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ABSTRACT 

 In turbulent times, organizational resilience is considered as an important factor on 

sustainability performance. Organizational resilience needs to develop within organizations under 

challenging conditions from SHRM practices to gain competitive advantage and successful 

sustainability performance. This study aims to propose a conceptual model of SHRM practices, 

organizational resilience, and sustainability performance. The study found that the integration of SHRM 

practices, organizational resilience, and sustainability performance. The relationship between these 

three variables seems to clarify these conceptualizations. The study highlights that SHRM practices 

have a significant chance to develop an organization's capacity for resilience that enables sustainability 

performance.  
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Introduction 

Organizational crises are an increasingly complex world and an unpredictable business 

environment. Unstable environments create challenges for business opportunities in the period of 

economic recovery after the disruption of the COVID-19 pandemic (Ichsan, Santosa, Shara, & Liriwati, 

2020; Ulmer, Sellnow, & Seeger, 2015; Vogus & Sutcliffe, 2007; Lengnick-Hall, Beck, & Lengnick-

Hall, 2011). From a business perspective, human resource management practices have gone beyond 

traditional function to a more strategic role that contributes to business sustainability (Ichsan et al., 

2020; Naznin & Hussain, 2016; Bustinza et al., 2019). Employee performance and long-term 

sustainability can be improved through strategic human resource management practices (Chams & 

Garca-Blandón, 2019). 

Recently, the concept of resilience has focused on a firm’s capability to survive and adapt in a 

dynamic and uncertain environment (Hillmann & Guenther, 2021; Sawik, 2013; Williams, Gruber, 

Sutcliffe, Shepherd, & Zhao, 2017; Chowdhury & Quaddus, 2017; Folke, 2006). Organizations need to 

develop a capacity for resilience and it is one of the most important factors to success in the world today 

(Bouaziz & Hachicha, 2018; Britt, Shen, Sinclair, Grossman, & Klieger, 2016). Sustainable 

organizations and effectiveness depend on the ability of organizations resilience from strategic human 

resource management practices that enable their performance and sustainability in the turbulent 

business environment (El Dessouky & Al-Ghareeb, 2020; Thaiprayoon, Mitprasat, & Jermsittiparsert, 

2019; Rauter, Globocnik, Perl-Vorbach, & Baumgartner, 2019). 

Therefore, this study aims to propose a conceptual model of SHRM practices, organizational 

resilience, and sustainability performance. Likewise, the study hopes to create awareness among HR 

managers and employees about SHRM practices and organizational resilience that can enhance 

sustainability performance and survive in the long run. The next sections of this article outline the 

literature review and hypotheses development, methodology, discussion, and conclusion.  

  

Literature review and hypotheses development 

1. SHRM practices and sustainability performance 

 The emergence of new issues in human resource management is always dynamic and brings in 

a difference while fulfilling the organizational goals while increasing productivity and performance. 

The activities at the strategic level are the best priority for the companies. This takes HRM practices to 

a much higher strategic level. The issues are related to gender diversity, developing global leaders, 

recruitment and training, and equal work opportunities for all (Huselid, Jackson, & Schuler, 1997; Meier 

et al., 2007; Kumar, 2019). However, organizational sustainability is not only dependent on effectively 

managing finances. It is also linked with other strategic aspects like leadership and human resource 

management in organizations (Ehnert, Harry, & Zink, 2013). Human resource management practices 

such as recruitment and selection, training and development, performance appraisal, and compensation 

systems can directly and indirectly impact on organizational performance. Strategic human resource 
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management (SHRM) is contributing to business sustainability and organizational success (Jackson, 

Schuler, & Jiang, 2014; Bustinza et al., 2019; Aycan, Al-Hamadi, Davis, & Budhwar, 2007; Katou & 

Budhwar, 2006). Organizations need to develop a set of strategic human resource management practices 

that include knowledge, attitude, and behavior, help the organization achieve sustainability in the long 

run (Chams & García-Blandón, 2019; Thaiprayoon et al., 2019). SHRM practices were discovered to 

have significant value, putting any organization on the path to competitive advantage and sustainability 

(Rockwell, 2019). Many studies have been conducted to examine the antecedents of SHRM practices' 

working mechanisms for better relationship with sustainability performance (Hamadamin & Atan, 

2019; Kramar, 2014; Qureshi, Pillai, & Singh, 2018). 

Hypothesis 1. SHRM practices have positive relationship with the sustainability performance. 

 

2. SHRM practices and organizational resilience 

In today's world, organizations are increasingly challenged by dynamic and changing 

environments such as natural disasters, terrorist attacks, or technical malfunctions that threaten an 

organization’s competitiveness and survival. To successfully overcome these conditions, organizations 

must develop a capacity for resilience to find new business opportunities (Duchek, 2020; Bouaziz & 

Hachicha, 2018; Acs, Autio, & Szerb, 2014). Meanwhile, Lengnick-Hall et al. (2011) and Ho, Teo, 

Bentley, Verreyne, and Galvin (2014) suggest that human resource management (HRM) can be a greater 

part in the development and analysis of organizational resilience analysis. To achieve organizational 

resilience, the HRM system should develop individual knowledge, skills, and abilities to provide 

organizational capabilities. The HRM system that keeps the core of the organization aligned to 

corporate strategy in dynamic environments contributes to organizational resilience development. 

SHRM practices aim to generate the capacity from employees that is the most important part of a 

resilient organization by ensuring their skills, abilities, and behaviors are committed and motivated to 

achieve a sustainable competitive advantage (Kuntz, Malinen, & Näswall, 2017; Armstrong & Talor, 

2020). Uncertain and challenging environmental conditions have a significant impact on business. 

Hence, the organizational ability to adopt and implement an effective strategic plan becomes necessary 

to execute it successfully (Thierry, 2018; Dimba, 2010; Rodríguez-Sánchez, Guinot, Chiva, & López-

Cabrales, 2021). Some previous studies have shown the link between SHRM practices and 

organizational resilience (Rehman et al., 2021; Lengnick-Hall et al., 2011). In addition, SHRM practices 

have an effect on organizational resilience (Bouaziz & Hachicha, 2018; Al-Ayed., 2019). Based on 

these argument, the hypothesized that:  

Hypothesis 2. SHRM practices have positive relationship with the organizational resilience. 

 

3. Organizational resilience and sustainability performance 

Organizational resilience is considered as an important factor for organizations’ success during 

the turbulent and uncertain development of firms in an increasingly volatile, complex, and uncertain 
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business world (Näswall, Kuntz, Hodliffe, & Malinen, 2013; McCann, Selsky, & Lee, 2009). 

Nowadays, Organizational resilience are critical dynamic capabilities that enable successful 

sustainability performance, especially in times of crisis such as the COVID-19 pandemic. Businesses 

need to be prepared for the competitive environment’s challenges in sustainability and resilience 

(Corrales-Estrada, Gómez-Santos, Bernal-Torres, & Rodriguez-López, 2021; (Miceli et al., 2021; 

Arend, 2014). Sustainability performance has a long-term positive outcome, such as economic, social, 

and environmental performance (Chams & García-Blandón, 2019; Jamali, 2006). Resilience and 

sustainability are multifaceted paradigms that can enhance the resilience of a firm, and support its 

growth (Balugani, Butturi, Chevers, Parker, & Rimini, 2020; Feil, Schreiber, Haetinger, Strasburg, & 

Barkert, 2019). Previous studies have likewise found that organizational resilience has a positive effect 

on both the social and economic aspects of sustainability performance (Rai, Rai, & Singh, 2021). 

Organizational resilience emphasizes the adaptive capacity for renewal after crisis and enhanced 

sustainability (Larsson, Milestad, Hahn, & Von Oelreich, 2016). Organizational resilience has been 

identified as a critical factor in delivering sustainability and allowing businesses to thrive (Winnard, 

Adcroft, Lee, & Skipp, 2014). 

Hypothesis 3.  Organizational resilience has positive relationship with the Sustainability 

performance 

 

4. Mediating role of organizational resilience  

The meaning of resilience is traced back to the Latin word resilire, which means, "to jump 

back." The concept of resilience was introduced by Holling’s (1973) paper in ecology and the 

environment. Holling (1973) defined it as the measure of its ability to absorb change and still exist. 

However, Bell (2019) and Hartmann et al. (2020) can be defined as organizational resilience reflecting 

an organization’s ability to absorb, respond, and develop strategies to implement routines on disruptions 

originating from changes in the environment (Sanchez-Garcıa, Nunez-Rıos, & Lopez-Hernandez, 

2020). Therefore, scanning the business environment can improve organizational resilience and make 

it way more competitive (YahiaMarzouk & Jin, 2022). Organizational resilience needs to develop under 

challenging conditions, which can enable effective business from crises, and even foster future success 

(Duchek, 2020; Cooper, Liu, & Tarba, 2014; Biggs, Hall, & Stoeckl, 2012; Cameron & Dutton, 2003). 

Organization resilience engage responses can build business transformative activities on disruptive 

surprises that are necessary for organizational survival (Lengnick-Hall et al., 2011). Organizational 

resilience has two dimensions—planned and adaptive (Prayag, Chowdhury, Spector, & Orchiston, 

2018). Several past studies suggest that organizational resilience mediates the relationship between 

HRM practices and organizational performance (Lengnick-Hall et al., 2011; Aeknarajindawat, 

Aeknarajindawat, & Aswasuntrangkul, 2020; Nadeem, Riaz, & Danish, 2019; Cooke et al., 2021).  

Hypothesis 4. Organizational Resilience positively mediates the relationship between SHRM 

practices and Sustainability performance 
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Methodology 

 The study adopted a qualitative approach, mainly based on extensive analysis of the existing 

literature on organizational resilience. Researchers have conducted an extensive review of the literature 

in various databases, such as Google Scholar, Scopus, Elsevier, Emerald, and ProQuest. A total of 50 

articles from 1997 to 2022 on SHRM practices, organizational resilience, and sustainability 

performance were selected and analyzed. 

 

Discussion and conclusion  

  This paper develops a conceptual model of SHRM practices, organizational resilience, and 

sustainability performance. According to the literature review, both SHRM practices and sustainability 

performance were found to have important value that puts any organization on the path to competitive 

advantage and sustainability (Rockwell, 2019). However, SHRM practice is the most important part of 

a resilient organization by ensuring their skills, abilities, and behaviors are committed and motivated to 

achieve a sustainable competitive advantage (Kuntz et al., 2017; Armstrong & Talor, 2020). 

Organizational resilience is an important challenge for the development of firms in an increasingly 

volatile, complex, and uncertain business world (Näswall et al., 2013). Organizational resilience 

emphasizes the adaptive capacity for renewal after crisis and enhanced sustainability (Larsson et al, 

2016). Organizational resilience needs to develop under challenging conditions, which can enable 

effective business from crises, and even foster future success (Duchek, 2020; Cooper et al., 2014; Biggs 

et al., 2012; Cameron & Dutton, 2003). Organizational resilience is critical to HR managers and 

employees from strategic human resource management practices (e.g., recruitment and selection, 

training and development, performance appraisal, and compensation systems) that enhance a 

company’s successful sustainability performance and allow it to survive in the long run.  

 

 

Figure 1 Proposed conceptual model 
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