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ABSTRACT  

People have a storm of emotions towards any unseen circumstances in life and 
business. Yet human behaviour has constancy and change. It is multi-dimensional and a 
long lasting process. People get adapted to changes over a period of time. This article 
highlights the psychological flexibility with people and how it can be inculcated among 
people. Organisations try hard to bring out resilience with finance; even harder with 
people. Additional motivation, learning’s from past experience and removing the stress 
would be the functional responsibility of the organisation. The bottom line of the article 
is to review the organisational behaviour with reference to human resource management 
at times of resilience.  
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I. INTRODUCTION 
 

In recent years, management of disasters and crisis have become important for 
every country. It is the same for public and private sector organisations also. 
Organisations, in turn, study the causes and threats of these disasters and ways to get 
relieved. They build up an organisation which is resilient financially, physically, legally 
and socially to changes. However, the difficult state is to change human minds and to 
cultivate the sense of resilience with employees. In this article, we shall explore the 
characteristics of a resilient person and the organisations contribution to train their 
employees.  
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II. REVIEW OF LITERATURE 

The term “resilience” comes from the Latin word “resilire” (which means to 
leap or jump back). In business terms, resilience refers to the capability of a business to 
face the crisis and convert its losses into gains. Holling (1973)[1] considered that 
Resilience determines the persistence of relationships within a system and is a measure 
of the ability of these systems to absorb changes of state variables, driving variables and 
parameters, and still persist. Annarelli and Nonino (2016) [2] think resilience is a 
capability to face disruptions and unexpected events in advance thanks to the strategies 
awareness and a linked operational management of internal and external shocks. The 
research on resilience has experienced high reliability organisation, positive 
organizational behaviour, business model and supply chain stages, and a new set of 
human resource development strategies.  

Adler, A.B. (2013) offers unique insights into insights into resilience related 
research and intervention. One of the central points she raises is that military is a unique 
occupational context for developing and sustaining resilience; she illustrates how a “one 
size fits all” approach may not work for resilience-focused interventions. She discusses 
the dark side of resilience, and concludes by highlighting issues with respect to designing 
resilience interventions. [3]  

Resilience represents a distinct trajectory from the process of recovery, that 
resilience is the face of loss or potential trauma is more common than is often believed, 
and that there are multiple and sometimes unexpected pathways to resilience. 
Bonanno,G.A.(2004)[4]  

The findings indicate that four key areas of HR practices – job design, 
information sharing and flow within an organisation, employee benefits (monetary as 
well as non- monetary), and employee development opportunities- enable the 
development of employee resilience. Consequently, the effective implementation of HR 
practices in these areas has been the key factor for the development of employee 
resilience. Khan, Zaheer (2017) [5] 

Although previous studies support the relationship between resilience and 
organizational commitment, to date, no studies analyse the mechanism through which 
resilience relates to each OC (organisational commitment) dimensions (i.e. affective, 
normative, and continuance). Findings indicate that affect balance fully mediates 
between resilience and affective commitment, whereas, life satisfaction fully mediates 
the relationship between resilience and continuance commitment. Happy Paul, (2017) [6]. 

Resilience is a fundamental organisational ability that is directed toward 
organizational advancement. It enables firms to withstand stresses, continuously 
innovate, and quickly adapt to changes. Consequently, resilience may be an important 
source of sustainable competitive advantage and should be developed deliberately. 
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However, more knowledge is needed about how organizational resilience works and 
how it can be developed. Duchek, S. (2019) [7] 

3. AFTER EFFECTS OF DOWNFALL 

Most of the organisations fail to stand up again and to make a mark because of 
financial, personnel and production instability. Once there is a disaster in a business, the 
business has to face; 

 Fear, distress of employees 

 Uncertain future trends 

 Financial losses and 

 Loss of other stakeholders. 
However, survival of the fittest phrase may be used in this context too. Organisational 
behaviour would play a major role to set forth the things appropriately.  

4. EMOTIONAL RESILIENCE 

Organisational behaviour during resilience is a whole set of EMOTIONAL 
RESILIENCE with all the employees. They need to think and do alike. There are 
specific characteristics that resilient people have.  

They are emotionally aware and understand what they feel and why. They also 
understand others feeling. They believe that no one else is responsible for their lives. 
They have the perseverance towards action and don’t easily give up. The people are too 
optimistic towards every situation they come across.  People with resilient behaviour can 
laugh at one’s life during difficulties. This is their greatest asset to deal with stress. 
People learn from their mistakes. They see the obstacles as challenges and allow 
adversity to make them stronger and stronger.  

There are ways by which people can become emotionally resilient. They must 
good problem solvers, which can be developed too. Employees need to have strong 
social connections. To face challenges, various people would help out if we know the 
right source. People must think them as a survivor and not as a victim to the disaster. 
They should have the patience to heed and ask for help, form a support group among 
them. They must have a strong sense of control over their own life.  
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5. A FRAMEWORK FOR RESILIENCE 

5.1 THE LEARNING ARCHITECTURE 

 

5.2 ADAPTABILITY DRIVEN LEARNING PROGRAMMES 

The rapid pace of technology advancement means change is the priority for the 
organisations today. As new technologies are introduced into your organisation, your 
employees need to be able to adapt to changing ways of working. This same personality 
would help the employees to recover from the downfall.  

An individual’s personality can depict how they learn. It can tell us how 
motivated and interested they are likely to when it comes to changes and learning new 
ways of working, as well as they make use of the information.  

Executing programmes in order to develop an adaptable personality will help 
the company during resilience. This feature must be instilled in the executives’ 
leadership style, an updated knowledge about product and its ways of production, sales 
targets, behaviour towards customers etc.  

5.3 COMMITMENT DRIVEN CULTURE 

 It may also be said as capacity driven culture. Commitment improves employee 
engagement. Some people are committed towards their job because they are amateurs, 
or they have the fear of source of living, or they have an obligation towards the 
organisation.  

John Meyer and Natalie Allen developed a three component model of 
commitment and published in 1991. This model explains that commitment to an 
organisation is a psychological state, and that it has three distinct components that affect 
how employees feel. The first one is affection for your job, which is said to be affective 
commitment. The second is fear of loss that is continuance commitment. Many 
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employees continue because they are afraid of their future. The last one is normative 
commitment that is a sense of obligation to stay in the organisation. This sense of 
obligation can be built through training, career planning, knowledge sharing, talent 
management, mentoring and innovative programmes. However, it is the responsibility 
of the organisation to develop amateurs, the people who really love their jobs. This will 
only make them committed towards work and organisation. Failures won’t bother them 
in the course of their work life. Employees with only continuance and normative 
commitment may feel bored and unmotivated. One of bring affective commitment is 
through aligning individual goals and aspirations with that of organisational goals and 
objectives. 

6. HABITUATED APPROACH 

Habituation is a psychological learning process wherein there is a decrease in 
response to a stimulus after being repeatedly exposed to it. When people are exposed to 
similar situations often they get used to it. If a person is made to face risky, uncertain 
situations often they would easily learn to face an adverse situation in business too. 

This approach is implemented by simulations. Real time simulations make the 
person a quick decision maker and a problem solver. The employees are trained to face 
adverse situations. They are trained through job rotation. Resilience needs a person 
equipped and learnt with all kinds of job. Every time, the employee is taught to develop 
from the trash. Each methods and techniques are tested and evaluated by the 
organisation.  

This whole model is possible with an effective governance and policy system by 
the management.  

III. CONCLUSION 

This articles highlights on the emotional resilience needed by the people. It is 
the core to a good organisational culture and behaviour. A model is presented to show 
how resilience may be developed through training among the employees. The model 
stresses on adaptability and flexibility to be developed among the people for resilience. 
The modes are developing commitment and habituation. Further studies can be made 
on adaptability driven resilience and its nature, usage in the organisation. Even 
motivational factors required during resilience can be taken up for further study.  
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