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ABSTRACT 

The paper examines the role of the HR Manager as a chief catalyst in offering organizational resilience in times like 

Corona.  The study is based on a review of existing literature on organizational resilience and an evaluation of the 
possibilities for the HR Manager to play a role in preparing the organization to offer resilience.HR Managers can play 

the role of a chief catalyst in offering resilience as they understand the requirements of the management and the 

employees. They can create an atmosphere of team spirit and foster cooperation and solidarity.Research outcomes are 

expected to benefit academia and HR professionals and the industry in general. 
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Introduction 

With a major shrinkage in economic activity in 

the year 2020 due to the Corona pandemic, the 

work ecosystem underwent a catastrophic 

change. Job cuts, pay cuts, lay-offs, reductions, 

and cuts in perquisites were amongst a series of 

negative outcomes for millions of employees, 

given the major economic melt-down due to 

Corona. Several organizations found them 

struggling to survive as the pandemic started to 

extend into multiple cycles, the uncertainty 

increased further. Strategic repertoires were 

searched, and one strategy that many 

organizations took recourse to was 

organizational resilience. Today's highly 

uncertain and chaotic business environments 

call for organizations to be more resilient 

(Kantur and Iseri-Say 2012). Louisot (2015) 

considers resilience a principal issue in risk 

management, and Jackson et al. (2007) see 

resilience as another perspective about 

uncertainty. As systems and associations can't 

be intended to expect every single imaginable 

danger (Fiksel, 2003), we need versatile 

associations to manage occasions that will have 

genuine results, in any event, when they have a 

low likelihood of an event (Ambulkar et al. 

2015; Dalziell and Mcmanus 2004). We 

likewise need to examine when arrangements, 

techniques, practices, and instruments fizzle 

during an emergency response (Kendra and 

Wachtendorf, 2003).  

A reasonable organizational response in the 

situation of high risks and uncertainty is 

organizational resilience. In the backdrop of a 

major event like Corona, we in this article 

evaluate the role of the HR Manager in offering 

organizational resilience. This we do by 

reviewing the literature to find out what makes 

an organization offer resilience and how the 

HR Manager can play a part in offering the 

same. 

Literature Review 

The most cited attributes or elements of a 

resilient organization include building situation 

awareness (Afgan, 

2010), managing organization’s 

vulnerabilities (McManus et al., 2008), having 

resources (Orchiston et al., 2016),  

 improvisation capacity (Weick, 

1993), ability to anticipate events (Wright et 

al., 2012), agility (Thomas et al., 

2016),  learning capacity  (Zhang & Van 

Luttervelt, 2011), collaboration (Winston, 

2014), the resiliency of individuals (Riolli & 

Savicki, 2003), flexibility (Proper & Pienaar, 

2011), and robustness   (Jackson, 2007). 

Evaluation 

We explore and evaluate the role of the HR 

Manager in building these attributes. This we 

do in two ways. First, we identify the common 

threads in the different attributes where the HR 

Manager has a prominent role. Then we 

evaluate each of them individually. 

All the eleven attributes of organizational 

resilience are embedded with a fine thread 

connecting the human capital with the 
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organization. For instance, the employees have 

to become aware of the situation and its 

dynamics. They are the ones who need to 

understand their organizational vulnerabilities. 

They have to provide for the human resources 

to the organization. Without exception, each of 

the attributes calls for an empathic role of the 

human resource, and it is here where the HR 

Manager has a substantial role to liaison the 

organization and employees. The HR Manager 

has to create an overall environment of team 

spirit, positivity, and cooperation for 

developing the attributes. This does not happen 

overnight but is a matter of a sustained 

organizational climate and culture that has to 

be catalyzed chiefly by the HR Manager.  

The role envisaged for the HR manager in 

dealing with the specifics is briefly explained: 

1. Building situation awareness through 

meetings, special training, and orientation 

programs. 

2. Managing the organization’s 

vulnerabilities by making employees aware 

of those and acquainting them of the 

actions to combat them. 

3. Having resources by not including tapping 

the human resources but making the 

employees come out with other resource 

garnering measures. 

4. Improvisation capacity of the human 

resources and also motivating them to 

improvise other organizational capacities.  

5. Ability to anticipate events by providing 

special training to improve the 

organization's predictive capabilities.  

6. Agility through the use of formal and 

informal channels of communication. 

7. Learning capacity enhancement through the 

creation of special talent pools.  

8. Collaboration at all levels possible, 

including monetary wherein the salary cuts 

can be considered as a capital contribution 

by the employees. 

9. The resiliency of individuals through 

personal counseling of employees. 

10. Flexibility through schemes like work from 

home. 

11. Robustness by connecting all the dots and 

offering a holistic and systemic approach. 

Conclusion 

We firmly believe that the HR Manager is the 

most suited person to prepare the organization 

to offer resilience when it comes to facing 

situations like Corona. Because she is the one 

who knows the pulse of both the organization 

and the employees, she is the most trustworthy 

negotiation agent to forge a common 

understanding between the management and 

the employees. Her knowledge about the 

market, economic and commercial dimensions 

of the organization in a crisis, and the 

experience and awareness of the individual 

employee's concerns, apprehensions, and fears 

put the HR Manager in a highly advantageous 

position to develop and enhance organizational 

resilience. 

References 

1. Afgan, N. H. (2010). Resilience of 

company management system. In PICMET 

’10 - Portland International Center for 

Management of Engineering and 

Technology, Proceedings - Technology 

Management for Global Economic Growth 

(pp. 1–8). 

2. Ambulkar, S., Blackhurst, J., Grawe, S. 

(2015). Firm’s resilience to supply chain 

disruptions: Scale development and 

empirical examination. Journal of 

Operations Management, 33–34, 111–122. 

https://doi.org/10.1016/j.jom.2014.11.002 

3. Dalziell, E. P., Mcmanus, S. T. (2004). 

Resilience, Vulnerability, and Adaptive 

Capacity: Implications for System 

Performance. International Forum for 

Engineering Decision Making, 17. 

4. Fiksel, J. (2003). Designing Resilient, 

Sustainable Systems. Environmental 

Science and Technology, 37(23), 5330–

5339. https://doi.org/10.1021/es034481 

5. Jackson, S. (2007). A multidisciplinary 

framework for resilence to disasters and 

disruptions. Journal of Integrated Design 

and Process Science, 11(2), 91–108. 

6. Kantur, D., &Iseri-Say, A. (2012). 

Organizational resilience: A conceptual 

integrative framework. Journal of 

https://doi.org/10.1016/j.jom.2014.11.002
https://doi.org/10.1021/es034481


Vidyabharati International Interdisciplinary Research Journal 10(2)                                     ISSN 2319-4979 

 

June 2020                                                                           275                                                                    www.viirj.org 

management and organization, 18(6), 762-

773. 

7. Kendra, J., Wachtendorf, T. (2003). 

Elements of resilience after the World 

Trade Center disaster: reconstituting New 

York City’s Emergency Operations Centre. 

Disasters, 27(1), 37–53. 

https://doi.org/10.1111/1467-7717.0021 

8. Louisot, J.-P. (2015). Risk and/or 

Resilience Management. Risk Governance 

& Control: Financial Markets and 

Institutions, 5(2), 84–91. 

https://doi.org/10.22495/rgcv5i2c1art 

9. McManus, S., Seville, E., Vargo, J., 

Brunsdon, D. (2008). Facilitated Process 

for Improving Organizational Resilience. 

Natural Hazards Review, 9(2), 81–90. 

https://doi.org/10.1061/(ASCE)1527-

6988(2008)9:2(8 

10. Orchiston, C., Prayag, G., Brown, C. 

(2016). Organizational resilience in the 

tourism sector. Annals of Tourism 

Research, 56, 145–148. 
https://doi.org/10.1016/j.annals.2015.11.002 

11. Proper, J. W., Pienaar, W. J. (2011). 

Resilience as an imperative in public 

transport organisations. Corporate 

Ownership and Control, 8(4 D), 373–388. 

https://doi.org/10.22495/cocv8i4c3art 

12. Riolli, L., Savicki, V. (2003). Information 

system organizational resilience. Omega, 

31(1), 227–233. 

https://doi.org/10.1016/S0305-

0483(03)00023-9 

13. Thomas, A., Byard, P., Francis, M., Fisher, 

R., White, G. R. T. (2016). Profiling the 

resiliency and sustainability of UK 

manufacturing companies. Journal of 

Manufacturing Technology Management, 

27(1), 82–99. 

https://doi.org/10.1108/JMTM-06-2014-

008 

14. Weick, K. E. (1993). The collapse of 

sensemaking in organizations: The Mann 

Gulch disaster. Administrative Science 

Quarterly, 628–652. 

https://doi.org/10.2307/239333 

15. Winston, A. (2014). Resilience in a hotter 

world. Harvard Business Review, 92(4), 

56–64,132.Woods, D. D. (2015). Four 

concepts for resilience and the implications 

for the future of resilience engineering. 

Reliability Engineering and System Safety, 

141, 5–9. 

https://doi.org/10.1016/j.ress.2015.03.018 

16. Wright, C., Kiparoglou, V., Williams, M., 

Hilton, J. (2012). A framework for 

resilience thinking. Procedia Computer 

Science, 8, 45–52. 

https://doi.org/10.1016/j.procs.2012.01.012 

17. Zhang, W. J., Van Luttervelt, C. A. (2011). 

Toward a resilient manufacturing system. 

CIRP Annals - Manufacturing Technology, 

60(1), 469–472. 

https://doi.org/10.1016/j.cirp.2011.03.04

 

https://doi.org/10.1111/1467-7717.0021
https://doi.org/10.22495/rgcv5i2c1art
https://doi.org/10.1061/(ASCE)1527-6988(2008)9:2(8
https://doi.org/10.1061/(ASCE)1527-6988(2008)9:2(8
https://doi.org/10.1016/j.annals.2015.11.002
https://doi.org/10.22495/cocv8i4c3art
https://doi.org/10.1016/S0305-0483(03)00023-9
https://doi.org/10.1016/S0305-0483(03)00023-9
https://doi.org/10.1108/JMTM-06-2014-008
https://doi.org/10.1108/JMTM-06-2014-008
https://doi.org/10.2307/239333
https://doi.org/10.1016/j.ress.2015.03.018
https://doi.org/10.1016/j.procs.2012.01.012

