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Abstract: 

While recently, academic and practitioner interest has turned to organizational 

resilience in SMEs, empirical research examining factors influencing resilience for 

SMEs remains sparse. This empirical research examines the role of organizational 

factors, including adaptive organizational culture, strategic HRM practices, and 

management control systems, as well as the individual factor of employee resilience in 

enhancing organizational resilience, among Saudi SMEs in a post-coronavirus 

context.Data was collected through as survey questionnaire from 330 SMEs operating 

in several industrial and service sectors, and PLS-SME was applied to analyze data. 

The results reveal the positive influence of adaptive organizational culture and strategic 

HRM practices on resilience at the employee and organizational level for SMEs in 

Saudi Arabia. Moreover, employee resilience positively correlates with organizational 

resilience and is a significant or partial mediator of the association linking 

organizational factors to organizational resilience. Management control systems also 

moderate employee / organizational resilience links. The results offer senior and middle 

management in the Saudi SME an understanding of the importance of strategic HRM 

and adaptive organizational culture for enhancing resilience for employees and 

organizations and also point to the significance of management control systems for a 

strong link between employee-level and organization-level resilience. 

 

Keywords: Organizational resilience, Employee resilience, Adaptive organizational 

culture, Strategic HRM practices, Management control systems. 
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1. Introduction 

Large-scale events such as armed conflicts and pandemics have global impacts and 

influence the strategy and business model of firms, posing a competitive threat to 

companies worldwide, which puts their stability at risk (Sethi and Gupta, 2024). Recent 

responses to such events, turbulence, and change emphasize resisting risks through 

organizational resilience (Liu et al., 2019). According to Tasic et al. (2020), resilience 

is a desirable capability through which resources and environmental relationships are 

leveraged to sustain the capacity to weather unexpected crises, recover from and adapt 

to such events. 

In the existing literature, organizational resilience is defined primarily as the capacity 

for resistance to and recovery from disruptive internal or external events or crises 

affecting organizations or systems (Annarelli and Nonino, 2016). Furthermore, the 

resilient organization predicts possible threats to respond effectively to undesirable 

events or altered circumstances (Duchek, 2020). For Liu et al. (2024), organizational 

resilience reflects the organization's capacity for anticipation, avoidance, and surviving 

shocks, as well as the ability to sustain operations in adverse circumstances while 

adapting and enhancing those operations. This highlights three aspects of 

organizational resilience: predictive, defensive and growth responses. A consistent 

definition of organizational resilience has not been developed (Hillmann and Guenther, 

2021), as a concept involving complexity and dynamic responses (Garrido-Moreno et 

al., 2024; Do et al., 2022 ; Burnard and Bhamra, 2011). 

According to Su and Junge (2023), organizational resilience centers on organizations 

and their components (staff and groups) and the capacity for withstanding adverse 

events through effective use of resources and capacities and interaction with external 

agents for performance maintenance and improvement. Previous literature has shown 

that organizational resilience is critically reliant upon both the ability of individuals (as 

parts of the system) and organizational design to detect crises early (Williams et al., 

2017; Linnenluecke, 2017; Lengnick-Hall et al., 2011, etc.). From a holistic point of 

view, organizational resilience emerges from individually held knowledge and skills, 

procedures, and organization-level processes (such as strategic HRM practices) through 

which a company is conceptually oriented, takes action, and sets a framework of 

adaptable integration and diversity which can withstand the severe effects of disruptive 

trauma (Lengnick-Hall et al., 2011; Rodríguez-Sánchez et al., 2021). Other scholars 

also suggest that organizational resilience may emerge from employee resilience, with 

individuals recovering effectively from crises and leveraging and seeking the 

development of individual and organizational resources (Kim, 2020; Liang and Cao, 

2021). However, Georgesci et al. (2024) recently demonstrated the importance of 

adopting and aligning strategic HRM practices with organizational culture to enhance 

organizational resilience and corporate sustainability. 

While many recent studies (e.g., Sethi and Gupta, 2024; Napier et al., 2024; Su and 

Junge, 2023; Chen et al., 2021a; Reatze et al., 2021; Tasic et al., 2020, etc.) have 

reviewed the antecedent/enabler factors of organizational resilience at multiple levels, 

such as individual, group, organizational, networks, and/or environmental levels, few 

empirical studies have investigated the individual and organizational factors supporting 
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organizational resilience, and especially after COVID-19 (Karman, 2020; Tasic et al., 

2020). Moreover, the study of factors influencing organizational resilience is still 

considered theoretical, and relevant empirical studies are still being developed (Chen 

et al., 2021a). Gover and Duxbury (2018) highlight the lack of empirical testing for 

many organizational resilience models, with further empirical study of the relationships 

between individual and/or organization-based factors and organizational resilience 

being needed. 

According to Zhou et al. (2023), studies investigating organizational resilience for 

small and medium-sized enterprises (SMEs) are rare, and limited work has sought to 

understand the contribution of strategic HRM practices to organizational resilience in 

such a context. Existing research mainly investigates leadership resilience as a factor 

leading to organizational resilience (Lin and Liao, 2020; Morale et al., 209; Barasa et 

al., 2018; Gover and Duxbery, 2018; Teo et al., 2017; Williams et al., 2017; Ledesman 

2014, etc.), with less focus on adaptive organizational cultures (Sethi and Gupta, 2024; 

Madi Odeh et al., 2023) or the use of management control systems (MCSs) to 

strengthen the organization’s resilience (Roffia and Dabić, 2024; Eichholz et al., 2024; 

Baird et al., 2023, etc.). Liang and Cao (2021) state that although there is evidence that 

organizational resilience is supported by employee resilience, the reasons and 

mechanisms for this relationship require exploration. Liu et al. (2019) also assert that 

investigating contributing factors in organizational resilience may increase 

understanding of crisis response and improve overall organizational resilience. 

The consequences of the COVID-19 pandemic have shaken business globally (Shela et 

al., 2023), and manufacturers have been particularly heavily impacted: keeping these 

companies resilient is the primary concern of most countries to ensure economic wealth 

and prosperity. Moreover, the industrial SME sector, which plays an important role in 

Saudi Arabia’s GDP (gross domestic product) growth, has met unprecedented 

difficulties (Alharbi, 2023; Nurunnabi, 2020). Consequently, the organizational 

resilience of SMEs in Saudi Arabia is currently a matter of academic and practical 

interest (e.g., Alshebami, 2023; Wided, 2023; Nurunnabi, 2020). 

Given the paucity of empirical research on individual and organizational factors 

affecting SME organizational resilience in developing nations, and with calls from 

many researchers to investigate antecedents of organizational resilience at different 

levels (Duchek, 2020; Riolli and Savicki, 2003), this research examines the contribution 

of individual (employee resilience) and organization-based (strategic HRM practice, 

adaptive organizational cultures) factors towards establishing organizational resilience 

in SMEs in Saudi Arabia in a post-COVID context. Moreover, it contributes to an 

understanding of employee resilience as a mediator of the links between adaptive 

organizational culture, strategic HRM practices, and organizational resilience and of 

MCSs as moderators of the employee–organizational resilience nexus. 

This paper continues with Section 2, which provides a literature review to define 

hypothesis development; Section 3, which outlines the methodology used; Section 4, 

with the results, analysis, and discussion; and finally, Section 5, which provides the 

main conclusions, limitations, and implications of the research. 
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2. Literature review and hypotheses  

This literature review considers previous work on the impact of organizational factors such as 

adaptive organizational culture and strategic HRM upon employee resilience and the influence 

of both factors on organizational resilience. It also explores the literature on MCS as a 

moderator of the relationship between employee and organizational resilience. A literature 

review supports the conceptual framework developed for adoption in the current study. 

2.2.  Organizational factors and employee resilience 

Researchers and practitioners show increasing interest in employee resilience in determining 

firm-level organizational resilience (Prayag et al., 2024; 2023; 2020; Liang and Cao, 2021). 

Prayag et al. (2020) define employee resilience in terms of employees’ capability, given 

organizational support and facilitation, to use resources to cope effectively when business 

conditions alter, adapt, and succeed in this environment. Moreover, employee resilience 

behaviors are impacted by some enabling factors from the organization, such as leadership 

(supportive supervising), support in the working environment (with supportive teams and 

organization), and a culture of learning culture (Tonkin et al., 2018). Recently, Prayag et al. 

(2024) have indicated that promoting employee resilience fundamentally requires enhancing 

culture and core values within the firm and establishing a clear sense of purpose in staff as they 

apply their knowledge and skills to adapt to difficult circumstances. Furthermore, Sethi and 

Gupta (2024) report that adaptive organizational cultures, in which the group view, think about, 

and carry out actions in a way that is common to that group, promotes positive individual 

behaviors while encouraging adaptations and creativity in responding to adverse events. 

However, Malik and Garg (2020; 2017) argue that the organization’s learning culture can 

underpin employee resilience by providing consistent motivation to respond to challenges and 

uncover forward-thinking approaches to responding to change. According to Chen et al., 

(2021b), a resilient organizational culture also helps form a community spirit, supporting 

effective responses to adverse events. Moreover, Park and Park (2019) highlight the capacity 

of organizations to enhance employees’ adaptive performance by modifying jobs and tasks, 

creating processes for group support, and developing supportive cultures in the organization’s 

workplaces. Parent and Lovelace (2018) show that positive organizational cultures improve 

both employee engagement and employees’ ability to adapt to change. Therefore, 

organizational management can promote employee resilience by developing a supportive 

culture with scope for learning based on trying new approaches (Caniëls and Baaten, 2019), as 

well as by emphasizing adaptive values and beliefs and integrating these into internal processes 

and systems, which influences employees’ values and behaviors (Costanza et al., 2016). This 

leads to the first research hypothesis: 

H1: “An adaptive organizational culture positively influences employee resilience”. 

According to Zhai et al. (2023), strategic HRM systems can significantly promote the 

development of employee resilience during crises. Haque (2023) also indicates that strategic 

HRM assists in resilience-building by selecting talented employees, supporting them, 

improving job satisfaction, and decreasing intention toward turnover, which fosters a resilient 

workforce and enables organizations to overcome uncertainties. Cooke et al. (2019) state that 

HRM approaches based on investing in staff and managers (through training and development 

and management development), increasing the engagement value of work, positive social and 

physical environments, and extensive communication help develop a resource context which 

staff can call upon when resources are depleted. 

Numerous HRM practices that promote employee resilience has been identified, such as 

employee assistance and development programs, flexible work arrangements, crisis 
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management systems, social support development, etc. (Bardoel et al., 2014; Zhai et al., 2023). 

Therefore, given the importance of strategic HRM practices in developing an organizational 

environment that facilitates employee resilience (Cooper et al., 2014; Lengnick et al., 2011), 

the second research hypothesis is: 

H2:  “Strategic HRM practices positively influence employee resilience”. 

2.3.   Employee resilience and organizational resilience 

Sethi and Gupta (2024) recently indicated through a literature review that resilient employee 

with unique skills, knowledge, and abilities effectively absorb adversity and respond to it 

strategically, which helps organizations maintain their resilient capabilities. Moreover, 

organizational resilience relies primarily on employee resilience (Hillmann, 2021; 

Linnenluecke, 2017). 

Moreover, other studies point to employees’ behavior, ability, and skills as the key components 

in resilient organizations (Kim, 2020; Kuntz et al., 2017), which can enhance their ability to 

adapt to change and creatively approach problems (Liang and Cao, 2021). This improves 

organizational effectiveness in responding to external shocks and maintains the competitive 

capacity that makes the organization resilient. Furthermore, He et al. (2023) add that each 

employee’s capacities in applying knowledge and skills contribute positively to organizational 

resilience by identifying potential threats in the anticipation phase and providing solutions with 

creativity and flexibility in the adaptation phase. Through their cognitive, behavioral, 

emotional, and relational abilities, employees therefore both predict and respond to adverse 

events (Williams et al., 2017; Tasic et al., 2020). 

The literature reveals employee resilience and engagement with work as organizational 

resilience indicators (Al Ameri, 2023). Recently, Prayag et al. (2024) have shown that 

employee resilience, as a multidimensional concept, has diverse impacts on organizational 

resilience among service Sri Lankan service businesses. The authors also highlight context-

based, cognitive and behavior-based aspects of employee resilience as positively influencing 

organizational resilience capabilities, whether adaptive or planned. In addition, an empirical 

study of 44 European manufacturing firms (Gerschberger et al., 2023) found that 10 individual 

employee traits positively influence organizational resilience, grouped into three categories: 

namely cognitive abilities (e.g, situational appraisal, experience, commitment, and 

sensemaking), emotional traits (emotional stability, psychological safety, and empowerment) 

and behavioral traits (employee preparedness, resourcefulness, and improvisation that enable 

effective organizational avoidance, resistance, or recovery from disturbances. These findings 

agree with Van der Veget et al.’s (2015) conclusion that employee traits are the primary basis 

for organizational resilience, including individual skills and capacities, cognition, affect, 

behavior, and self-regulation processes. 

According to Hartmann et al. (2020), personal characteristics existing regardless of the 

employee’s experience of adverse events can enhance organizational resilience. Fisher et al. 

(2019) state that individual reactions, responses, and strategies under threatening conditions 

constitute resilience mechanisms. Kantur and İşeri-Say (2012), Lengnick-Hall et al. (2011), 

Burnard and Bhamra (2011), and Riolli and Savicki (2003) also highlight the critical role of 

employees (and their capabilities, skills, etc.) in enhancing company resilience. Thus, it is 

hypothesized that employee resilience is the most important factor in organizational resilience, 

especially for SMEs that lack organizational and financial resources to adapt to difficult events 

and crises. Therefore, the following research hypothesis is given: 

H3: “Employee resilience shows a positive association with organizational resilience”. 
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2.4.   Organizational factors and organizational resilience  

According to Chen et al. (2021a), at the organizational level, factors that impact organizational 

resilience consist of organizational resources, behaviors, and attributes. Furthermore, Duchek 

et al. (2020) identify corporate social resources such as social capital, positive relationships, 

and an open, trusting, and learning-oriented organizational culture as the key 

drivers/foundations of organizational resilience. Nevertheless, Morales et al. (2019) found in 

Mexican manufacturing firms that organizational resilience has direct associations with 

leadership (including change management and shared vision), organizational culture, and the 

capacity for organization and management of operations. Gover and Duxbury (2018) link 

organizational resilience with leadership and management of staff (HRM practices), the values 

demonstrated and which the organization rewards (e.g., leadership and organizational culture), 

how far employees are perceived as flexible, change management processes, network processes 

supporting changes, and external environmental factors. 

Firms' resilience capacities are derived from high-complexity processes, as developed and 

enhanced through HRM practices and different organizational resources, and including 

structures, practices, cognitions, and behaviors (Do et al., 2022). Based on a review, Georgescu 

et al. (2024) assert that strategic HRM practices should align with organizational culture to 

enhance the organization’s resilience and perform sustainably and well despite changes in a 

business environment. Furthermore, Bouaziz et al. (2018) highlight the significance of strategic 

HRM for resilience building. Lai et al. (2016) also indicate that companies with HRM practices 

show greater resilience through economic downturns. Lengnick-Hall et al. (2011) argue that 

organizational resilience develops based on a strategic HRM system that helps develop 

employees’ knowledge, skills, relevant competencies, and collective actions and procedures, 

which, in the aggregate, allow organizations to respond with resilience to severe shocks. 

Recently, Madi Odeh et al. (2023) have indicated that transformational leadership and adaptive 

organizational culture are keys to surviving a crisis such as COVID-19. McManus et al. (2008) 

also agree that an adaptive organizational culture supports rapid decisions in periods of 

normality or crisis and determines how flexible and creative the firm can be, which supports 

adaptation and proactive response to uncertainties or negative impacts. Cooper et al. (2014) 

report a highly engaged culture as supporting employees in resilience-building development of 

coping strategies, informing the following hypotheses: 

H4: “An adaptive organizational positively impacts organizational resilience”. 

H5: “Strategic HRM practices positively impact organizational resilience”. 

2.5.  The role of employee resilience in mediating the relationship of organizational factors 

with organizational resilience 

According to Liang and Cao (2021), the development of the traits and skills that make up 

employee resilience is supported by relevant HRM practices. The authors highlight the role of 

HRM practices and professionals in the relationship linking employee resilience with 

organizational resilience, as HRM policies and practices enhance staff’s creativity, professional 

knowledge, and approaches to responding to crises, thus contributing to organizational 

resilience, HRM practices may support organizational resilience by supporting and developing 

human capital (Zhou et al., 2023). 

Bouaziz et al. (2018) also report that strategic HRM practices aim to develop organizational 

resilience through skilled, engaged, committed and motivated employees. However, in a study 

of Chinese SMEs, Rehman et al. (2021) show that employees’ resilient behaviors significantly 

mediate this association of strategic HRM practice with the organization’s resilient behaviors 
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(an aspect of organizational resilience). Therefore, in line with the above, the current study 

suggests that employee resilience acts as the key mechanism through which organizations can 

translate the outcomes of their managerial practices (i.e, HRM) into strengthened organizational 

resilience, leading to the following research hypothesis: 

H6: “Employee resilience significantly/partly mediates the association which links strategic 

HRM with organizational resilience”. 

Georges et al. (2024) recently indicated, based on a literature review, that companies' adaptive 

capabilities require not only HRM policy and processes but also changes to mindset and 

organizational culture to support employees in developing the attributes needed for 

organizational resilience. Moreover, several authors have shown the important role of adaptive 

organizational culture in motivating employees to develop abilities, skills, and resilient 

behaviors in crises (Malik et al., 2020; 2017; Park and Park, 2019; Costanza et al., 2016, etc.), 

pointing to positive impacts from employee resilience on resilience at organization level 

(Prayag et al., 2024; 2023; 2020; Liang and Cao, 2021; Kuntz et al., 2016, etc.). The current 

study builds on this picture to demonstrate the positive impacts from adaptive organizational 

culture on organizational resilience via employees' resilience capabilities as a mediating factor, 

which leads to the following research hypothesis: 

H7: “Employee resilience significantly/partly mediates the association which links adaptive 

organizational culture with organizational resilience”. 

2.6.   Management control systems as a moderator of the employee resilience - 

organizational resilience relationship  

According to Störmer and Hiebl (2023), SMEs may gain an advantage from implementing 

management control systems (MCS), which are key to supporting professionalization, growth, 

and organizational resilience. MCS was first defined by Anthony in 1965 as systems through 

which management ensures the effective and efficient accessing and exploitation of resources 

to reach organizational goals (Langfield-Smith, 1997). According to Otley and Berry (1994), 

an MCS comprises procedures and processes that are applied by management and others in the 

organization to achieve individual and organizational objectives (Bisbe and Otley, 2004). 

However, Malmi and Brown (2008) indicate that MCS does not include systems simply 

intended to support decision-making but refer to any system or device applied to promote the 

alignment of employee decision-making and behaviors with organizational strategy/objectives, 

including systems, regulations,s, practices, and values established to guide employee behaviors.  

Moreover, recent studies have shown that adopting MCS positively impacts SME resilience by 

predicting financial outcomes and incentivizing business continuity during the COVID-19 

pandemic (Roffia and Dabić, 2024; Eichholz et al., 2024). Baird et al. (2023) also suggest that 

three control levers from Simon's (1995) taxonomy (belief system, interactive application of 

control, and control for diagnosis), positively influence organizations' ability to manage 

operations in crises and enhance organizational resilience. MCS is shown to drive 

organizational change (Nuhu et al., 2019; Bracci and Rallaki, 2021), which is significant in 

building proactive and adaptive capabilities within organizations. 

According to Bracci and Rallaki (2021), MCS allows for the control and monitoring of 

company results, helping to redefine and improve goals and revise both budget and business 

plans. These authors also note that MCS (e.g., budget activities, planning, monitoring, control 

of operations, and awareness of environment) drive organizational resilience through 

motivation and empowerment of employees for adaptive behaviors and to activate 

organizational learning processes, making the organization more resilient. 
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In fact, MCS characteristics also influence managers' motivations regarding their work 

environment and contribute to organizations dealing effectively with adversity and emergencies 

(Beuren et al., 2020). These authors also noted that MCS help organizations absorb changes 

and regain equilibrium after some temporary disruption. It supports changes, empowers 

managers/leaders, and helps individuals to face challenges by increasing access to information 

and psychological empowerment (e.g., self-determination, autonomy, competencies, and 

necessary relationships). According to Hall (2008), such MCS affects the individual’s behavior 

within the organization (i.e., employees), facilitating the achievement of organizational goals. 

Furthermore, in their study, Hempel et al. (2012) showed that formalizing organizational 

processes (through adopting a comprehensive MCS) enhances team empowerment by reducing 

uncertainties within firms. Based on the above discussion, we assume that the influence of 

employee resilience on organizational resilience is supported by the presence of flexible MCS, 

the latter enabling employees to face crisis situations through their developed competence, 

autonomy, and relatedness (Van der Kolk et al., 2015; Beuren et al., 2020). Therefore, the 

following research hypothesis: 

H8: “MCS positively moderates the relationship between employee resilience and 

organizational resilience.” 

 

Figure 1: Conceptual model 

 

Source: author 

3. Research methods 

This section describes the methodological details of the research, including sample 

characteristics, the survey questionnaire, analytical tools and techniques, and 

measurement of study constructs. 

3.1 Sample and data collection 

Using a survey questionnaire, the author collected data from 330 SMEs operating in 

diverse industry and service sectors in several regions of Saudi Arabia after contacting 
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412 SME managers by telephone and email from January to April 2023 to obtain their 

consent to participate in the study. 

From April to August 2023, online questionnaires and face-to-face interviews were 

used to collect the opinions of 356 managers who confirmed their willingness to 

participate. However, only 330 completed responses were received. Table 1 provides 

sample and respondent characteristics, indicating that 47.88% of the companies are 

industrial companies while 52.12% are service companies. In addition, in terms of 

industrial/service sectors, 13.03% of companies operate in the pharmaceutical industry, 

8.48% in the chemical industry, 8.18% in real estate, 17.57% in IT services, 10% in 

transportation, and 8.79% in accounting. 

The questionnaire comprises two main parts: firstly, it collects sample characteristics 

such as the age of the company, number of employees, sector type, and the gender, age, 

and professional status of participants. Secondly, short, easy-to-understand questions 

aimed to collect respondents’ opinions on various study concepts through a five-point 

Likert scale (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = strongly 

agree). 

 

Table 1: Sample demographics 

Sample’ characteristics Respondents’ characteristics 

Age of company 

• Less than 5 years  

• Between 5 and 10 years 

• Over 10 years  

Number of employees 

• 1 - 9  

• 10 - 49   

• 50 - 249   

Industry vs. Service sector 

• Industry sector 

• Service sector   

Industry type 

• Electronics industry 

• Pharmaceutical industry 

• Medical, precision and optical 

instruments industry 

• Chemical industry  

• Real estate industry 

• Other  

Service type 

• Legal services  

• Transportation  

• IT services  

• Accounting services  

• Other  

 

 

92 

203 

35 

 

52 

185 

93 

 

158 

172 

 

18 

43 

 

22 

 

28 

27 

20 

 

27 

33 

58 

29 

25 

Gender 

• Male  

• Female  

 

Age of respondents 

• 20 or less  

• Between 21 and 30  

• Between 31 and 40 

• 41 or over 

 

Professional status 

• Top manager  

• Middle manager 

• Supervisor 

 

 

 

216 

114 

 

 

26 

196 

75 

33 

 

 

102 

152 

76 

 

 

Source: Author 
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3.2 Analytical approaches  

Partial least squares structural equation modeling (PLS-SEM) was applied in analyzing 

and interpreting the gathered data and testing the study hypotheses, using SmartPLS 

3.0 as a tool for data analysis (Ringle et al., 2015). Hair et al. (2019; 2017a) define PLS-

SEM as a causal predictive SEM approach with simultaneous uses in exploratory and 

confirmatory research. It emphasizes predictions when estimating statistical models 

seeking to offer causal explanations. This approach was chosen for advantages 

including flexibility with complex models and data, capacity for achieving appropriate 

results with smaller samples, comprehensive evaluation of out-of-sample prediction, 

and estimating direct and indirect effects (mediation) and interaction (moderation) 

simultaneously (Legate et al., 2023; Hair et al., 2019). 

3.3 Measures 

To measure the study constructs, scales were adopted from other research that had been 

tested sufficiently to be valid in current and future studies. For instance, adaptive 

organizational culture was measured by 9 items from Costanza et al. (2016). For 

strategic HRM practices, measurement items were taken from Bouaziz et al. (2018) as 

follows: recruitment (1 item); training (3 items); participation (2 items); performance 

appraisal (2 items); and compensation (2 items). For employee resilience, 9 items were 

adopted from Näswall et al. (2019) and modified to adapt them to managers' responses, 

e.g., instead of “I collaborate effectively with others to handle challenges at work,” the 

author adopted, “Our employees collaborate effectively with others to handle 

challenges at work.” For organizational resilience, 9 items based on Prayag et al. (2020) 

were used to reflect both planned and adaptive resilience (as recommended by Lee et 

al. (2013)). Finally, two control levers based on Simons’ (1994) categorization were 

applied: the belief control system that communicates and reinforces core values and 

tasks and the interactive use of control that enables senior managers to personally 

interact with subordinates and processes to enforce dialog and learning (Chenhall, 

2003). Both of these were measured by 8 items adopted from Baird et al. (2023). 

3.4.  Common method and non-response bias 

Common method bias was checked for via Harman's one-factor test (Harman, 1976). 

Exploratory factor analysis (EFA) conducted with the variables showed that the first 

extracted factor explains 0.48622 (i.e., 48.62%) of variance compared to the 50% 

threshold (Podsakoff et al., 2003), indicating no common method bias. Non-response 

bias testing used a t-test between early responses and later responses, as recommended 

by Armstrong and Overton (1977), with results not indicating non-response bias as the 

responses from the first two and last three months were not significantly different at a 

5% significance level. 

4. Results analysis and discussion  

4.1.  Assessing the measurement model  

Hair et al. (2019; 2017a) state that assessments of PLS-SEM findings require an 

evaluation of both measurement models and structural models. Measurement models 
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(also called outer indicator variables. Structural models (inner models) show 

associations linking the various constructs within a model (Hair et al., 2017a; 2014). 

Moreover, measurement models should be evaluated regarding internal consistency 

reliability and convergent and discriminant validity. Internal consistency reliability is 

generally assessed through composite reliability and Cronbach's alpha (both must 

exceed 0.7). Convergent validity (how far a construct converges, explaining item 

variance) is tested using average variance extracted (AVE) for all items in the construct 

(must exceed 0.5). Discriminant validity (defined as the degree of empirical difference 

between one construct and others within the same structural model) is assessed through 

the Fornell-Larker criterion (1981) and/or Henseler et al. (2015)'s heterotrait-monotrait 

ratio of correlations (HTMT) (Hair et al., 2017a; 2019). 

 

Table 2 reveals that findings for Cronbach's alpha and composite reliability exceed 0.7 

for each study construct, with no reliability issues therefore found. AVE values exceed 

0.5 (ranging from 0.506 to 0.556), thus confirming convergent validity. Regarding 

discriminant validity, the author used HTMT ratio (Henseler et al., 2015), which is 

defined as the mean value of the item correlations across constructs relative to the 

(geometric) mean of the average correlations for the items measuring the same 

construct, and should be less than 0.9 (Hair et al., 2019). 

 

Table 2: Composite reliability and convergent validity 

Construct Dimensions/items Factor 

Loading 

Cronbach's 

Alpha 

CR 

 

Rho-A AVE 

AC “AC1” 0.647 0.877 0.902 0.879 0.506 

“AC2” 0.719  

“AC3” 0.678 

“AC4” 0.720 

“AC5” 0.664 

“AC6” 0.729 

“AC7” 0.793 

“AC8” 0.738 

“AC9” 0.702 

 

SHRM 

 

“SHRM1” 0.811 0.883 0.911 0.871 0.521 

“SHRM2” 0.684  

“SHRM3” 0.824 

“SHRM4” 0.528 

“SHRM5” 0.740 

“SHRM6” 0.679 

“SHRM7” 0.677 

“SHRM8” 0.799 

“SHRM9” 0.670 

“SHRM10” 0.568 

 

ER 

 

 

“ER1” 0.807 0.890 0.910 0.892 0.507 

“ER2” 0.686  

“ER3” 0.660 

“ER4” 0.764 

“ER5” 0.701 
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“ER6” 0.707 

“ER7” 0.630 

“ER8” 0.612 

“ER9” 0.744 

“ER10” 0.776 

MCS 

“MCS1” 0.764 0.811 0.859 0.828 0.513 

“MCS2” 0.780 

 

“MCS3” 0.741 

“MCS4” 0.653 

“MCS5” 0.508 

“MCS6” 0.746 

“MCS7” 0.632 

“MCS8” 0.678 

OR 

“OR1” 0.633 0.892 0.911 0.896 0.556 

“OR2” 0.628 

 

“OR3” 0.688 

“OR4” 0.667 

“OR5” 0.735 

“OR6” 0.661 

“OR7” 0.617 

“OR8” 0.688 

“OR9” 0.776 

“OR10” 0.788 

“OR11” 0.652 

Source: Author 

Moreover, Table 3 shows that all HTMT values are less than 0.9, indicating that the 

conditions required to confirm the discriminant validity of the measurement model are 

met.  

 

Table 3: Discriminant validity (HTMT ratio)  

 AC SHRM ER MCS OR 

AC      

SHRM 0.81     

ER 0.64 0.83    

MCS 0.75 0.80 0.78   

OR 0.66 0.69 0.74 0.82  

Source: author 

 

 

4.2 Evaluation of the structural model  

Following Hair et al. (2019), collinearity must be tested after evaluating a measurement 

model and before assessing structural relationships to identify any bias to regression 

results. Here, a variance inflation factor (VIF) calculation test was performed to avoid 

any potential errors caused by unnecessary correlations between the latent constructs 

used. As shown in Table 4, all calculated values were less than 3, indicating no issues 

in the correlation between the predictor constructs.  

Moreover, structural models can be evaluated via standard criteria that include the 

coefficient of determination (R2), a blindfolding-based cross-validated redundancy 
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measure (Q2), path coefficient statistical significance and relevance (using absolute 

value, standard error, significance level, t-value and p-value), as well as effect size (f2) 

(Hair et al., 2019; 2017b).  R2 measures a model’s predictive accuracy, representing 

combined effects from the exogenous variable on the endogenous variable(s) (Hair et 

al., 2019). Its values range between 0 and 1, 1 representing perfect predictive accuracy. 

Q2 shows the predictive importance of the model, and must exceed 0 to indicate 

significant model predictors. Finally, f2 assesses effects from each exogenous latent 

variable upon the endogenous latent variable, accounting for the change in R², with 

0.02, 0.15, and 0.35 f2 values, respectively, indicating a weak, moderate or strong effect 

(Hair et al., 2019; 2017b).  

Table 4 points to adaptive organizational culture and strategic HRM practices as 

explanatory for 78.3 % of the variance in employee resilience and to employee 

resilience as explanatory for 90.9 % of organizational resilience variance. Furthermore, 

using blindfolding assessment, Q2 values of ER (Q2 = 0.297) and OR (Q2 = 0.475) 

exceed 0, indicating good predictive relevance for the model. For f2 values, Table 5 

shows that adaptive organizational culture moderately affected employee resilience 

(f2=0.191) and organizational resilience (f2=0.247). Furthermore, strategic HRM 

practices strongly affected employee resilience (f2=0.369) and organizational resilience 

(f2=0.415). Employee resilience had a weak effect on organizational resilience 

(f2=0.038). 

 
Table 4: VIF, R2 and Q2 values 

 

Construct VIF R2 Q2 

Employee resilience 2.556 0.783 0.297 

Organizational resilience  2.333 0.909 0.475 

Source: Author 

 

Table 5: F2 values 

 

Relationships f2 values Interpretation  

Adaptive organizational 

culture 

Employee resilience 0.191 Moderate effect 

Organizational 

resilience  

0.247 
Moderate effect 

Strategic HRM practices  Employee resilience  0.369 Strong effect 

Organizational 

resilience  

 

0.415  
Strong effect 

Employee resilience  
Organizational 

resilience  

0.038 
Weak effect 

Source: Author  

To test the research hypotheses, the author used path coefficient analysis. Moreover, the 

PLS-SEM results (as shown in Table 6 and Figure 2) indicate that: (1) adaptive 

organizational culture positively affects employee resilience (β = 0.385, p = 0.001), (2) 

strategic HRM practices impact employee resilience (β = 0,535, p = 0.000), (3) 
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employee resilience shows a positive association with organizational resilience (β = 

0.175, p = 0.032); (4) adaptive organizational culture positively influences 

organizational resilience (β = 0.336, p = 0.007); and (5) strategic HRM practices 

positively impact organizational resilience (β = 0.441, p = 0.000), leading to the 

acceptance of H1, H2, H3, H4, and H5. 

Regarding the mediation effects described in the research model, Zhao et al.’s (2010) 

approach was followed, where direct effect direction and related level of significance 

were compared against the directions of identified indirect effects. Furthermore, 

mediation type (partial or complete) was established by calculating variance accounted 

for (VAF) values (Nitzl et al., 2016). However, Table 7 reveals that employee resilience 

exerts a partial mediation effect between adaptive organizational culture and 

organizational resilience (β = 0.114, t = 2.144, p = 0.033), and between strategic HRM 

practices and organizational resilience (β = 0.128, t = 2.005, p = 0.045), therefore, 

confirming both H6 and H7. 

Finally, in line with Hayes (2012), the Baron and Kenny (1986) product indicator 

method of multiplying MCS*employee resilience was used to predict the outcome 

variable “organizational resilience.” Table 8 and Figure 3 show that MCS positively 

and significantly moderates the employee-organizational resilience association 

(=0.091, p=0.046), leading to the acceptance of H8. 

 

Table 6: Hypotheses testing: Direct effects 

Direct effects  Beta t-statistics p-values Decision 

H1: Adaptive organizational 

culture → Employee 

resilience  

0.385 3.423 0.001 Support 

hypothesis 

H2: Strategic HRM practices 

→ Employee resilience  

0.535 4.539 0.000 Support 

hypothesis 

H3: Employee resilience → 

Organizational resilience  

0.175 2.597 0.032 Support 

hypothesis 

H4: Adaptive organizational 

culture → Organizational 

resilience 

0.336 2.709 0.007 Support 

hypothesis 

H5: Strategic HRM practices 

→ Organizational resilience 

0.441 5.170 0.000 Support 

hypothesis 

Source: Author 

 

Table 7: Hypotheses testing: indirect effects 

Indirect effects  Beta VAF t-

statistics 

p-

values 

Decision 

H6: Adaptive organizational 

culture → Employee resilience 

→ Organizational resilience  

0.114 0.28 

(28%) 

2.144 0.033 Support 

hypothesis 
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H7: Strategic HRM practices 

→ Employee resilience → 

Organizational resilience  

0.128 0.24 

(24%) 

2.005 0.045 Support 

hypothesis 

Source: Author 

 

Table 8: Hypotheses testing: moderating effects 

Moderating effects  Beta t-statistics p-values Decision 

H8: MCS* Employee 

resilience → organizational 

resilience   

0.091 2.003 0.046 Support 

hypothesis 

Source: Author 
Notes: 

(1) p-values < 0.05; significant effects 

(2) VAF = Indirect effect/Total effect: VAF < 0.20, no mediation; 0.20 <VAF>0.80, partial mediation; 

VAF>0.80, full mediation. 

 

 

 
Figure 2:  Structural model 

 

Source: Created using SmartPLS 3.0 software 
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Figure 3: Moderating effect of MCS 

 
Source: Author 

Notes: MCS significantly moderates the relationship between employee resilience and 

organizational resilience (The impact of employee resilience on organizational 

resilience is higher at a high level of MCS adoption than at a low level). 

 

4.3 Discussion of results  

According to Pal et al. (2014), SMEs are highly susceptible to crises. They are affected 

by compounding impacts and cascades of various interrelated problems and limitations, 

especially regarding finance and staffing resources. Bernard and Bahamra (2011) 

indicate that fixed and flexible capabilities to deal with uncertain conditions are 

recognized in SMEs, considering common strong and weak points of these 

organizations. Nevertheless, Zhou et al. (2023) argue that SMEs with lower staff 

numbers rely more on HRM practices to develop a creative and singular body of 

knowledge, which provides a sustainable competitive advantage. 

The current study has built on previous organizational resilience literature (including 

reviews, conceptual and empirical work) to investigate organizational and individual 

factors supporting organizational resilience among SMEs in a developing country such 

as Saudi Arabia. The findings suggest that adaptive organizational culture and strategic 

HRM practices (as organizational factors) positively influence employee resilience. 

This accords with findings from Caniëls et al. (2019), Parent and Lovelace (2018) and 

Malik and Garg (2017), showing the significance of cultural aspects, including positive 

organizational culture and learning culture) for promoting employee resilience and 

adaptability, as well as with studies by Zhai et al. (2023), Cooke et al. (2019), Bardoel 

et al. (2014), and Lengnick-Hall et al. (2011) that demonstrate the importance of 

strategic HRM practices for building employee resilience capabilities within 

organizations. 
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According to Sethi and Gupta (2024), an adaptive organizational culture raises 

entrepreneurial orientations among employees, with change seen as an opportunity. 

Furthermore, Park and Park (2019) argued that organizations can enhance the adaptive 

performance of staff through offering opportunity for learning and development and 

adjusting the organization’s practices and culture. Thus, adaptive organizational culture 

may be viewed as organizational support of employee resilience that directly affects 

cognitive, behavioral, and social abilities in a crisis. Moreover, Lai et al. (2016) suggest 

that HRM policy and practice effectiveness helps SMEs improve performance across 

critical spheres, becoming more creative, innovative, flexible, and entrepreneurial and 

improving quality. As a core organizational process, strategic HRM practices are 

directly linked to employee resilience by supporting knowledge and skills development 

and employee inclusion, motivation, and compensation. 

Previous studies have discussed individual employee resilience as the primary 

determinant of organizational resilience (Kantur and İşeri-Say, 2012; Lengnick-Hall et 

al., 2011). However, recent literature has also reported employee resilience as 

enhancing organizational resilience (Prayag et al., 2024; 2023; 2020; Al Ameri, 2023; 

Liang and Cao, 2021). This study’s findings, therefore, align with previous research 

and add empirical findings for the positive association linking resilience at employee 

and organizational levels. Alshebami (2023) reports that after the pandemic, limited 

entrepreneur resilience access and recovery depended largely on internal knowledge 

enhancements and individual attributes, including self-efficacy and internal locus of 

control. The present research has focused on other important determinants of 

organizational resilience for SMEs in Saudi Arabia, such as adaptive organizational 

culture, strategic HRM practices, and employee resilience. 

Furthermore, as mentioned earlier (in the Introduction section), academic and 

professional attention toward SME organizational resilience in Saudi Arabia has grown. 

For instance, Wided (2023) investigated the relationship between IT capability, 

strategic flexibility, and organization resilience within Saudi SMEs. Nurunnabi (2020) 

discussed the planning of recovery and resilience among Saudi SMEs in the COVID-

19 pandemic. Nonetheless, the current study has addressed the scarcity of empirical 

studies examining the impacts of individual and organizational factors on 

organizational resilience and their combined effects on the latter. 

The study findings also indicate that adaptive organizational culture and strategic HRM 

practices positively impact organizational resilience. This aligns with Georgesci et al.’s 

(2024) findings in public institutions in Romania. In the private sector, several studies 

show that adaptive organizational culture (e.g., Hollands et al., 2024; Madi Odeh et al., 

2023; Morale et al., 2019; Constanza et al., 2016; Sawalha, 2015; Mc Manus et al., 

2008) and strategic HRM practices (e.g, Haque, 2023; Zhou et al., 2023; Liu et al., 

2021; 2019; Bouaziz et al., 2018;  Lai et al., 2016, Lengnick-Hall et al., 2011) contribute 

to organizational resilience capabilities. Hollands et al. (2024) report that an 

empowering and creative culture that allows learning from mistakes is critical to 

enhancing organizational resilience. Furthermore, Chen et al. (2021b) indicate building 

organizational resilience through organizational culture can enhance the sustainability 

and recovery capacity of the organization. Fisher et al. (2019) report that organizational 
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cultures promote social support relations and that the design of work structures 

promotes resilience and wellness. Therefore, an organization’s culture and capacity for 

adaptability and flexibility contribute significantly to organizational resilience 

(McManus et al., 2008). 

According to Haque (2023), strategic HRM practices create resilience capabilities that 

influence the selection and retention of talented employees, supporting both employee 

motivation/performance and organizational resilience. In addition, Zhou et al. (2023) 

state that strategic HRM has a systematic impact on human capital, contributing to 

organizational resilience and performance. Therefore, in line with these studies, as well 

as Georgesci et al. (2024) and Madi Odeh et al. (2023), adaptive organizational culture 

and strategic HRM practices can be considered critical factors in building 

organizational resilience during and after crises. 

This study also adds empirical findings on the positive impact of employee resilience 

as a mediator of organizational factors (adaptive organizational culture and strategic 

HRM practices) and organizational resilience. The findings accord with the few 

existing studies showing employee resilient behaviors positively mediating the 

association between strategic HRM practices and organizational resilience behaviors 

(Rehman et al., 2021). MCS (i.e., belief system of control and interactive use of control) 

are positive mediators of the association linking resilience across employee and 

organizational levels. These findings in particular have not been addressed in previous 

research but align with some reports that empowering MCS is positively linked to 

employees' psychological empowerment and behaviors in the face of challenges, and 

to orgnizational resilience (Beuren et al., 2020; Hall, 2008). According to Beuren et al. 

(2020), enabling MCSs to provide detailed and objective information, clarify 

responsibilities, and encourage experimentation that leads to employee satisfaction and 

motivation. In addition, Bracci and Rallaki (2021) indicate that MCSs support adaptive 

behaviors and aid decisions, offering ready-to-use knowledge for dealing with external 

shocks. However, the current findings show that the specific MCSs implemented by 

Saudi SMEs (in particular, belief control systems and interactive control systems) 

significantly enhance positive impacts from employee resilience upon organizational 

resilience. 

5. Conclusion, implications, limitations and future research  

5.1 Conclusion  

This research sought to investigate the impact of organizational factors (adaptive 

organizational culture and strategic HRM practices) and individual factors (employee 

resilience) on SME organizational resilience after the COVID-19 pandemic. It was 

conducted in a developing country (Saudi Arabia) and focused mainly on SMEs 

operating within manufacturing or services. The results show that adaptive 

organizational culture and strategic HRM practices are antecedents of employee and 

organizational resilience. Indeed, as crucial organizational processes, learning and 

adaptation-oriented organizational culture and strategic HRM practices are critical in 

building resilience capabilities across employees and organizations. Furthermore, this 

study highlighted employee resilience as a significant/partial mediator of the 
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association between the above-mentioned organizational factors and MCS as a 

moderator of the association linking employee resilience and organizational resilience. 

5.2 Theoretical and practical implications 

Given the limited empirical research available on influences from organizational and 

individual factors upon organizational resilience, as well as the growing interest in this 

organizational phenomenon over the past two decades, this study has contributed 

empirical evidence on the factors determining SME organizational resilience at the 

organizational level (adaptive organizational culture and strategic HRM practices) and 

the individual level (employee resilience). 

This study expands on previous literature by offering an integrated theoretical 

framework that combines concepts of adaptive organizational culture, strategic HRM 

practices, employee resilience, MCS, and organizational resilience into a single 

conceptual model. Most previous studies focus only on individual rather than combined 

impacts from organizational or individual factors upon organizational resilience. 

Therefore, the current research has empirically investigated the relationship between 

organizational factors (adaptive organizational culture, strategic HRM practices and 

MCS), and an individual factor (employee resilience) and organizational resilience. 

From a practical perspective, the findings are particularly useful for senior and middle 

managers within SMEs in Saudi Arabia. They highlight the key determinants of 

organizational resilience (adaptive organizational culture, strategic HRM practices, 

employee resilience, and MCS) in this setting and the importance of employees' 

resilience capabilities to enhance organizational resilience. 

5.3 Limitations and future research directions 

This research naturally has some limitations. First, it was conducted on Saudi SMEs 

operating in the manufacturing and services sectors, and its results cannot be 

generalized to other sectors and companies in Saudi Arabia or abroad. Second, its cross-

sectional design may limit how much causal relations can be extrapolated into a long-

term perspective. Third, the authors investigated only four factors of organizational 

resilience (adaptive organizational culture, strategic HRM practices, employee 

resilience, and MCS) and ignored other factors (e.g., leadership resilience, 

entrepreneurial resilience, organizational structure, social capital, etc.) which the 

existing literature considers as essential determinants of organizational resilience for 

both SMEs and large companies. Based on the above, further empirical research on 

organizational and individual factors incorporating other factors of organizational 

resilience is called for, in particular, with large firms in developing countries, as well 

as longitudinal studies and/or mixed methods studies to determine in depth the 

relationship between these factors and organizational resilience. 
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Appendix 1 

Adaptive organizational culture (Costanza et al., 2016). 

AC1: “Our company cares about its external environment, especially its customers and 

it is able to read and interpret signals from its environments”. 

AC2: “Our company proactively identifies internal and external problems and is able 

to anticipate future problems or environmental changes”. 

AC3: “Our company is willing to take risks”. 

AC4: “Our company embraces innovation, change and new ideas, is a flexible 

organization and does not feel bound by certain rules and procedures to carry out its 

work”. 

AC5: “Our company believes that it has the power to change”. 

AC6: “Our company develops the ability to deal with the environmental situations”.  

AC7: “Our organization enables collaboration between business units allowing them to 

develop solutions to problems proactively and reactively”. 

AC8: “Our organization is capable of implementing adaptive change”. 

AC9: “Our organization is able to sustain change by creating systems that promote 

change”. 

 

Strategic HRM practices (Bouaziz et al., 2018) 

SHRM1: “We select employees based on experience and skills”. 

SHRM2: “Formal training activities are available in our company”.  

SHRM3: “Comprehensive training policies and programs are available in our 

company”.  

SHRM4: “Problem-solving ability training is available in our company”. 

SHRM5: “Employees make the decisions at our company”.  

SHRM6: “Employees suggest improvements at our company”.  

SHRM7: “We evaluate individuals based on the results”. 

SHRM8: “We evaluate individuals based on the behaviours”.  
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SHRM9: “Our company has an incentive salary”. 

SHMR10: “We link performance and rewards”.  

 

 

Employee resilience (Näswall et al., 2019) 

ER1: “Our employees collaborate effectively with others to deal with unexpected 

challenges”. 

ER2: “Our employees have successfully managed a high workload for long periods of 

time”. 

ER3: “Our employees solve crises efficiently at work”. 

ER4: “Our employees learn from mistakes at work and improve the way they do their 

work”. 

ER5: “Our employees re-evaluate their performance and continually improve the way 

they do their work”. 

ER6: “Our employees respond effectively to feedback at work, and even criticism”. 

ER7: “Our employees reach out to managers when they need their support”. 

ER8: “Our employees ask for help when they need specific resources”. 

ER9: “Our employees use change at work as an opportunity to grow”.  

 

Organizational resilience (Prayag et al., 2020) 

OR1: “We focus on the ability to respond to the unexpected”.  

OR2: “We have clearly prioritized what is important during and after the crisis”. 

OR3: “The way we plan for the unexpected is appropriate given how dependent others 

are on us”. 

OR4: “People in our organization are committed to working on a problem until it is 

solved”. 

OR5: “Our organization is committed to practicing and testing its emergency plans to 

ensure their effectiveness”. 

OR6: “Our organization maintains sufficient resources to accommodate some 

unexpected changes”. 

OR7: “If key people are not available, there are always others who can fill their roles”. 

OR8: “There will be good leadership from within our organization if we reorganize 

ourselves due to the crisis”. 

OR9: “We are known for our ability to use knowledge in new ways”. 
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Management control systems (Simon, 1995; Baird et al., 2023).  

MCS1: “Our mission statement clearly communicates the organization's core values to 

our workforce”.  

MCS2: “Our company's senior managers convey core values to our workforce”.  

MCS3: “Our employees are well aware of the core values of the organization”.  

MCS4: “Our mission statement inspires our workforce”. 

MCS5: “There is constant interaction between operational management and senior 

managers”. 

MCS6: “Controls are regularly used in face-to-face meetings between executives and 

senior managers”. 

MCS7: “Controls are used as a means of developing ongoing business plans”. 

MCS8: “Controls are used to discuss changes that occur within a business unit”. 

 

 


