods of Approach 

The primary method of approach for this project will consist of secondary data analysis 

of research and statistics relevant to the topic presented.  Data information specific to 

organizational resilience and the use of various strategic human resource strategies and 

procedures will be highlighted whenever possible or necessary.    

Further research information and statistics will be obtained from official government 

labor reporting data.  Other literature and research will be attained from scholarly and peer-

reviewed academic journals, theorists, and educators that have published credible work that can 

be used to illustrate and support the arguments of this paper. 

The secondary research obtained from the various types of resources outlined above will 

subsequently be reviewed, analyzed, and utilized to support the proposed argument of the 

importance of the use of SHRM strategies to increase resilience.  In addition, these informational 
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resources will be used to discuss the historical background, present status, and proposals for future 

changes. 

Research Contributions 

This research paper will provide a specific contribution to the field of organizational change 

leadership by providing a consolidated and comprehensive resource for those in organizational 

leadership and/or human resource management positions to further understand and become educated 

on various SHRM methods, practices, and policies that have been shown to increase organizational 

resilience in times of crisis and hardship.  This will be done through the extrapolation of examples 

and data provided by the various scholarly sources cited throughout this paper.  Lastly, this project 

will further highlight how recent economic and political changes in crisis avoidance may affect the 

outcomes of organizations in certain industries or locations.   

Limitations of Research 

 Due to the ever-changing details surrounding crisis management research, some of 

the data or suggestions related to how an organization can adapt to better cope with the 

adverse side effects of crises that affect organizations may become outdated or irrelevant.     

 Additionally, the use of secondary data as a means of information extrapolation 

through the review of scholarly articles, textbooks, and credible web-based resources may 

limit the scope of the research due to various reasons including the speed to which newly 

discovered information related to the topics discussed herein can be accessed, synthesized, 

and included in the final iteration of the paper.  Future research will be necessary in the years 

following the completion of this paper in order to build on the information that is presented 

and to determine whether the recommendations presented were successful in long-term 

applications in addition to short-term applications.    
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SECTION II: LITERATURE REVIEW 

Organizational Resilience 

 No organization is safe from being adversely affected by some sort of crisis or disaster.  

Although much of the focus of many crisis management teams at the time of the writing of this 

paper may be largely centered on managing organizational changes brought on by the Covid-19 

pandemic, it is important to note that organizations have been subjected to a myriad of other 

crises which may have also been largely unforeseen or unavoidable.  Examples of other crises 

that organizations have had to react to include the natural disasters, protests brought on by civil 

unrest that have damaged business property or reputation, terrorist attacks, cyber-attacks, and 

labor strikes (Lockwood, 2005).  It is also important to note that organizations have had to react 

to crises that were created internally through behaviors such as mismanagement by leadership, 

controversial political or social issue standpoints taken by the organization at large or by major 

stakeholders (i.e.  members of the leadership team), or controversial labor policies  

According to Lengnick-Hall et al., “in turbulent, surprising, continuously evolving 

marketplace environments only flexible, agile, and relentlessly dynamic organizations will 

thrive.  In fact, firms often must be able to move beyond survival and actually prosper in 

complicated, uncertain, and threatening environments” (2011, p. 243).  This idea illustrates the 

importance of organizational resilience.  The definition of organizational resilience is not 

universal. According to Kantur and Iseri-Say, “the term ‘resilience’ is adopted in organizational 

studies, human resources management and engineering literatures but it is mainly rooted in the 

psychology and ecology field” with the term in the psychology field being largely described as 

the “positive adaptive capacity of individuals experiencing adverse conditions” while the term is 

largely described as the “resistance and flexibility capacity of the systems to ensure 
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sustainability” in the field of ecology (2015, pg. 457).  According to their article Developing a 

capacity for organizational resilience through strategic human resource management, Lengnick-

Hall et al. suggest that there are two differing perspectives on what organizational resilience 

means in the study of organizational theory (2011).  The first perspective is that organizational 

resilience is “simply an ability to rebound from unexpected, stressful, adverse situations and to 

pick up where they left off” (Lengnick-Hall et al., 2011, p. 244).  This rebound-oriented ideal is 

based on a desire to survive the crisis and pick up where the business left off after the crisis is 

over.  The second perspective focuses on how an organization can respond to a crisis by 

developing new capabilities/products that keep pace with the changes brought on by the crisis 

which may lead to new opportunities being explored and exploited by the organization 

(Lengnick-Hall et al., 2011).  After considering both perspectives, Lengnick-Hall et al. define 

organizational resilience as  

a firm's ability to effectively absorb, develop situation-specific responses to, and 

ultimately engage in transformative activities to capitalize on disruptive surprises that 

potentially threaten organization survival recommendation for defining collective 

constructs in terms of their function or outcome and focuses attention on actions to create 

the structures by which such phenomena emerge, are transmitted and persist.   

(2011, p. 244) 

This definition blends both perspectives into a single thought that an organization may 

better be able to synthesize and which may in turn result in the organization being better 

prepared to react to crises both stability and innovation in mind.  In addition, Lengnick-Hall et al. 

believe that the role human resource departments have in responding to crises is by creating 

strategic human resource management systems that are instrumental in developing “the requisite 



12 
 

 
 

knowledge, skills, abilities, and other attributes (KSAOs) and in invoking the appropriate 

collective routines and processes to generate resilience outcomes” (2011, p. 244).  According to 

their research, Kantur and Iseri-Say determined that the “organizational resilience construct is 

dimensionalized with three dimensions of robustness, agility and integrity” with robustness being 

a measure of an organization’s resistance capacity, agility being the ability of an organization to 

easily and quickly adapt to changing circumstances, and integrity measuring the cohesion of the 

organization’s human capital when presented with unfavorable situations and circumstances 

(2015, p. 467).    

Creating Capacity for Organizational Resilience 

  The main aim of this research paper is to synthesize data from various sources that have 

studied and theorized the best or most effective ways to create resilience capacity through the 

deployment of the human resource department or through the use of human resource theories or 

practices.  As was the case with finding a widely accepted definition of organizational resilience, 

there are several theories on how to best build organizational resilience capacity, like those of 

Bouaziz and Hachicha and Lengnick-Hall et al.  

Bouaziz and Hachicha determined through their research and observations that five 

SHRM activities (staffing, training, compensation, participation, and performance appraisals) 

positively influence firms’ resistance (2018).  They assert in their findings that SHRM’s role in 

creating a capacity for resistance results in the firms that do so outperforming those that do not 

because “SHRM facilitates integrity, robustness and agility, which contribute to performance” 

(Bouaziz and Hachicha, 2018, p. 548).   
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Lengnick Hall et al. suggest that “resilience is developed from a unique blend of 

organization-level cognitive, behavioral, and contextual capabilities and routines” (2011, p. 245).  

They assert that HR principals and desired employee contributions must be blended together to 

create effective HR policies which in turn will build the organizational capacity for resilience 

that is needed to create desirable performance outcomes (2011).  In Table 1, Lengnick-Hall et al. 

layout their HR system components for developing a capacity for resistance. 

 

Note.  Reprinted from Developing a capacity for organizational resilience through strategic human 

resource management, by Lengnick-Hall, C.  A., Beck, T.  E., & Lengnick-Hall, M.  L.  (2011), Human 

Resource Management Review, 21(3), p.  249. 
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One of the largest limitations that exists when researching available literature on the topic 

of SHRM and its impact on organizational resilience is that, while there are many qualitative and 

theoretical studies that have been presented and completed, the development of quantitative data 

lags the former.  According to Ho et al., “this is perhaps not surprising considering the scope and 

application of the concept to numerous contextual and epistemological landscapes” (2014, p. 2).   

An organization’s resilience during times of crisis and the creation of that resilience prior 

to the crisis occurring is imperative to the success and survival of the organization.  According to 

Sahebjamnia, Torabi, and Mansouri, organizations are becoming increasingly more aware of the 

importance of taking proactive steps to protect personnel lives, preserve the company’s brand 

and reputation, reduce the likelihood of financial losses, and to ensure that the products or 

services that the organization creates or specializes in will be continuously available to their 

customers even in times of hardship (2018).  Based on their research, Sahebjamnia et al. 

determined that “the capability of organizations for restoring or resuming critical functions is 

highly dependent on their resources” (2018, p. 80).  According to Siddiqui in her article Can 

employee training and development increase organizational resilience against economic crises, 

“organizational resilience has a direct link with employee capacities” (2017, p. 81).  Through 

elements such as communication with employees and stakeholders, training, staffing, 

involvement in crisis management planning, and creation and adherence to HR policy and 

corporate ethics and social responsibility, SHRM departments and professionals are uniquely 

positioned within an organization to help the company plan for disaster because of their 

closeness to the human capital of the organization.   
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 SECTION III: THEORETICAL FRAMEWORK 

  According to Nancy Lockwood, in her article Crisis Management in Today’s Business 

Environment: HR’s Strategic Role, “organizations have a moral and legal duty to safeguard their 

employees and the integrity of their business” (2005, p. 3).  Organizational resilience through 

times of crisis not only affects the existence of an organization, but it also affects the human 

stakeholder who relies on the existence of the organization for compensation.  Although once 

referred to a “Personnel Management” and given less importance by many leadership teams, 

“businesses have already started to pay more attention to human resources policies and 

applications in order to achieve a sustainable competitive advantage and high performance in 

business operations” (Vardarlier, 2016, p. 465).  With SHRM playing major roles in the 

development of strategic operational policies, it should be expected that SHRM should also play 

a major role in the three phases of crisis planning which occur before, during, and after a crisis 

occurs (Vardarlier, 2016).  For this paper, historical and current literature and research on 

relative topics are reviewed.  The sources used during research include, academic journals peer-

reviewed articles, and published works by professionals who are experts in the fields of human 

resource management and crisis management.   

The Human Side of Crisis 

 The employees, or human capital, of an organization are indisputably valuable and 

necessary to the operation and success of an organization.  Without employees, an organization, 

by definition, does not exist.  According to Christel Adamou, “the role of the human resources 

function in an organization in the event of a pandemic or other emergency situations in general is 

two-fold, which is to support the organization and act as a resource for employees and their 

families” (2017, p. 46).  Additionally, according to Pelin Vardarlier, one of the main functions of 
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an SHRM department is to act as a bridge that connects leadership and the employees of an 

organization (2016).  This bridge must be easily accessible and strong so that an organization can 

more easily weather crises and other hardships.  Since organizations have no way of completely 

avoiding crisis, they must leverage their human resource department to play important roles 

during the three phases of crisis which are “crisis planning (before crisis), responding (during 

crisis), and recovery (after crisis)” (Vardarlier, 2016, p. 470).  The question lies in how a SHRM 

department can go about planning for crisis.  It is not uncommon for organizations to have crisis 

plans or teams as it is widely understood that planning for emergencies or crises is elemental to 

the success of any organization because, as mentioned previously, no organization can 

completely avoid crisis.  Organizational resilience must be obtained, and the assertion of this 

paper is that it can be effectively achieved through the utilization of the SHRM department and 

through the use of carefully planned SHRM policies and procedures that nurture the cognitive, 

behavioral, and contextual dimensions of resilience itself (Lengnick-Hall, 2011).  The proposal 

that Lengnick-Hall et al. assert for how an organization can utilize its human capital to achieve 

resilience is a   

capacity for developing organizational resilience is achieved through strategically 

managing human resources to create individual competencies among core employees, 

that when aggregated at the organizational level, make it possible for organizations to 

effectively absorb uncertainty, develop situation-specific responses to threats, and 

ultimately engage in transformative activities so that they can capitalize on disruptive 

surprises that potentially threaten their survival. (2011, p. 248) 

The theories expressed in this section of the paper have been identified by various 

researchers and professionals in the field of crisis management to be amongst the most effective 
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steps that can be taken for an organization to safeguard itself against adversity to achieve 

organizational resilience.    

Crisis Management 

 While the field of HRM may have originally focused primarily on the management and 

hiring of human capital and benefits administration, its mission continues to grow by focusing on 

new areas of employee development including the development of intellectual capital, supporting 

organizational transformations and renewals, and the identification, design, and implementation 

of interventions in the areas of career development, training, and organization development to 

help organizations prepare for handing crisis situations (Hutchins and Wang, 2008). 

 The following table, adapted from Wang, Hutchins, and Garavan, and figure 1, reprinted 

from Hutchins and Wang, represent the various stages of a crisis management model that has 

become widely utilized by organizations for the planning of internal crisis management plans: 

     Table 1: Crisis Management Model  

1. Signal detection: Small but significant indicators exist to indicate that a crisis could 

occur. 

2. Crisis planning: Systematic planning to prepare the organization to manage the crisis 

event.  The most frequently reported planning activities include identifying and 

implementing crisis training, developing business continuity plans, creating a crisis 

communication strategy, and creating a crisis team. 

3. Crisis containment: Attempts by the organization to manage the crisis event to mitigate 

further losses.  Actions that typically occur include communicating with stakeholders on 

crisis management and securing fiscal, operational, and human resources that may be 

vulnerable to damage.  Specific communication activities used during a crisis include 

information about operational and employee relations issues. 

4. Crisis recovery: Steps taken to resume partial or full operation.  Recovery efforts include 

enacting the business continuity plan and supporting human resource issues (such as 

employee assistance programs) to help stakeholders recover from the crisis event. 

5. No-fault learning: Activities to support the learning process resulting from a crisis event, 

but without blaming a single person for the crisis event (except in the case of criminal 

behavior or liability).  Activities associated with learning include critical reflection of the 

crisis experience and consideration of the direct and indirect impacts of the crisis event. 
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6. Redesign: Restructuring of the organization’s technical, structural, and cultural factors 

that may have influenced the crisis event.  Other considerations include an evaluation of 

human factors and of top management’s psychology based on the new learning that 

occurred because of the crisis event.  Consistent with systems theory, the redesign phase 

provides new data to consider in identifying early indicators during the signal detection 

phase. 

  Note.  Adapted from Exploring the Strategic Role of Human Resource Development in Organizational 

Crisis Management, by Wang, J., Hutchins, H., & Garavan, T.  (2009), Human Resource Development 

Review, 8(1), p.  6. 

 

Figure 1.  Crisis Management Model 

 

Note.  Reprinted from Organizational crisis management and human resource development: A review of 

the literature and implications to HRD research and practice.  Advances in Developing Human Resources 

by Hutchins, H. M., & Wang, J. (2008), 10(3), p. 316. 

There have been multiple models constructed to show crisis management processes (i.e.  

Elsubbaugh, Fildes, & Rose, 2004; Pearson & Claire, 1998; Reilly, 1993; Smits & Ally, 2003; 

Shrivastava, 1993) but each of these models identifies similar stages organizations should take to 

effectively and successfully manage and respond to crises (Wang et al., 2009).  The model 

shown above was originally developed by Pearson and Mitroff (1993, as cited in Wang et al., 

2009) and later was refined by Mitroff (2005, as cited in Wang et al., 2008) by combining many 
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existing models into one concise model.  According to Hutchins and Wang, “crisis preparation 

involves systematic planning to prepare the organization to manage a crisis event, explicating 

critical personnel, resources, and actions to be allocated during a crisis situation” (2008, p. 316).   

The role that SHRM should play in the overall crisis management model within an 

organization is multi-faceted.  Hutchins and Wang discuss five philosophical metaphors that of 

roles SHRM should play: “organizational problem solver, organizational change 

agent/interventionist or helper, organizational designer, organizational empowerer/meaning 

maker, and developer of human capital” (2008, p. 319).   

As organizational problem solvers, SHRM professionals can take proactive roles in 

identifying issues that may cause crises.  By considering performance issues with the help of 

development models, scorecards, and HR performance technology tools, SHRM professionals 

will be well equipped to identify potential performance gaps and in turn increase awareness and 

implement initiatives to fill the gaps (Hutchins and Wang, 2008).  SHRM professionals are also 

well suited to be change agents by fostering a crisis-prepared organizational culture through 

educating leaders and human capital on what it means to have a crisis-prepared organizational 

mentality.  According to Hutchins and Wang, “professionals may help organizations establish 

effective crisis communication systems, build organization’s crisis knowledge base, develop 

individual’s critical thinking and reflection skills, and encourage double-loop learning” (2008, p. 

320).  SHRM can also influence organizational design by helping organizational leaders make 

strategic choices like the design of information systems and crisis communications channels that 

that employees are able to process and share information in a timely and effective manner in the 

event of a crisis.  The role of organizational empowerer/meaning maker includes determining 

potential unintended consequences of action strategies, identifying the potential unintended 
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consequences of these actions and holding people accountable for their actions, and finally 

offering suggestions for alternative actions that are learning-oriented rather than control oriented 

(Hutchins and Wang, 2008). Lastly, the role of human capital developer is to facilitate training 

and development activities that, in crisis situations, may effectively reduce and/or eliminate the 

impact of various factors that cause crisis (i.e. technology complexity and human relations 

failures).   

Communication  

 SHRM departments play a crucial role in both external and internal communication 

strategies of an organization both in times of prosperity and hardship as the department is 

generally responsible for recruitment (external) and internal policy communications at the macro 

level (Lockwood, 2005).  During times of hardship, disinformation and misinformation 

frequently emerge in and around organizations which can greatly affect employee morale and 

performance.  For this reason, SHRM should be prepared to mitigate the negative impact of 

misinformation by following a crisis communications plan that helps the HR professionals 

effectively communicate with employees, and external entities like customers and the media.  

Some organizations may have a PR (public relations) department or professional that can help 

with this task, particularly the external communications, however smaller firms frequently do not 

have PR departments and the task of public relations falls to the HR department.  According to 

Lockwood, in times of emergency, HR may be called on to provide answers to the following 

three types of questions: 1) what information and resources are needed to deal with the 

immediate emergency; 2) what the situation is in the various locations affected; 3) how 

employees are reacting (2005, p. 6).   
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It is in the best interest of the employees and organization at large that “crisis 

communication channels” are predetermined in the crisis communication plan so that employees 

know where to find pertinent information from the leadership team (Lockwood, 2005, p. 6).  

Some of the most commonly recommended crisis communication channels may include: 

• In-house company intranets 

• Email updates from human resources 

• Company bulletin boards 

• Company websites 

• Telephone hotlines 

• Corporate social media accounts 

 

Although social media may be viewed as less professional manner of communication since 

information is infrequently verified or fact-checked and thus is frequently used as a means to 

spread gossip and misinformation, such gossip and misinformation may be best mitigated by 

utilizing the same platforms of social media to spread fact and to calm fears as it is quickly and 

easily accessed and frequented by much of the population and likely the human capital of the 

organization.  It is imperative that crisis managers, frequently HR professionals, mitigate as 

much damage as possible and communicate necessary information for the physical and 

psychological wellbeing of the human capital (Vardarlier, 2016).    

 Christel Adamou, an independent organizational development, and human resources 

consultant wrote in 2017 that “as the world becomes increasingly prone to global public health 

emergencies, with pandemics that prove to be hardly predictable or controllable, organizations 

must support managers and employees in their readiness to handle health crisis situations 

effectively” (2017, p. 47).  In addition to using social media to inform stakeholders of crisis, and 

developing a robust crisis communication plan, Adamou suggests that mass communication and 

emergency response preparedness “are among the most important, even most critical factors, to 
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manage risks and save lives” (Adamou, 2017, p. 2017).  Adamou suggests that organizations 

should invest in HR manager’s technical capacities and training in emergency preparedness and 

response, and that HR should develop an emergency response plan the clearly defines the roles 

and responsibilities of the HR professionals in an organization when implementing the plan 

because it will help reduce anxiety and confusion and will result in better support to client 

services and employees and their families (2017).  Additionally, establishing EAPs (employee 

assistance programs), providing adequate training on crisis response skills, reviewing employee 

insurance and safety programs, and even partnering with local counseling/psychologist 

organizations have proven effective in helping employees better handle situational and residual 

stress (Adamou, 2017).      

Training  

According to Snell and Morris in their book Managing Human Resources, human capital 

can be defined as “the employees’ knowledge, skills, abilities, and other attributes (KSAOs) that 

have economic value to the firm” (2019, p. 3).  Although the value of human capital within an 

organization may not be accurately monetized, it is clear that the KSAOs of an organization’s 

workforce will directly impact the value and success of the organization.  This sentiment is 

supported by Vardarlier who states that “the success of an organization mostly depends on the 

skills and expertise of the employees and their continuous professional training” (2016, p. 470).   

Employee training and development are mechanisms used by organizations to increase 

profitability and performance.  According to Siddiqui, training is not only an apparatus to help 

people contribute and be effective in their professional role within an organization, but it also 

helps individuals transform their abilities and job skills while improving job performance and 

satisfaction (2017).  According to Sun Young Sung and Jin Nam Choi in their article Do 
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organizations spend wisely on employees? Effects of training and development investments on 

learning and innovation in organizations, “by providing highly task-relevant external education, 

organizations can increase congruence between newly acquired knowledge and task 

requirements at the individual level as well as further promote organization-wide knowledge 

transfer, which increases organizational capability and performance” (2014, p. 408). 

In addition to improving performance, organizations are subject to constantly changing 

markets and competition due to globalization and rapidly developing technology.  Organizations 

are finding themselves in a race to stay competitive and relevant.  According to Sartori, 

Costantini, Ceschi, and Tommasi in their article entitled How Do You Manage Change in 

Organizations? Training, Development, Innovation, and Their Relationships, “training and 

development investments of an organization affect its innovative performance by promoting 

several learning practices” (2018, p. 7).  The various training methods can be employed by an 

organization to affect its performance.  These methods can be used individually or in conjunction 

with another.  Which methods an organization chooses to use may be influenced by common 

practices in their industries and/or their environments.  Many companies have been using 

training and development as a way to empower employees because “these characteristics better 

help an organization adapt and innovate…training plays a central role in nurturing, 

strengthening, and expanding the capabilities of a firm in this way, it has become the backbone 

of strategic management” (Snell and Morris, 2019, p. 242).  Essentially, an organization’s 

training program can largely affect the skills and expertise of the human capital (Vardarlier, 

2016).   

Through training programs, the SHRM department can affect how employees respond to 

crises.  According to Vardalier, “the success or failure of human resources departments affects 
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the whole organization; so, they should invest human capital with training before a crisis strikes” 

(2016, p. 470).  Professor David Denyer, in his academic summary entitled Organizational 

Resilience, states that “individual training, experience, and the development of specialized 

knowledge enhance Organizational Resilience” because resilient organizations take 

precautionary measures in the face of potential problems through actions such as training for 

emergency responses (2017, p. 13).  Employee resilience is directly affected by the actions of the 

human resource department in an organization for various reasons, many already explored in this 

paper, and additionally through the importance placed by HR on training initiatives.  HR can 

contribute to developing organizational resilience by “providing training and work designs that 

enable employees to develop a personal and collective action repertoire that is varied and 

unconventional” (Lengnick-Hall et al., 2011, p. 250).  Manole, Alpopi, and Colesca suggest that 

SHRM departments can influence employee training through such means as surveying 

employees to understand what the demand for training may be, through keeping records of which 

employees have received particular trainings that can be leveraged in times of crisis, informing 

employees of training offerings that are available to them, motivating and helping employees 

who wish to receive additional training, helping employees create a training plan of action, and 

coordinating continuous professional development actions that are in line with organizational 

goals and safety and crisis mitigation efforts (2011).   

 

Staffing 

During times of crisis and hardship, organizations will generally have to reorganize and 

prioritize changes to their recruitment strategies.  Whether the crisis is a PR disaster, natural 

disaster, and/or economic disaster, recruitment policies and procedures must reflect the current 
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standing and priorities of the organization (Vardarlier, 2016).  Depending on the crisis or 

hardship an organization may be facing, the SHRM department will likely need to address and/or 

change their current staffing processes and policies.  Examples of changes in staffing policies 

may be hiring freezes, not replacing employees who leave, reducing work hours available to 

employees, voluntary severance or leaves of absence, across the board pay cuts, layoffs, 

reduction in outsourced work, employee cross-training to best utilize the human capital on hand, 

and job redesign so that fewer employees are needed (Mello, 2015).  Additionally, according to 

Ho et al., 

The link between organizational resilience and HRM literature could be through HRM’s 

ability to influence the acquirement and development of desired employee outcomes such 

as through management development, organizational training and development and 

recruitment and selection of desired human capital (2014, p. 6).   

If a crisis or hardship requires an organization to change its business model to stay in 

business, the SHRM department may need to hire employees with new skill sets entirely.  

Several organizations were compelled to do just this during the 2020 coronavirus pandemic as 

the virus forced many organizations to abruptly send their employees home to work to comply 

with state and local government health regulations and requirements.  This also resulted in 

SHRM departments needing to revolutionize how hiring and recruitment would take place as in-

person interviews were no longer safe or feasible.  Through the use of technology, SHRM 

departments have been able to connect with prospective employees virtually.   

 In the event that an organization finds that a surplus of employees will occur due to the 

changes brought about by a crisis or hardship, the SHRM department will need to determine if 

the surplus is expected to be a temporary or permanent situation (Mello, 2015).  In some cases 
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(i.e.  a natural disaster or change of season), an employee surplus may only need to be temporary 

and thus those employees would need to be furloughed for a period of time.  In more severe 

instances, it may be determined that a permanent or long-term surplus is anticipated.  These 

instances may result in the SHRM department determining that a permanent employee separation 

or layoff may be required for the survival of the organization.  According to Mello, “layoffs 

should usually be conducted only as a last resort, given the effects they can have on the morale 

of remaining employees as well as the significant economic costs that often result from large-

scale layoffs” (2015, p. 206).  Through aligning recruitment policies with a crisis preparedness 

plan, some layoffs may be avoidable by ensuring that severe overstaffing does not take place 

during times of prosperity, however, the nature of crises are not predictable, and layoff may still 

be required.  In cases where layoffs are unavoidable, the SHRM department will need to also 

include an appropriate strategy to manage the survivors of the layoff as there is frequently a loss 

in morale, sentiments of job insecurity may plague the remaining employees, and a lack of 

loyalty to the organization may become prominent (Mello, 2015).   
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SECTION IV: RECOMMENDATIONS 

 As discussed throughout the course of this paper, there are various steps that SHRM can 

take to assist an organization before, during, and after a crisis event takes place. The nature of 

crisis can be both predictable and unpredictable as crises can be both physical or psychological, 

and avoidable or unavoidable. According to Lockwood, “in partnership with other organizational 

leaders, HR can develop an infrastructure for crisis management of the company’s human 

capital—based on the organizational culture, capabilities and need— and thus provide supportive 

leadership before, during and after a crisis” (2005, p. 3). Additionally, the integration of SHRM 

with crisis management activities is an important dimension of focus because SHRM is 

concerned with both vertical integration focuses (how activities are aligned with an 

organization’s strategic and crisis management goals) and horizontal integration focuses (the 

alignment of SHRM policies with crisis management activities such as communication, 

emergency planning, and risk assessment) (Wang et al., 2009). The recommendations presented 

in this section of the paper represent practices and theories that have been proven to be effective 

in certain occurrences of crisis or hardship. It is imperative to state that although these 

recommendations have been effective in various situations, there is no way to ensure that they 

will be effective for all organizations or applications of the practices. However, there is evidence 

that these recommendations can, at the very least, be helpful rather than harmful and result in an 

organization being better prepared to face hardship than if they were not/are not implemented.    

Preparing for Crises 

As was suggested by Lengnick-Hall et al, “only flexible, agile, and relentlessly dynamic 

organizations will thrive in turbulent, surprising, continuously evolving environments” (2011, p. 

252). While some organizations may be naturally flexible, agile, and dynamic, it should be stated 
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that organizations typically become flexible, agile, and dynamic through careful planning and the 

implementation of various initiatives aimed at helping the organization attain these 

characteristics. Through crisis planning and management, HR, specifically, can demonstrate 

various values in an organization that will result in real deliverables to the bottom line. Some of 

these deliverables include aiding leadership in the development and deployment of crisis 

management and communication plans, the procurement and/or planning for procurement of 

crisis resources (i.e., supplies needed for the safety and security of human capital and supplies 

needed for the organization to continue operating), safety and security training, resilience/crisis 

training, talent management and succession planning, and recovery planning (Lockwood, 2005).  

 SHRM should place high importance on the development of resilience training initiatives 

for both leadership and non-leadership employees within an organization. According to Siddiqui, 

“training and development is the most important component of any organization for maintaining 

its productivity, competitiveness and resilience” (2017, p. 81). It is widely understood that 

educating human capital on safety initiatives will result in fewer unsafe practices occurring in the 

workplace. For example, in a manufacturing environment, it is important to inform employees of 

safe practices to follow when operating machinery. In schools, students are subjected to fire 

drills to teach the process and importance of swift evacuations in a time of crisis. These same 

principles and others, such as how to communicate critical information to coworkers in times of 

crisis or to who to inform if a potentially dangerous or detrimental crisis indicator has been 

observed, can be applied in a myriad of organizations in every industry. At its core, SHRM 

training policies must emphasize “skills training, job and competency analysis, and management 

and leadership development” (Wang, et al., 2009, p. 22). Resilience training will take varying 

amounts of time depending on what is being taught, but it must occur prior to a crisis as 
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“resilience is produced after some time through connections and training therefore, resilience 

should be developed before any crisis and it should be strengthened through practice and 

learning from experiences” (Siddiqui, 2017, p. 81).  

 SHRM staffing policies should be strategic in nature to ensure that an organization is 

agile and can respond well in times of crisis. Staffing levels should be kept in line with 

organizational needs for the prosperity of the organization and for potential changes to market 

conditions as employee furloughs and layoffs are detrimental to the morale of the existing human 

capital and the reputation of the organization. Selection of employees is important during times 

of prosperity and crisis as an effective staffing strategy requires careful planning to ensure that 

the organization is employing individuals who have the capacity and desire to help the 

organization achieve its strategic goals (Mello, 2015). Additionally, one of SHRM’s most 

important roles is to focus on hiring individuals with “leadership qualities, such as strategic 

thinking, communication, empowerment, trust and integrity, when considering succession 

planning for crisis management” (Lockwood, 2005, p. 3). By hiring individuals with these skills 

and abilities, the staffing process is playing a vital role in safeguarding the reputation of the 

organization which is one of its most valuable assets and is crucially important to any potential 

recovery initiatives that may need to be deployed after the conclusion of a crisis.  

 SHRM professionals should assume the role of strategic partners during crisis 

management plan creation as strategic partners “will play a strategic role in crisis management 

preparation and training to facilitate organizational continuity” and the notion of SHRM as 

strategic partners “is central to the translation of crisis management strategic priorities into 

SHRD priorities and activities” (Wang et al., 2009, p. 18). The effects of crisis on human capital 

frequently cause loss of talent and decreased morale due to fear or uncertainty. SHRM 
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professionals must be involved in the planning and implementation of initiatives (i.e., crisis 

communication strategies) to mitigate these effects because they can have a lasting detrimental 

effect on the recovery and future success of an organization. According to Lockwood, the 

inclusion of SHRM in crisis management planning committees is common as in 2005, the 

SHRM Disaster Preparedness Survey Report showed that seventy eight percent of the HR 

professionals surveyed indicated that HR professionals either lead or take part in the 

development of disaster preparedness plans in their organization (2005).  

Weathering a Crisis 

SHRM is poised to help leadership respond to crisis events as SHRM professionals 

specialize in the management of human capital. Leaders in other departments lead employees, 

however HR professionals play a central role in human management as they frequently represent 

the organizational establishment as a whole and meant to be a true resource to employees that 

have employment inquires or are experiencing hardship at their place of employment. During 

times of crisis, leadership and human capital frequently find that “physiological, emotional, and 

cognitive constraints converge to interfere with decision making” (Wooten and James, 2008, p. 

369). According to Vardarlier, “organizations or human resources department teams should take 

the safety and wellness of the physical, mental and psychological health of employees into 

account when they make and perform crisis plans” (2016, p. 472).  

Through the effective use of organization-wide communications platforms, SHRM can 

assist leadership in relaying important information to all stakeholders in a timely manner. As was 

previously discussed, timely communication is critical to crisis containment as it mitigates the 

spreading of rumors or inaccuracies that could unjustly damage an organization’s reputation 

internally and externally.  
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Other crisis response activities that frequently fall on the shoulders of SHRM 

professionals include creating crisis command centers, working with labor unions during 

negotiations that affect the success of an organization and its reputation, and public relations 

during a scandal or crisis (Wooten and James, 2008). HR can also assist an organization in crisis 

by identifying key personnel that are essential to the recovery effort, and potential places that an 

organization can move to if facilities are destroyed (Lockwood, 2005). 

During crises, both the employer and employees may need to sacrifice certain benefits. If 

an organization must furlough or lay off employees, SHRM is legally required to work with the 

EEOC (Equal Employment Opportunity Commission) in order to give sufficient notification to 

the government and the employees of the organization (Mello, 2015). However, depending on 

the situation SHRM may be able to mitigate some of the negative effects of termination if 

“instead of dismissing staff randomly, volunteer dismissals may be accepted and/or part-time 

working models may be implemented as a solution” (Vardarlier, 2016, p. 470). Additionally, as 

benefit administrators, SHRM must inform employees of any assistance programs available to 

them that may ease any burdens the employees are facing. By assisting employees in this way, 

employee morale may somewhat stabilize.      

Recovery from Crisis 

After a crisis, employees frequently need a number of services to help them regain their 

footing before they will be able to return to a normal working life. The organization must aim to 

provide an immediate assurance of safety, understanding, on-going support, information, and a 

return to productivity so that they are still able to support themselves and their families 

(Lockwood, 2005). Large organizations tend to have greater access to these services as they have 

more resources and SHRM employees to manage them. According to Lockwood, the 2005 
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Disaster Preparedness Survey Report found that crisis interventions reported that EAPs, 

additional unpaid leave, additional paid leave, paycheck advances, leave donation programs, 

loans, and temporary housing assistance were among the most widely reported SHRM 

interventions reported by respondents (2005).  

SHRM professionals should also lead recovery initiatives in the form of learning and 

reflection on the crisis, how it was handled, what the effects were to the organization and its 

employees, and how things could have been handled more successfully (Wooten and James, 

2008). The analysis of strengths and weaknesses will inform various departments within the 

organization about the organization’s “technical, structural, and cultural factors that may have 

influenced the crisis event” (Wang et al., 2009, p. 6).  SHRM should analyze the data after the 

crisis has concluded and use it to inform SHRM on what training can be created or improved 

with the goal of ensuring that the same mistakes are not made in the future. The data may also 

inform the SHRM department of changes that may need to be made to staffing policies that will 

ensure that the organization is seeking human capital with characteristics or skills that may 

mitigate the indicators that affected the crisis that occurred.    
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SECTION V: CONCLUSION 

 Due to the nature of crisis, the existence of a one-size-fits-all SHRM approach to crisis 

does not exist. Crises can come in many forms such as damaged organizational reputation due to 

employee behaviors, governmental investigations due to improper organizational practices, 

natural disasters like hurricanes or tornadoes that decimate company facilities and leave the 

human capital homeless, or even global pandemics that shutter entire sectors of national and 

global economies because the nature of the business may not be deemed “essential” or safe for 

the general public to engage in. Although crises may not always be predictable or as detrimental 

as others, there are ways for organizations to prepare for impending hardship.  

 SHRM departments and policies that are focused on strategic organizational goals are 

well-poised to make significant impacts in the planning of crisis management plans that may be 

able to save an organization or the jobs, or lives for that matter, of its human capital. Through the 

careful planning of procedures that should be followed during crisis in order to mitigate the 

negative effects on business, the training and development of employees and leadership on safety 

and resilience practices, the creation and implementation of crisis communication plans that 

effectively inform employees of necessary information to keep them safe and protect the 

integrity and reputation of the organization, and the implementation of assistance programs for 

employees and redesign of structure and training after a crisis has ended, organizations should 

leverage their SHRM departments for the future success of the organization and its human 

capital.      
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