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1. Introduction

During few last years, the world has faced my challenges and crises, which have had negative
impact both on employee well-being and employee performance. For overcoming and preventing
the destructive consequences, global academic and business societies have tried to find effective
solutions, tools. Via various studies and observations, it was founded that HR practices can be
considered as a key for tackling this common issue. Based on this finding, this study was conducted
mainly in order to figure out once again whether there is the impact of HR practices on employee
performance and employee well-being, as well as to define which roles employee well-being and
crisis influence could play in relationships HR practices — employee performance and employee

well-being — employee performance respectively.

The relevance and importance of this topic can be explained by several reasons. Firstly, the
COVID-19 pandemic has created a crisis situation for many organizations and their employees.
Due to this crisis situation, the role of HR practices in employee well-being and performance
becomes even more critical. Secondly, HR practices have been found to have a significant impact
on employee performance and well-being in normal times, and it is likely that this impact is much
stronger during crisis situations. Moreover, studies, which were conducted after Covid-19 have
proved it already. Thirdly, understanding the mediating role of employee well-being in the
relationship between soft HR practices and employee performance is essential to developing
effective HR strategies that promote both employee well-being and organizational performance.
Fourthly, at this time, the world society and humanity at large has faced at the first time for this
century with financial, geopolitical, epidemiological and energy crises at the same time. That is
why, the necessity to find supportive tools and to measure the impact of one concept to another
becomes even more crucial, relevant and vital. And the last, but not least, there was no study,
which has observed the crisis influence as the moderator of the relationship between employee

well-being and employee performance.

Motivation to conduct research on the impact of HR practices on employee performance
and employee well-being in crisis times is driven by the following reasons, which can be justified

both form theoretical and practical perspectives.

This topic is significant from a theoretical perspective as it contributes to the existing body
of knowledge on HR practices and employee performance. Firstly, this topic is significant from a
theoretical perspective as it contributes to arranged previously studies on HR practices and
employee performance. The topic is relevant for both academics and practitioners, as it addresses

the gaps in the literature on the impact of HR practices on employee performance and the role of



employee well-being as a mediator in crisis times. The study can provide insights, which could
prove that HR practices influence employee performance during times of crisis. Secondly, the
study of HR practices and their impact on employee performance is crucial in the context of crisis
times because it helps organizations to identify effective HR practices that can improve employee
well-being, which in turn can enhance their performance. The study can also help organizations to
develop better HR strategies to address the needs of employees during times of crisis. Furthermore,
the study of the mediating role of employee well-being in the relationship between HR practices
and employee performance can provide significant and valuable insights. This knowledge can help
organizations to understand how to design HR practices that promote employee well-being and,
consequently, enhance employee performance. Also, it is essential to find a proof that crisis
influence has an impact on employee performance, which in turn has an influence on employee

performance.

From a practical perspective, the topic of paper is important for several reasons. Firstly, the
COVID-19 pandemic has significantly impacted the global economy, and organizations are facing
challenges in maintaining employee well-being and performance during this crisis. This study can
provide practical guidance to organizations on which practices should be invested in more and
how to manage them effectively during times of crisis to support employee well-being and
performance. Secondly, the study can also help organizations to understand the importance of
employee well-being and the role it plays in enhancing employee performance. By focusing on
employee well-being, organizations can create a positive and supportive work environment that
fosters engagement, job satisfaction, and productivity. Finally, the study of HR practices and their
impact on employee performance and well-being is relevant for organizations of all sizes and
industries. This study can provide insights into effective HR practices that can be implemented in
organizations to improve employee well-being and performance during crisis times. The
knowledge gained from this study can be beneficial for organizations of different sectors, fields of
activity and industries.

Looking in advance at the results of the conducted study it should be highlighted that
employee well-being plays a role of a mediator between HR practices and employee performance,
while crisis influence is a moderator of employee well-being —employee performance relationship.
Coming closer to exact results, it was defined that Soft HR practices are essential for improving
employee well-being and performance and, as a consequence, organizations need to pay attention
to their HR practices and invest in programs and initiatives that support and improve employee
well-being. Moreover, it was figured out that leadership programs, coaching programs, and

consultations with psychologists were effective in supporting employee well-being and



performance. Also, the indirect effect of HR practices on employee performance through the
mediator of employee well-being was proved in this study as well. By improving HR practices
that enhance employee well-being, companies can create a more positive work environment that
leads to more productive employee performance. The last, but not least conducted analysis shows
that the strength of the relationship between Employee Well-being and Employee Performance
varies depending on the level of Crisis Influence. The results indicate that for employees
experiencing Low Crisis Influence, there is a stronger positive relationship between Employee
Well-being and Employee Performance (b = 0.779, p < 0.05) compared to employees experiencing
High Crisis Influence, where the positive relationship between Employee Well-being and
Employee Performance is weaker (b =0.705, p < 0.05). It can be concluded that the awareness of
the level of crisis influence can help companies to choose and then implement appropriate HR

practices to support employee well-being and performance during times of crisis.

2. Research goal and tasks

The main goal of the study on the impact of HR practices on employee performance and
the mediating role of employee well-being in crisis times is to examine the impact of soft HR
practices on employee performance during times of crisis and the factors can strengthen this

impact. Specifically, the defined study objectives are presented in the list below.

e To define which HR practices were in demand for supporting and improving firstly
employee well-being and then employee performance.

e To define what mediates the relationship between soft HR practices and employee
performance in crisis times.

e To define what moderates the relationship between employee well-being and employee

performance.

Taken it more generally it can be said that the planned study intends to identify effective HR
practices that can enhance employee well-being and performance during crisis times. The study
aims to provide valuable insights for organizations to develop better HR strategies that address
the needs of employees during times of crisis. By doing so, the study aims to contribute to the
existing literature on HR practices and employee performance, while also providing practical
implications for organizations to manage their HR practices effectively during times of crisis.

The following steps should be taken to achieve the setting aim:

¢ Dive in the theoretical background of this topic and prepare a literature review.

e Formulate hypothesis based on literature review.



e Define the research design.

e Formulate in-depth interview questions and survey questions based on proven scales for
implementation the mixed study.

e Conducted interviews and launch survey at the same time.

e Analyze and consolidate interview results for figuring out what HR practices were in demand
and still are in demand now for supporting and improving firstly employee well-being and
then employee performance.

e Test setting hypotheses and build the mode by using structural equation modeling in IBM
SPSS AMOS.

e Describe received results and formulate conclusions.

3. Theoretical background

1) Human Recourse Management and HR practices

At the beginning of the literature review it is extremely crucial to provide the definition of
Human Resource Management that states that HRM “is about how people are employed, managed
and developed in organizations™. Then it is important to take into consideration for further
research the theoretical background, which specifies the classification of 2 variants of Human
Research Management approaches fully described and analyzed in the 5™ edition of the book
“Human Resource Management. A Contemporary Approach”?. According to this classification,
the first approach could be defined as a “soft HRM” and indicates taking care of employees by
motivation, support, social and psychological rewards, and providing training to promote
successful socially responsible organizations. Another approach was defined as a “Hard HRM”
and looks at human resources as “other resources”. More often “hard HRM” associated with
strategies of cost reduction and lean production, which include pay cuts and pay freezes, minimal
training, outsourcing, downsizing, and work intensification®. Later via discussions and debates
academic society together with business practitioners the mentioned terms have been modified to
“High-Commitment Management (HCM)” instead of “soft HRM” and “Strategic HRM” instead
of “hard HRM™.

L Armstrong, M., & Taylor, S. (2020). Armstrong's handbook of human resource management practice. USA: Kogan
Page Publishers.
2 Beardwell, J.; Clark, I. An Introduction to Human Resource Management. In Human Resource Management: A

Contempory Approach, 6th ed.; Beardwell, J., Claydon, T., Eds.; Pearson: London, UK, 2010.

3 Edvardsson, I. R., & Durst, S. (2021). Human Resource Management in Crisis Situations: A Systematic Literature
Review. Sustainability, 13(22), 12406.

4 Beardwell, J.; Clark, I. An Introduction to Human Resource Management. In Human Resource Management: A
Contempory Approach, 6th ed.; Beardwell, J., Claydon, T., Eds.; Pearson: London, UK, 2010.



Moreover, it is essential to list all existed and commonly used HR practices and then shortly
describe them in the theoretical background part of this paper. The following practices and their
sub practices will be taken in the scope of analysis and discussion: performance management,
compensation and benefits, training and development, internal communications. Recruiting will
not be closely considered since during recessions companies quite often have no resources and
needs to expand their teams, by attracting new employees. Due to the trend mentioned early this
practice is rarely used in crisis times. Nevertheless, this practice will be described as well for

covering all existed and commonly used HR practices.

From the other perspective, systematic approach, before starting to describe every practice, it
is crucial to present the HR function as a whole flower, a living creature, which consist of petals.
Each petal represents HR practice. Each practice by itself can exist, be implemented and bring
results, but only by combining into a single flower, the so-called HR daisy, practices form a solid
system that helps the company to find the right employees more efficiently and faster, adapt them,
develop them, retain them, by meeting their social, professional and financial needs. All these
efforts make it possible to cultivate effective, loyal employees, who in turn will support and lead

the company to the best results and financial indicators.

First of all, this list should be started with the eliminated practice during the crisis times:
recruitment and selection. It is described as an end-to-end process from clear confirmation of a
hiring request to interest and verification of the candidate, to a decision and indisputable proof of
the presence of the smartest people®. In different words, this practice is the process of identifying,
attracting, interviewing, selecting, hiring and adaptation via on-boarding and buddy programs of
employees on new vacancies or replacement. In this part, it is also essential to notice the
importance and key role of hiring. It is well-know that the most essential resource in the company
is human resource, the main power for archiving ambitious company goals and results by
improving overall performance. From the other side of this cone, personal cost is the one of the
most expensive and big part of the budget for every company. As it is shown by lots of cases, the
high-qualitive precise recruitment process is long and expensive, so average cost for one single
final candidate for one open vacancy could reach enormous amount of money, around $4000°.
That it is why, it is extremely crucial to find, choose, hire and on-board (adapt) the right person,

the future team member.

5 Fong, C.-Y., Ooi, K.-B., Tan, B.-I,, Lee, V.-H., & Chong, A. Y.-L. (2011). HRM practices and knowledge sharing:
An empirical study. International Journal of Manpower, 32(5-6), 704—723.
® Vasconcellos, E. (2022). What Does It Cost to Hire an Employee? News authority “Business News Daily”.



Secondly, training and development as one of the most time and cost-consuming practice
should not go unnoticed. This practice was defined as “a key instrument for updating laborers’
activity execution, and affiliations keep growing, preparing spending plan on a yearly preface with
believing that it will pick up them an engaged edge™’. In other words, training and development
initiatives are educational activities within an organization that are designed to improve the job
performance of an individual or group. These programs typically involve advancing a worker's
knowledge and skill sets and instilling greater motivation to enhance job performance. Also, this
crucial to highlight that this practice quite often is focused not only on finding external providers,
platforms and trainers, but also on finding and developing of internal couches and trainers inside
the company. This process will create the culture of knowledge share, consequently, it will
improve the climate inside the company and performance of every employee, as well as the
company at large. Another essential part of the training and development work is a tight connection
and collaboration of company with universities and colleges. This activity helps to create a pool
of young candidates, who will be full of enthusiasm and loyalty to the firm. A shortening the
closing time of a vacancy and facilitating the hiring process can be considered as a positive

consequence of this time investments®.

Thirdly, another HR practice should be defined in this part of this paper as well. In some
companies the further defining practice is familiar under the name of performance management,
but in the scope of this study, this phenomenon will be called performance appraisal. Performance
appraisal was presented as the strategy through which an affiliation gets information on how well
a laborer gets along with his or her action®. In other words, it is a regular review of an employee’s
job performance and his/her contribution to company's results at large. Due to this activity
employee gets not only feedbacks according his/her work and results, but also an opportunity or
justification for promotion, development in the frame of one job role or transfer to another position,
role if the previous job duties do not fit employee's field of interest or level of proficiency
anymore. The review and increase of wages are most often the logical conclusion of performance

appraisal in some cases.

Fourthly, compensation and benefits (C&B) were described as joined monetary and generally

related prizes bound to laborers as a final product of their work°. In more simple words, C&B

" Falola, H., Osibanjo, A., & Ojo, S. (2014). Effectiveness of Training and Development on Employees’ Performance
and Organization Competitiveness in the Nigerian Banking Industry. Bulletin of the Transilvania University of
Brasov, 7, 161-172.

8 Vasileva, D. (2022). Internship report 2022. St. Petersburg State University.

° Noe, R.A., Hollenbeck, J.R., Gerhart, B. and Wright, P.M. (2003) Human Resource Management: Gaining a
Competitive Advantage. 4th Edition, McGraw-Hill, Boston.

10 Lim, LJ.W. and Ling, F.Y.Y. (2012), "Human resource practices of contractors that lead to job satisfaction of
professional staff", Engineering, Construction and Architectural Management, Vol. 19 No. 1, pp. 101-118.



sub-function can be explained as the compensation/salary and other monetary and non-monetary
benefits passed on by a firm to its employees. The main responsibility of the C&B specialist is to
take care about renumeration policy of the company, which include fix salaries, variable pay
salaries, annual bonuses, and different benefits such as compensation for renting of an apartment,
compensation of using car, pension plan/group insurance, extra payment of sick leaves, voluntary
medical insurance, accident insurance, life insurance, COVID-19 insurance, travel insurance,
meal, 13th month salary, holiday allowance, compensation for remote work, compensation, mobile
subscription, mobile phone device, notebook, sport benefits. Also, it is crucial to mention the

necessity and utility of this sub-function contribution in KPI and budget formation exercise.

Finally, the last, but not least practice - internal communication as a quite recently appeared
but has already justified the attention and investment from the business and academic communities
should not go unnoticed as well. Before trying to present the formulated definition, it is worth to
notice that communication is an element that maintains relationships within the company. What
one person says to another can not only affect those two people, but also it can make a strong
influence on the company at large, since the company can be presented as a whole system.
Communication between managers and employees, as well as the employees between themselves
in an organization, is an important factor in determining the degree of satisfaction of people!!. As
it was correctly noticed, organizational communication is central to organization success®2. In
academic and business societies this studied phenomenon is called as organizational or internal
communication. In this paper the term “internal communication” will be used. Nevertheless,
before moving to the stage of the definition presenting, it is essential to highlight that it is still an
open question for business and academic communities where internal communication should live
in the marketing department or the HR department. The truth is always in the middle, as well as
the internal communication. Nevertheless, since the most internal information are focused on
employees, in this paper there will be assumed that internal communication mostly belongs to HR
department. However, indeed, internal communication should have contacts with all
organizational departments and cover all happed changes and coming updates and news all over
the company. Regarding the definition of this term, internal communication refers to “a group of
processes or tools that are responsible for effective information flow and collaboration among top

management, middle management, and employees™*3. The main purpose of this practice is to

11 Jakubiec, M. (2019). The importance of internal communication for management of an organization. Scientific
Papers of Silesian University of Technology. Organization and Management Series. 2019. 47-62.
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provide internal global communications among company members via monthly regular
communication sessions, townhalls, which can be organized four times in a year at the end of every
quarter, applications, platforms, and internal company internal portal for publishing and spreading
news and announcements. The main aim of this action is to create a common information field that
will help each employee to receive a correct idea of the strategy and goals of the company as a
whole and feel like an important part of changing and achieving the goals set. It is worth to notice
this function and activity help to maintain and develop core values of a company that consequently

help to rise employees’ perceptions and acceptation of these values on the new level.
2) Employee well-being

The next stage of this study is to cover the following phenomenon: employee well-being.
During for more than several decades business and academic societies have been investigating the
influence of employee well-being on as an employee performance specifically as on an
organizational performance at large. The sharpest necessity to study, invest and, consequently,
improve employee well-being is felt in various types of recession times, since mostly in crisis
times employees feel themselves extremely unsecured and fragile. The growing individual and
common social anxiety demobilized employees and worsen their job performance. Nevertheless,
before proceeding to provide more arguments for utility to maintain an employee well-being on
the appropriate level and improve it for getting stable and productive performance, it is crucial to
define what this term means. Employee well-being is a broad concept that refers to many aspects
and thus different researchers from both academic and business communities have converged on
a multidimensional conceptualization of this phenomenon®*. Several theoretical models are
presented in this part for full disclosure of employee well-being. However, the generally accepted
and well-known three-dimensional model that was developed by Grant is taken as one of core
concepts and theories of this research in order to strengthen the theoretical background of this

study.

Employee well-being is defined as the overall mental, physical, emotional, and economic
health of employees. In other words, it is a condition of the employee’s physical and mental health,
including both life and work experiences *°. It’s influenced by various factors such as internal
organizational climate, relationships among employees, co-workers, the decisions employees

make, and the tools and resources they have access to. It should be notice also that hours, pay,

14 1lies, Remus & Pluut, Helen & Aw, Sherry. (2015). Studying employee well-being: Moving forward. European
Journal of Work and Organizational Psychology.

15 Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review and synthesis of the literature.
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workplace safety and security also have a significant impact on employee well-being?®. Another
author has described this term in more precise and shorter way as the overall quality of how an

employee experiences and functions at work?’.

According to classification of employee well-being, there were created different models for
describing and further investigating this concept. In this study, there are presented just three the
most generally accepted and well-known of them. First one, Gallup research, which were
conducted in 150 countries, there was defined that employee well-being includes five core
components'®. This model can be defined as the most general one since it was developed for
investigation of world well-being. In different, more precise way, it can be explained that this
model has helped to measure the well-being and satisfaction of life of population of 150 countries.

There are core components in the list below:

e Career well-being. It can be described as the satisfaction that people get from work
responsibilities and how they spend their time at work every day.

e Social well-being. It can be explained as engaging in healthy, meaningful relationships
with friends, family, and colleagues.

e Financial well-being. This type of well-being means an ability to manage personal finances
successfully and have a stable source of income and allows to be secured from the financial
aspect of life.

e Physical well-being. It can be described as an ability of having health and energy for basic
functioning and accomplishing tasks.

e Community well-being. It can be explained an ability of having a connection with others

and feeling a sense of belonging in the place where the person lives.

Another research has proposed a two-dimensional model, which includes five factors of
affective well-being. Before presenting the mentioned defined factors, it is worth to explain what
affective well-being means and what wider concept this term belongs to. Affective well-being
“reflects the frequent experience of positive affects and infrequent experience of negative
affects”?®, Affective well-being is a part of psychological well-being, which in turn consists of

“several components, competence, aspiration, autonomy, integrative functioning and

16 Waida, M. (2021). What is Employee Wellbeing and Why Does it Matter? Official site “Wrike”
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satisfaction?®. Due to conducted researches it was defined that measures of affective well-being
are precepted as one of the most important, if not the most important, indicators of psychological
well-being?L. This conclusion and perception could be explained by the fact that only affective
well-being approach was able to cover both cognitive processes that influence well-being?? and
job satisfaction together, to observe well-being as a whole system without decomposing it into two
elements. Moreover, it should be noticed that affective well-being “is multi-dimensional, and can
potentially capture subtleties, complexities and changes in the experience of work that general,
uni-dimensional measures may not”?®. Coming back to the model itself, each factor of the
mentioned model represents the validated scales that consist of opposite states that an employee

may experience in work life context?*:

e Anxiety — comfort

e Depression — pleasure
e Bored — enthusiastic
e Tiredness — vigour

e Angry — placid

The last, but not least observed model in this part of the study is three-dimensional model of
Grant. This model can be presented as the most holistic one, in which it was claimed that employee
well-being can be defined and investigated by three key dimensions, which are listed and described

in the list below:

e The psychological well-being. This dimension of well-being in some researches and
interpretations is called happiness well-being and can be decomposed into two equal
elements, subdimensions: hedonic and eudemonic®®. The hedonic subdimension of
psychological well-being is happiness oriented and refers to the subjective experiences that
employees get during the work life. It is connected to job satisfaction, to the presence of

positive emotions at work and the balance between positive and negative attitude to
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happened work situations?®. Moreover, in this part, the importance of getting joy and
pleasure from work processes and communication with colleagues should be highlighted
as well. The eudemonic subdimension of employee well-being refers to the productivity of
employees at work and the realization of their full potential. It is linked with finding
meaning and purpose of the work life and includes feelings of engagement and affective
commitment to the organization?’.

e The physical well-being. This dimension of well-being in some researches and
interpretations is called health and focuses both on physical and mental health. Health well-
being emphasizes the importance of holding under control the indicators that could notify
management about extreme stress like burnout and work intensification, as well as job
strains, such as work overload and over commitment?®. The physical well-being consists
of personalized feelings of health, given as energy levels, stress, and exhaustion?®. Quite
often in organizations that do not take care and work with employee health well-being,
work processes could cause injuries and stresses which can lead to disease and disability
in the worst scenarios and cases®. In order to avoid such troubles and tragedies, many
companies allocate a budget to monitor working conditions and provide all employees with
the poles of voluntary medical insurance and accident insurance, if the employee's work
duties involve life-threatening work.

e The social well-being. This dimension of the model is also called relational well-being and
is associated with the quality of interpersonal communication to which employees are
involved during the work processed on daily basis. This refers to the interaction between
employees regardless of their role, status, and actual geographical location of their
colleagues. Also, this measurement evaluates the attitude of employees to the organization
as a whole3!, Moreover, it should not be eliminated that employee social well-being
measures cooperation and reciprocity among employees as in the frame of one organization
as with partners, clients, supplies and providers, along with the levels of organizational

trust, integrity, and social support. All of this elements quite often are incorporated into the
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organizational culture, which is aimed to create and improve the general feeling of being

fairly treated and accepted®.

3) Employee Performance

After the disclosure of concepts HRM, HR practice and employee well-being, it is logical to
move to the concept of employee performance. The disclosure of this stated concept will consist
of the commonly used definitions and the types of performance, which will be taken from well-

known and commonly accepted academic theories.

Before providing the definition of employee performance, it is necessary to mention that it is
a basic component of organizational success:. It can be perceived as one component of business
success along with productivity, sales, and the achievement of organizational goals®*. Companies
that have a desire to prosper and develop should think about significant investments on practices
that encourage and empower to improve the individual performance. This individual performance
growth is achievable via getting the stable and cemented significant level of employees’ job
satisfaction, internal feelings of security, support, trust, and motivation. It is essential for the
organization to provide their employees with infrastructure, environment, well-structured
communication, motivation, opportunity to perform and all the needed resources. Enterprises that
add value and invest in their employees have a significant probability to achieve the optimal

performance.

Moving to the concept definition it should be noticed that there is a significant number of
explanations and understanding of what employee performance is. One group of academic
researchers figured out that employee performance is “the set of employee’s actions and behaviors
consistent to the organizational goals that are under the control of employees”®. In other words, it
is a process when employees do their job by full covering their responsibilities, which were agreed
in the initial stage of the hiring with their employers and were documented and fixated in the job
description for the specific role®®.
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Another group of academic researchers are more inclined to the fact that that employee
performance is a multifaceted concept, which consists of different dimensions. They figured out
that the task performance and the organizational citizenship behavior are key elements of
individual performance®’. Looking close at the each of the mentioned, the first dimension - task
performance can be defined as the behaviors that are stated in a job description, which support the
technical core of the organization®. It is linked to the practical skills and knowledge that are
required from employees for completing tasks.

Another dimension - organizational citizenship behavior or contextual performance is under
control and influence of psychology and organizational management. It was defined that
organizational citizenship behavior creates, maintains, and strengthens social and psychological
environment of each department and organization at large®. In different words, if an employee
has the traits of organizational citizenship behavior, he or she is more interactive and cooperative
with other colleagues, is innovative and creative, or more willing to share knowledge with other
members of the team*!. Moreover, it was figured out that organizational citizenship behavior has
a significant positive impact on “organizational results such as productivity, competency, customer
satisfaction and turnover intention”. Later in the process of the study the concept of organizational
citizenship behavior, it was discovered that this dimension of the individual performance is

consists of five basic subdimensions, which are listed and described below*?:

e Altruism refers to supportive behaviors and actions, which are directed and aimed to take
care about other employees, internal and external colleagues in the scope®.

e Conscientiousness is linked to the occasion when employees are used to be always
punctual, present at the work place or available for contact, and do perform their tasks

beyond normal expectations and prerequisites.

37 Meijerink, Jeroen & Boons, Mark & Keegan, Anne & Marler, Janet. (2021). Algorithmic human resource
management: Synthesizing developments and cross-disciplinary insights on digital HRM. The International Journal
of Human Resource Management. 32. 1-18.

% Alfes, Kerstin & Shantz, Amanda & Bailey, Catherine & Soane, Emma. (2012). The Link Between Perceived
Human Resource Management Practices, Engagement and Employee Behaviour: A Moderated Mediation Model.
International Journal of Human Resource Management - INT J HUM RESOUR MANAG.

39 Narzary, Genuine & Palo, Sasmita. (2020). Structural empowerment and organisational citizenship behaviour: The
mediating—moderating effect of job satisfaction. Personnel Review.

40 Organ, D.W. (1997) Organizational Citizenships Behavior: It’s Construct Cleanup Time. Human Performance, 10,
85-97

41 Meijerink, Jeroen & Boons, Mark & Keegan, Anne & Marler, Janet. (2021). Algorithmic human resource
management: Synthesizing developments and cross-disciplinary insights on digital HRM. The International Journal
of Human Resource Management. 32. 1-18.

42 Ocampo, Lanndon & Acedillo, Venus & Bacunador, Alin & Balo, Charity & Lagdameo, Yvonne & Tupa, Nickha.
(2018). A historical review of the development of organizational citizenship behavior (OCB) and its implications for
the twenty-first century. Personnel Review. 47

43 Foote, David & Li, Thomas & Tang, Thomas. (2008). Job satisfaction and organizational citizenship behavior
(OCB) Does team commitment make a difference in self-directed teams? Management Decision. 46.



e Courtesy refers to the occasion when employees are kind and respectful to other employees
because they strive to prevent the cause of the problem or take initiatives to eliminate the
consequences of any possible critical issues.

e Sportsmanship refers more of its part to positive aspects rather than on negative ones. It
reflects the behavior of an employee who is not used to complaining about small things
and does not escalate the atmosphere.

e Civic virtue focuses on voluntary behaviors both in professional and social aspects.
Moreover, this subdimension of the organizational citizenship behavior is responsible for

the general support of the functions of the organization**.

In the modern VUCA world and due to the growth of the working environment volatility,
business and academic communities figured out that more often than before employees should
have or acquire during the working process a certain level of adaptability in order to cope with
required duties. It has become more crucial for them to learn how to adapt efficiently, respond
accordingly to urgent situations, to prioritize, when needed and deal with new issues under
specific, changeable circumstances®. All mentioned new variables have proved the necessity and
relevance of appearance of a new concept, type of performance - adaptive performance. This type
of performance can be described as the “flexible work behaviors that help employees adapt to
change by demonstrating excellence in problem solving, uncertainty/stress/crisis control, new

learning, and adaptability related to people culture and environment™*®,

Another dimension of individual employee performance that should be disclosed is
counterproductive behavior. It is one of the key concepts of organizational psychology that
influence the growth and prosperity of the organization. Most often, this behavior is voluntary in
nature and has the intention to cause significant harm to the company and its members,
stakeholders. They can be physical or verbal, such as “sabotage, laziness, vandalism of the
organization's property, intentional inadequate work and absenteeism”*’. Such behavior can have
a negative impact on the physical or non-physical assets of the company, daily work processes and
employee efficiency. This can lead to situations that can lead to catastrophic and costly
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consequences for the organization. It can also cause significant damage to the well-being of

employees®.

There is existed another theory that should be described along with already mentioned concepts
and listed dimensions of the individual performance. For an enterprise in order to maximize its
efficiency and profit in existing markets, while maintaining a focus on conquering new markets
and creating future innovations, employees are required to fully perform the duties entrusted to
them and be effective in their implementation. At the same time, employees need to search,
discover, experiment, develop and implement innovations®. In order to harmoniously combine
these two polar activities of the organization, it is necessary to find the right balance between the
use of rules and procedures to make the work of employees standard (in other words, to perform
work in accordance with official instructions and the role assigned to this employee), while not
forgetting to leave the employees the space, to give them the freedom to spontaneously introduce
innovations, to adapt to challenges and atypical situations®. Thus, academic researchers have
come to the conclusion that it is necessary to study both aspects of the effectiveness of employees

in the organization: in-role job performance and innovative job performance.

Starting with the in-role job performance, it can be described as “actions specified and required
by an employee’s job description and thus mandated, appraised, and rewarded by the employing
organization”. In-role job performance guarantees that working behavior becomes predictable,
so that the main core tasks can be effectively and efficiently coordinated and controlled in order

to reach the company's global goals®.

Innovative job performance was disclosed as “the intentional generation, promotion, and
realization of new ideas within a work role, work group, or organization in order to benefit role
performance, a group, or an organization”. This dimension of performance consists of complex
tasks that include a variety of cognitive and social actions, such as generation, promotion,
discussion, modification and, subsequently, as the final result, the implementation of creative

unique know-hows. This observed type of the employee performance is aimed at developing and
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using new ideas and practices. However, it should be noticed that innovative job performance
involves changes that can lead to resistance due to the high level of insecurity and uncertainty that

it can generate among employees.

The last presented model in this part of the first chapter will be the AMO model. It should be
highlighted that this model will be one of the key models and the further research will be founded
on it. This mentioned model proposes that employee performance is a function that can be
decomposed into the following dimensions: ability, motivation, and opportunity®. Regarding the
model, HR practices can enhance employee performance through skill-, motivation-, and
opportunity-enhancing practices®. Skill-enhancing HR practices focus on improving staff hard
skills and cabilities, while motivation-enhancing HR practices aim to positively influence on the
growth of employee motivation and engagement. Opportunity-enhancing HR practices empower
employees to use their abilities and motivation to reach company's goals, get new knowledge and
tools, and diagnose possible shortcomings in work processes®.

Skill-enhancing HR practices consist of recruiting, accurate selection, and training that
encourage employees to get skills and knowledge to improve efficiency in work processes and to

develop an innovative approach to work and tasks.

Motivation-enhancing HR practices boost motivation encompass various measures such as
developmental performance management, attractive compensation, comprehensive benefits,
promotion opportunities, and job security. These practices aim to furnish employees with the
incentives needed to enhance their performance and feel appreciated by their organization for their

contributions.

Opportunity-enhancing HR practices include flexible job design, teamwork, employee
involvement, and knowledge sharing, which can encourage employees to assume greater
responsibility for setting goals, completing tasks, and managing interpersonal dynamics,

potentially leading to significantly improved in-role and innovative job performance.®®.
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To sum up, the AMO model provides a useful framework for understanding the different ways
in which HR practices can enhance employee performance by addressing different aspects of the
employee's ability, motivation, and opportunity to perform. By implementing these practices,
management team of an organization can improve employee performance and reach objective in

more effective way.
4) Crisis

Now in this part there is presented and covered the core element of this research — crisis. Today,
the word crisis is one of the most frequently heard and pronounced words as in the mass media, as
in the private conversation. It is applied both to describe personal events and, in most cases, to
describe a state in which society as a whole or individual organizations and systems find
themselves, with negative outcomes. In other words, the term crisis is applied to situations that are
“unwanted, unexpected, unpredictable and almost unthinkable, which cause disbelief and

uncertainty’®’.

Moving to more precise and academic definitions of this concept, the following authors with
their conclusion could be presented. Kathleen Fearn-Banks has claimed thar crisis is a “larger
event with potentially negative consequences affecting an organization, company or industry, as
well as its target public, products, services or good name”*®. For Hamblin, crisis is an “urgent
situation in which all the members of a group are faced with a common threat”°. Fink has defined
the crisis as any event that can escalate in intensity, become the focus of attention of the media
and the government, obstruct normal business operations and negatively affect a company’s image
and profit®. Barton sees crisis as a “larger and unpredictable event with potentially negative
consequences. This event and its consequences may cause significant damage to a company, its
employees, products, services, financial state and reputation”®!. The last, but not least, Pearson and
Clair define crisis as an “event of small probability and great consequences, which imperils the
life of an organization, being characterized by unclear causes, effects and means of solution, as

well as a conviction that decisions must be made quickly”®?,

Regarding types of crises, it is crucial to make a little remark that in this paper under crisis will

be taking into account and described below all possible types of it. Natural crisis, which includes
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earthquakes, hurricanes, flooding, and other natural disasters, will be not taken into scope of this
research, however, it will be described in the theoretical background for covering all types of crises
and providing with the whole picture. In some researches and classification of crisis, pandemic
belongs to natural crisis, in other ones it does not. Nevertheless, in this paper pandemic will be

considered as a part of epidemiological crisis.

The description part of crisis types can be started from one of the most obvious and easily first
figured out and then estimated recession - financial crisis. Financial crisis from the general
economic perspective is a situation when financial instruments and assets significantly lose their
value. As a rapid consequence, legal entities and physical entities are not able to meet their
financial obligations, and financial institutions spend cash or convertible assets to invest in projects
and meet immediate and concerned parties” needs. Investors become are less confident in the value
of their assets and consumers' incomes and assets, in most cases, are reevaluated in the direction
of reducing their value, that then, consequently, creates a situation when consumers and asset
holders are not able to pay their debts and obligations. There are a lot of factors that can cause a
financial crisis. However, often the financial crisis can be explained by overevaluation of assets,
system failures, which in turn can be explained by consumer panic. The majority of clients decide
to withdraw funds from the bank when they become aware about the financial problems of the
institution. Also, a reason of the asset value decrease can be found in a significant drop in demand
for the product or service. There can be taken various steps for business to overcome and survive

during the financial crisis:

e First of all, the organization can try to move funds to cover immediate short-term costs.
e Secondly, the top management of the organization can re-analyze sources of profit for

finding new ways to get long-term income, as well as increase margin.

Another type of crisis that is revealed in this study is the personnel crisis. A crisis of this type
occurs when a community member or employee is involved in unethical or illegal behavior. The
reasons for this type of behavior can vary and be depended on both employer, society and
employee him/herself. Regardless of where exactly this type of behavior was manifested by a
person in the workplace or in the personal life of an employee, this can cause damage to both
society and the organization. In particular, the reputation of the company can suffer the most
because the organization hired or was responsible for this person. To get out of the crisis situation,

it is recommended to take the following steps listed below:

e Determine the scale of the situation and the extent of the damage.

e Determine the appropriate disciplinary measures.



Provide a written or oral statement.
Determine the correct response actions.
Be transparent to these media and inform its representative about the actions in case if this

happened situation has attracted the attention of the media.

There is present one more type of crisis in the theoretical part of this paper. Organizational

crisis can be defined as “an event that threatens an organization’s reputation or credibility due to

actions by employees or leadership of the organization”®. There were defined three possible

types of organizational crises:

First of all, it is essential to mention the crisis of deception. This type of crisis occurs when
an organization deliberately lies about publicly available product information or fakes
publicly available data.

Secondly, crisis of management misconduct should be disclosed as well in the paper. This
type of crisis is caused by management voluntarily participation in illegal activities. Well
- known and frequently encountered examples of misconduct include withholding
information, exploiting clients, and lack of managerial authority.

Thirdly, it is essential to disclose the crisis of skewed management values. A crisis of this
type happens when the owners of a company put short-term financial benefits above
corporate social responsibility, concern for the environment and neglect the interests of
both external and internal stakeholders such as customers and employees.

For overcoming the described crisis situation, the following listed actions can be taken:

Change organizational culture and attitude to internal and external clients, customers on all
levels.

Embrace an organizational culture that's dedicated to customer success and customer
intimacy.

Reobserve recruitment process on the stage of selecting final candidate in order to hire

employees who have the same set of values as the organization.

Another type of crisis that is covered is the technological crisis. Technological crises most

often occur due to human use of science and technology. This happens when the technology

becomes too complicated, and the system fails. Software failures, industrial accidents can be

considered as the most obvious and frequently occurring examples of such crises. E-commerce

8 Brand, J. D. & Pohl, G. M. (2021). Model/Anti-Model Advocacy Responses to Hospitality Industry Sexual
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sites and software development companies could lose millions in revenue and the trust of their
current users if servers fail. This is not only a huge loss of income, but also a serious blow to the
reputation of a product or service. To overcome the technological crisis, it is recommended to take

the listed steps listed:

e Work with the IT department or technical support team of the provider to resolve the issue
as soon as possible in order to prevent the issue from affecting employee’s work and, as a
consequence, customers and suppliers.

e Discuss the current situation with employees in order to find the cause of problems with
the system or platform.

e Establish precautionary measures and develop regulations to prevent similar crisis
situations in the future.

e Improve the level of customer service and technical support teams to increase the efficiency
and effectiveness of work with the influx of calls from angry or confused customers.

There is described another type of crisis in this study. Natural Crisis can be defined as
“catastrophic events with atmospheric, geological, and hydrological origins that can cause
fatalities, property damage and social environmental disruption”®. Most often, natural disasters
are meant by droughts, earthquakes, floods, hurricanes, landslides, volcanic eruptions, tsunamis,
tornadoes, and so on. All of these natural hazardous accidental events bring huge damage to world
government and population, global businesses and the environment of the planet at large. Since,
quite often it is extremely complicated to predict the time and the location of the catastrophic
events, it is crucial for any company to be sure that its employees are ready and trained to promptly
and correctly react and act in emergence situations in any time. Especially, if the company's office
physically is located in the risk zone. For overcoming the described crisis situation, the following
listed actions can be taken:

e Be proactive.

e Build the office in a structure that's resilient to weather in the dangerous zone.

e Prepare an evacuation plan in the event of an emergency.

e Prepare a contingency plan for business operations in case your offices become

unavailable.
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e Conduct scheduled exercises and trainings on an ongoing basis for all employees in order
to be ensure that they are aware of what to do, where to go and where to find everything

they need in case of natural disasters.

Another type of crisis that has reminded about its weight since 2022 should not be forgotten
as well. A geopolitical crisis can be described as a result arising from a dispute and conflict
between states and political actors or political spatial groups that are organized because of
territorial control. This dispute over control can be focused on both land and water, on human
geographical features, natural exhaustible and inexhaustible resources, renewable fossils, trade
zones, etc. In most cases states or groups that represent different interest are involved in active and
escalated military activities. There is impossible to provide any workable steps for overcoming the
described type of crisis. Only diplomacy, discussions and negotiations in which both sides will not
only take part but will also be interested in ending hostilities or open conflict will be able to lead

to a successful resolution of the crisis situation.

Epidemiological crisis is presented in this paper along with other types of crises.
Epidemiological crisis is a situation in which a large part of the population of a territorial zone or,
in a more critical case, the entire planet is infected with a virus or disease. This type of crisis, as
well as geopolitical ones, has gained significance and weight among all spheres of life of different
groups and strata of the world's population due to the recently appeared Covid-19. A virus or
disease can have either a technogenic or natural origin. There were defined 2 possible types of
epidemiological crisis based on territorial area of spread:

e A virus or disease becomes an epidemic if a large part of any territory is exposed to
infection.

e Avirus or disease has a feature of a pandemic if a large part of the entire planet is infected.
Covid-19 was called a pandemic due to its general planetary distribution.

The last but not least type of crisis that is disclosed in the study is energy crisis. The energy
crisis is a concern that the world's needs for limited natural resources, which are used to feed an
industrial society, are decreasing as demand increases. Some researchers define it as any
significant bottleneck in the supply of energy resources to the economy. During the last fifty years
world society more often than before has been starting to concern about the renewable and non-
renewable resources, approaches to provide all the next generations of the planet's population with
everything they need. Moreover, academic, and scientific societies have started to study the safety
of the energy sources used and the development and improvement of alternative energy sources

that will be more eco-friendly in long-term.



5) The role of HRM and HR practices in an organization during crisis

Returning to the main topic specific topic of the future conducted study, it was found that top
managers of companies of different size and from different fields of activity choose different HRM
approaches, depending on type of crisis and the extent of its influence on economic stability of
company and world business at large. Also, they have to take into consideration the size of their

company and the current stage of the company development and its circle of life.

It has been discovered that during the financial crisis managers of companies from various
fields of activities more likely used “hard HRM” approach via applying job cuts, short-term
working, reduction in training and development expenditure, pay cuts and freezes, reduced
benefits, and changes in industrial relations. Moreover, they found that HR function has occurred
the central key player in delivering responses to the global financial crisis®. It can be explained
by the fact that HR as well as marketing tightly connects and depends on external a set of
relationships, processes, and procedures such as labor and economic markets. Another paper has
concluded that large and small British firms respond to the economic crisis of 2008 differently.
Small firms or SMEs trended to use hard HRM by cutting pay-related costs, while large enterprises
used hard HRM as well, but they implemented it via another tool: downsizing to a large extent.%®
The reason of different tools could be found in the fact that due to the reduction of volume and,
consequently profits big firms have to sacrifice some part of their business, their assets and
resources to save the vital part. SMEs contrary to the large companies are limited in resources and
cannot lose it. Consequently, they need to save it for continuing operations and procedures, but

they have to reduce cost for human resources and assets maintaining.

Covid-19 was the first global epidemiological crisis for the last century since Spanish flu of
1918, which has pushed firms to significantly change not only HRM practices, but also processes,
procedures and practices of all companies™ functions. It should be noticed that in contrary to
approaches and actions, which were preferably taken during economic crises, epidemiological
crisis has encouraged managers of different levels to implement tools of “soft HRM” for increasing
employee’s satisfaction and feeling of safety and, consequently, his/her performance and
development. It was defined by some academic researchers a “soft HRM” as a more humanistic
approach to HRM, which can be adopted by treating employees as one of the company’s most

important assets. Via their research they found proves of a significant HRM’s contribution to
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employee performance at the beginning and, consequently, to organizational performance and the
critical role of HRM in managing crises. Thought the organized surveys and semi-structured in-
depth interviews with 26 HR representatives of Sri Lankan companies, researchers discovered that
practices of overhead cost saving by closing down office premises (without retrenchments of staff)
or shifting to work from home and employee engagement were actively and preferably used for
overcoming consequences of Covid-19 crisis®’. Also, other conducted study, which was focused
on battling COVID-19 with human resource management bundling, has found that internal
communication, social and psychological rewards, trainings had positive influence on employee
satisfaction, loyalty and, consequently, performance®®. Moreover, another paper, mostly focusing
on the effect of sustainable HRM practices on employee fears of the threats of COVID-19, stated
that practices of social-responsible HRM reduced employee anxieties and fears about the negative
impacts of pandemic and empowered employee to maintain the performance and to proceed
sustainable development®®. The usage of another approach and the mentioned actions, tools above
could be explained by the fact that employees of any industries have become the victim of strong
physical and emotional exhaustion and pressure, which have led to the increase of burnout and
absenteeism. That is why, in this type of crises HR practices, which directed on maintaining of
employee well-being and mental health are more suitable and effective in term long, while hard
cost reduction approaches will be useful only near future and will solve the consequences, but not

the causes of the appeared issues.

Nevertheless, it also should be mentioned that emergent situation that had been created by
epidemiological crisis Covid-19 has pushed managers to re-think not only the importance of the
HR practices, but also the concept of strategic Human Resource Management. Moreover, this crisis
situation prompted the academic and business communities to think about how essential it is to
allocate a place for the head of the HR department and provide the representative of this function
with the right to vote and make a significant input in the decision-making process in the crisis
committee. First of all, it was defined by some researchers that strategic HRM initially refers to
the “vertical connection between HRM functions and the organizational strategy as well as the

horizontal consistency between HRM functions”’®. Another group of researchers stated that in
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order to ensure the achievement of the organizational goals in a time of crisis, strategic agility is
required. Also, through their study they concluded that companies should be able to plan and
distribute their resources, coordinate the necessary functionality, and use organizational
knowledge and resources in the best possible ways’™. In another research it was stated that
organizations' traditional economic models are mostly taught to use data from the perspective of
"normal times.” That is why, it can be difficult to make forecasts about what would happen during
"abnormal periods." This may imply that generating forecasts about the company's operations,
such as the planning and allocation of resources, may be a challenging task’>. COVID-19 has
generated the extremely high level of uncertainty. Nobody knew in 2020 when this virus would
stop or whether its effects on how work is done in businesses would be short-term or long-term.
Therefore, managers and HRM experts and specialists have found it difficult to carry out strategic
planning or to implement the initial one. In this instance, the majority of enterprises were unable
to timely and accurately notify their staff about their management strategy or how they planned to
respond to the pandemic. To respond to this appeared issue it was figured out that “having clear
workplace guidelines during hard times helps to reduce employees’ stress and to increase their
motivation and confidence”’®. Moreover, via one research it was concluded “that access to
information and the updated news related to the pandemic is associated significantly with
employees' retention and the stability of their mental statement and consequently performance” .
Nevertheless, due to the novelty and suddenness of this epidemiological crisis, it may be
challenging for organizations to obtain this information, especially when they are in a reactive and
survival mode. Despite the challenging, enhancing organizational resilience is crucial to ensure
the sustainability of the organization in the Covid-19 crisis. The last, but not least common research
from this aspect, which was conducted by academic workers from different universities of the East
part of the world, showed that despite the uncertainty generated by this pandemic, organizations
clearly and undoubtedly understood the need “to develop ingenious practices that could help

absorb and face disturbance that threatens their survival”’®.

However, quite often firms decide to combine both approaches soft and hard HRM for getting

better results in the process of overcoming crises. Firstly, it is important to highlight once again

" Liu, Y., Lee, J. M., & Lee, C. (2020). The challenges and opportunities of a global health crisis: The management
and business implications of COVID-19 from an Asian perspective. Asian Business & Management, 19, 277-297

2 Baert, S., Lippens, L., Moens, E., Sterkens, P., & Weytjens, J. (2020). How do we think the COVID-19 crisis will
affect our careers (if any remain)?, GLO Discussion Paper, No. 520, Global Labor Organization (GLO), Essen.

8 Wong, E., Ho, K., Wong, S., Cheung, A., & Yeoh, E. (2020). Workplace safety and coronavirus disease (COVID-
19) pandemic: survey of employees. Bull World Health Organ. E-pub, 20.

4 Elsafty, A. S., & Ragheb, M. (2020). The role of human resource management towards employees retention during
Covid-19 pandemic in medical supplies sector — Egypt. Business and Management Studies, 6(2), 5059-5059

5 Ngoc Su, D., Luc Tra, D., Thi Huynh, H. M., Nguyen, H. H. T., & O'Mahony, B. (2021). Enhancing resilience in
the Covid-19 crisis: Lessons from human resource management practices in Vietnam. Current Issues in Tourism, 1—
17. doi: 10.1080/13683500.2020.1863930



that “hard” HRM strategies in most cases are useful and show positive overall outcomes in
financial aspects, while "soft" ones are preferably used for keeping employees' wellbeing. Indeed,
at the beginning via cost reduction strategies company has an opportunity to re-evaluate their
expenditure items and apply some adjustments for optimization in crisis period. And then, after
applying “hard HRM” or “strategic HRM”, companies can strengthen positive effects of
implemented changes by using actions aimed at retaining an employee and maintaining his
emotional state and working capacity. In one recent research in was defined that combination of
two mentioned above approaches positively affects and improves as employee and organizational
performance at large through job-related attitudes, which consists of work motivation, job

satisfaction and organizational commitment, as job performance’®.

6) The impact of HRM practices on employee well-being

After proving the key role of HRM and HR practices in an organization during crisis, it is
essential to move to justifications that HR practices have an impact on employee well-being. In
order to prove in, academic researches and business articles of previous years and periods are taken

into consideration and analyzed.

Before to move straightforward to studies review, it is crucial to mention that the understanding
that HR practices have an impact on employee well-being has developed gradually over time.
However, there are some key well-known and generally accepted researches in the history of HR
management that have contributed to this understanding, which should be disclosed in this part of
the study. One such research was the Hawthorne studies conducted in the 1920s and 1930s, which
were a set of experiments to investigate the relationship between workplace lighting and worker
productivity. The studies figure out that productivity increased regardless of changes in lighting
and concluded that the presence of researchers and the attention given to workers during the
experiment had a positive impact on their motivation and productivity’’. Another important
research was the publication of Abraham Maslow's hierarchy of needs theory in 1943, which
proposed that people have a set of basic needs that must be met before they can focus on higher-
order needs. This theory helped to shift the focus of HR management from purely task-based
approaches to more humanistic approaches that take employee needs and well-being into

consideration for further decision-making processes’®.
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Moving to academic evidence of this impact, it was proved that HRM practices that support
work-life balance, such as flexible work time and paid time off, have been linked to better
employee well-being’. Later it was defined and proved that when employees are able to balance
their work and personal lives, they report lower levels of stress, better mental health, and greater
job satisfaction®. Also, one more than almost several decades ago conducted but has become more
and more relevant nowadays study found that flexible work arrangements, such as remote work
and flextime, can lead to increased levels of employee well-being by providing greater control

over work schedules and reducing work-family conflict®’.

Other researchers found out that HRM practices that are directed to take care about employee
health and safety, such as providing ergonomic workspaces, promoting healthy behaviors, and
addressing workplace hazards, have been shown to have a positive influence on employee well-
being®2. Moreover, it was figured out by other author that when employees feel safe and healthy
at work, they are less likely to experience stress-related illnesses and injuries®. Also, there was
published a book in one chapter of which there is emphasized the importance of creating a safe
and healthy work environment, as well as the provision of health and wellness programs, as key
components of HRM practices that promote employee well-being®. Regarding the recent
recessions in the world economy, which have caused mass staff reduction in all sectors of
economy, the importance of job security has become more obvious for everyone without any
exceptions. This review of the literature on job insecurity found that it is a significant stressor that

can negatively impact employee well-being®.

Another group of researchers were focused on the defining the positive impact of HRM
practices on employee engagement, that, consequently, will improve the employee well-being.
Under employee engagement it was meant an involving employee in decision-making and

recognizing their contributions®. It was proved that engaged employees report higher levels of job
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satisfaction, better mental and physical health, and greater commitment to their organizations®’. E.
E Lawler in his book proposes as well that employee involvement in decision-making and
problem-solving leads to increased employee motivation, satisfaction, and well-being®.

It was discovered via experiment and observation designed that employee well-being and level
of motivation have been increased when HRM practices are used to support employee training and
development®®. When employees have the skills and knowledge, they need to perform their jobs
well, they feel more confident and empowered, which can lead to better mental health and job

satisfaction®.

It should not be forgotten that key purpose of any person to work is to earn money for living.
That is why, renumeration policies of an organization and its compensation and benefits practices
play one of the most crucial roles in employee job satisfaction and well-being. It was assumed that
organizations with comprehensive benefits programs had higher levels of employee engagement
and lower levels of turnover. The study also found that employees who were satisfied with their
benefits were more likely to report higher levels of job satisfaction and overall well-being. Also,
this meta-analysis found that recognition and rewards programs that acknowledge employee
contributions and provide opportunities for growth and development are associated with increased

levels of employee well-being®.

Moving to another HR practice which is commonly used for measuring the employee
performance, it is crucial to mention a study conducted by the University of Warwick. The
members of this institution via the designed research have found that when employees received
frequent feedback and had clear performance expectations, they reported higher levels of job
satisfaction and well-being®. Another study also found that employees who felt they had a voice
in the performance management process were more likely to be engaged and committed to their

organizations®. By another conducted research fairness and justice were defined as other crucial
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factors along with proper performance management for employees in order to be satisfied with the
chosen working place. The arranged meta-analysis found out that perceptions of fairness and
justice in the workplace were positively associated with employee well-being, job satisfaction, and
commitment®. It is essential to make a logic link of the significant importance of the fairness and
justice and job design for personnel of any organization. One study arranged by Hackman and
Oldham proposes a model of job design that emphasizes the importance of task variety, autonomy,
and feedback in promoting employee well-being and job satisfaction®®. Talking more specifically
about employee autonomy, Baard with his colleagues has found that employees who had more
autonomy in their work reported higher levels of job satisfaction and well-being®. At the same
time, it was figured out that the proper workload management plays a significant role as well. It
was proved that workload management practices, such as job resources and social support, can

help reduce job demands and contribute to increased levels of employee well-being®’.

To sum up, it is possible to say that it is proved by huge number of academic studies,
researchers and scientists that HR practices that direct to job satisfaction, such as providing
opportunities for skill development, offering fair compensation and benefits, and creating a
positive work environment, have been shown to increase employee well-being. Studies have found
that employees who are satisfied with their jobs report better mental and physical health, higher

job performance, and greater commitment to their organizations.

7) The impact of HRM practices on employee performance

Before to start review of the researches mainly focused on the measurement of the HRM
practices™ influence on employees’ performance and firm performance in unstable periods of
recessions, it will be useful to observe the studies which define the role of HRM approaches both

in organizational performance in general in stable non-crises times.

It will be logical to start from one recent research, which was conducted based on the arranged
survey. As the results researchers have got that a significant “contribution of this study lies in the
revealing of an impact of the HRMs strength on organizational performance and on its dependency

from strategic management orientation”®. Other researchers have discovered via regression
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analysis that company s performance is positively related to the following fields of the HRMs such
as recruitment, manpower planning, job design, training and development, compensation &
benefits®®. This defined set of curtain HR practices could be useful and applicable during the
process of initial suggestions and hypothesis formulation and then the final conclusions,

recommendations, and possible managerial implication formulation.

Moreover, it is essential to mention that in one article it have been declared that HRM can be
considered as a strategic asset of the company and consequently has a significant impact on the
organization's performance that they are proved by factorial analysis, which was based on the

survey*,

Other researchers have evaluated the impact of HRMs on an organizational performance via
multiple regression analysis, which was based on six independent variables. As the main result of
their work, they have defined that there is a statistically significant positive correlation between

company's performance and HRMs defined independent variables!®,

All provided above researches and studies can be considered as a strong proof of the fact HR
practices have a significant impact on an organizational performance. The next aspect of the
research is to figure out whether it was proved that HR practices have an impact on individual

performance specifically.

There are a growing numbers of researches indicating that HRM practices can have a
significant impact on employee performance. A meta-analysis conducted by Combs, Liu, Hall,
and Ketchen can be the first study that is provided as a proof it. Researchers have examined the
relationship between HRM practices and employee performance. The results showed that HRM
practices had a positive and significant effect on employee performance!®?. All previously

arranging studies and conclusions can be divided into three separate and unique group.

The first group of researches and conclusion can be started by Delaney and Huselid who
through their investigation found out that HRM practices such as training and development,
performance appraisal, and compensation had a positive impact on employee performance. They

also found that the influence was more visible in organizations that had a high-performance work
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system?®

. Almost the same was defined by Guest in 1997. Furthermore, he figured out that this
impact was stronger when the HRM practices were integrated and aligned with the business
strategy*®*. Jiang, Lepak, Hu, and Baer later in 2012 via their meta-analysis have come up with the
same conclusions as their colleagues mentioned above. However, their study has enriched and
supplemented the list of proofs of positive effects of HR practices on employee productivity. They
have proved that the impact had a positive nature and was stronger when the HR practices were
aligned with the organizational culture®®. Two years after it, in 2020, Yang Chen together with
his colleague has published the study by which he proved and then claimed that the impact on
employee performance was stronger in the case when organizations had a high level of

organizational trust®®.

Other group of conclusions was initially presented to academic, business and world societies
by Appelbaum, Bailey, Berg, and Kalleberg in 2000. They claimed that HR practices such as
training and development, performance management, and employee involvement had a positive
impact on employee performance. Also, via their study they concluded that the influence on
individual performance was stronger in organizations that had a high level of employee
involvement and a decentralized organizational structure!?’. Guest and King in 2004 figured out
that the impact was stronger in organizations that had a high level of HRM sophistication%. A bit
later Boselie, Dietz, and Boon decided to check whether a high level of organizational commitment
could positively influence on individual performancel®. Boxall and Macky in their reached
defined a high level of strategic integration or, in other words an alignment with the organization's
strategy as a one important driver for improving employee performance!®. Another study found

out that, along with mentioned HR practices, career development had a positive impact on
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employee performance. They also figured out that the impact was stronger in organizations that
had a high level of HRM sophistication®!*,

Another group of researchers in different years have come out to one common a bit different
from the first two groups conclusion. All of them was agreed that HR practices such as selective
staffing, high levels of training, and incentive compensation had a positive impact on employee
performance. However, every of them has come up with new conclusions that were unsimilar and
unique in comparison with others™ ones. Huselid, Jackson, and Schuler found that the impact was
stronger in organizations that had a high level of strategic orientation'?. Becker and Huselid in
1998 have discovered that there was a significant impact on individual performance if an
organization had a strong focus on customer service!'®. Lepak and Snell in their study of 1999
have come up with conclusion that found that a high level of internal fit played an essential role in
strengthen the impact of HR practices on performance of an employee!!. Both Peccei in 20041
and Kehoe and Wright in 2013 found out that the impact was stronger in organizations that had
not only a high level of internal fit, but also a high level of external fit. Under external fit authors
have meant an alignment between HRM practices and the external environment'®, A study by
Wright, Gardner, Moynihan, and Allen found that there was a strong impact on individual
performance in organizations that had a strong focus on innovation and encouraging employees to
use innovative mindset in the work processes!'’. Along with the previously mentioned study
Bhatnagar in his paper defined that a high level of quality orientation played a significant role in
the impact as well 18, A study by Takeuchi, Chen, and Lepak, which was published in 2009,
declared that the impact was stronger in organizations that had a high level of absorptive capacity

that was defined by authors as an ability to acquire, assimilate, and apply new knowledge!*®.
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Based on all similar conclusions, which were made by different academic researchers from
different fields of activity via their studies, it is possible to declare that indeed HRM practices and
approaches play a significant role not only in maintenance of every employee's performance in
particular and the enterprise performance at large, but also in improvements of overall organization

performance.

8) The impact of employee well-being on employee performance

In this theoretical part of the study some reliable researchers of previous years are presented
for proving the phenomenon that employee well-being has a significant impact on employee
performance. This correlation can be described as a direct dependence. In other words, when an
employee is satisfied, and the level of his/her well-being is high — his/her performance will be
significantly improved and high as well. In contrary, when employee's well-being is discriminated
and low — his/her work performance will be significantly decreased as well. The general proof part
of this effect can be started with a study conducted by Fried and his colleagues. This research
helped to define a significant positive correlation between employee well-being and job
performance. The authors concluded that indeed “enhancing employee well-being is likely to

enhance job performance"?°.

As it was defined in the second part of the first chapter of this study, well-being as a
phenomenon is consists of several elements and dimensions. Through big number of studies,
scientists have formulated several models, some of them have become well-known and generally
accepted. In some works, employee well-being was measured by affective commitment. The first
mention and usage of affective commitment as a measurement of employee well-being was in a
study of Wright and Bonett, which was published more than two decades ago in 2007. The authors
have found that affective commitment was positively related to job performance. In conclusions
of the study, it was suggested that "employees who are emotionally attached to their organizations
may be more willing to work hard and contribute to the organization's success"*?!. Kristof-Brown
in his study found the same dependence. Also, he suggested that "employees who are emotionally
attached to their organizations may be more willing to put forth extra effort and to be more

productive"'?2,
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Some researchers under a term of employee well-being have considered a job satisfaction.
Judge with colleagues in 2001 figured out that employee well-being, as measured by job
satisfaction, was positively related to job performance. They claimed that “employees who are
more satisfied with their jobs are likely to be more committed to their organizations, less likely to
quit, and more likely to perform better"*?®, A longitudinal study, which was conducted by Wright
and Cropanzano declared that job satisfaction, a key component of employee well-being, had a
positive impact on job performance over time. The authors concluded that "employees who are
more satisfied with their jobs are likely to perform better over time than those who are less
satisfied"'?*, Also, a study by Bowling and Hammond should be mentioned as well. These
scientists came up with conclusions that job satisfaction was positively related to job performance.
The authors suggested that "job satisfaction is an important predictor of employee performance,
and that organizations should focus on improving job satisfaction to increase employee

performance"?®,

Another group of researchers measured employee well-being via both job satisfaction and
affective commitment and defined that it was positively related to job performance. Wright and
Cropanzano in 1998 in their work stated that "employees who are satisfied with their jobs and
emotionally attached to their organizations are likely to perform better on the job"!%. Also, there
was a study by Llorens et al. in which it was concluded that "organizations should promote

employee well-being to increase job performance and reduce turnover intentions*?’,

There was defined another dimension of employee well-being, which was defined as job
resources (e.g., autonomy, social support) and job demands (e.g., workload, emotional demands).
A study by Demerouti et al. found that the mentioned dimension was positively and negatively
related to job performance, respectively. The authors suggested that "organizations should focus
on increasing job resources and reducing job demands to enhance employee well-being and job

performance"!?8,
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Harter, Schmidt and Hayes in 2002 were the first who considered the engagement as an
element of employee well-being and measured the impact of it on job performance. The authors
suggested that "employees who are engaged in their work are more likely to have higher levels of
job performance because they are more focused, energized, and committed to their work"'%,
Yongxing et al. in 2017 conducted a study on this topic as well and came up with the similar
results. They suggested that "engaged employees are more likely to feel energized and motivated
to perform well on the job"°,

Riolli et al. in 2012 considered the term of employee well-being a bit broader and discovered
its impact on individual performance through found work-life balance and job satisfaction. The
authors suggested that "students who have high levels of work-life balance and job satisfaction are
likely to be more motivated, committed, and productive"**!. A study by Saks and Gruman in,
which was published in 2012, found that employee well-being, as measured by engagement and
work-life balance, was positively related to job performance. They made a conclusion that
"engaged employees who are able to balance their work and non-work roles effectively may be

more productive and effective in their work"*32,

Sonnentag and Frese in 2003 were the first who looked at employee well-being form another
perspective. They measured its positive influence on individual performance by affective well-
being and psychological well-being. In their conducted study they suggested that "organizations
should foster employee well-being to promote job performance and reduce stress and strain"**3,
Wright and Bonett decided to narrow down and measured the impact on job performance by only
psychological well-being. The authors came up with results that "employees who experience
positive emotions and are satisfied with their work may be more likely to experience greater
psychological well-being, which in turn, may lead to better job performance"*34,

Langelaan et al. due to their work published in 2006 found that employee well-being, which
was measured by emotional exhaustion and depersonalization, was negatively related to job
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performance. It was concluded that "organizations should prevent and manage burnout to maintain
and enhance job performance™®. Karatepe and Olugbade in 2015 decided to observe the
employee well-being declared that job satisfaction and emotional exhaustion were positively and
negatively related to job performance, respectively. They assumed that “organizations should
focus on improving job satisfaction and reducing emotional exhaustion to enhance job

performance”.

Other researchers under a term of employee well-being have considered positive emotions. A
study by Lyubomirsky and his colleagues figured out that positive emotions positively related to
job performance. For supporting this conclusion, they came up with conclusion that "positive
emotions may enhance job performance by increasing cognitive resources, broadening the range
of thoughts and actions that come to mind, and facilitating problem-solving and decision-

making"**®.

Clays in 2014 together with colleagues conducted a study, by which he proved that self-
reported health and job satisfaction had a strong positive impact on job performance. The authors
concluded that "promoting employee well-being may lead to better job performance and, in turn,

to better organizational outcomes"*¥'.

The last, but not least research, which was arranged by Parker, Morgeson and Johns in 2017
claimed psychological safety, as one of dimensions of employee well-being, was positively related
to job performance. The authors came up with the conclusion that “"employees who feel
psychologically safe are more likely to take risks, share knowledge, and engage in other behaviors

that can enhance performance"'®,

To sum up, these studies, along with the ones mentioned earlier, provide a strong case for the
link between employee well-being and performance. By investing in employee well-being,
organizations can create a more productive and effective workforce, which can ultimately lead to

better outcomes for the organization as a whole.
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9) Employee well-being mediates the relationship between HRM practices and

employee performance

After considering the impact of HR practices on employee performance and on employee well-
being, employee well-being on employee performance separately, it is time to examine whether
employee well-being mediates the relationship between HRM practices and employee
performance and provide academic proofs of this mediation effect. The academic studies and

researches will be presented in chronological order.

The presentation theoretical background can be started by a study of Bakker and colleagues.
Due to this paper, they proved that HRM practices were positively related to employee
engagement, which in turn was positively related to employee well-being and employee
performance. The study suggested that engagement, well-being, and performance were interrelated
constructs, and that HRM practices played a crucial role in facilitating this relationship®*®. Wright
and with his colleagues came up the similar conclusion HRM practices were indirectly related to
employee performance through the mediating role of employee well-being'*. A meta-analysis by
Boselie and colleagues, which was published in 2005, suggested that HRM practices had a direct
effect on employee performance, but that this effect was partially mediated by employee well-

being®!,

A study Silla was the first one that examined the relationship between HRM practices, well-
being, and job performance in a specific sample of workers of the specific country. The main goal
of this specification is to figure out the results and conclusions that will be in one hundred percent
reliable, appropriate, and applicable for business of the examined country. Silla and colleagues
decided to examine the same relationship as well, but the main difference was in the sample that
they took. They decided to take a sample of Spanish workers for checking the relationship for their
native country. Their study came up with the same conclusion that HR practices were positively
related to employee well-being, which in turn was positively related to job performance.
Additionally, employee well-being fully mediated the relationship between HRM practices and
job performance. It should be highlighted that this study was the first one that defined the full

mediation 142,
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Several years later Bakker and colleagues checked the relationship between HRM practices,
employee well-being, and individual performance in a sample of Dutch workers. The study proved
the positive relationship and the fact that employee well-being partially mediated the relationship
between HRM practices and employee performance. However, it should be noticed once again
that this mediation had a partial nature.}*® The type of study was conducted by Xanthopoulou,
Bakker, Demerouti and Schaufeli in 2007. In this time Greek workers were taken as the kye sample
for this research. The study came up with the same conclusion that HRM practices were positively
related to employee well-being, which in turn was positively related to job performance.
Furthermore, employee well-being partially mediated the relationship between HRM practices and

job performance®#,

Hakanen and Schaufeli in 2006 decided to decompose well-being into several components and
check only one component of it. They investigated the relationship between HRM practices, work
engagement, and job performance in a sample of Finnish teachers. The study found that, indeed,
the relationship was positive. Furthermore, it was proved that work engagement partially mediated

the relationship between HRM practices and job performance®®.

Previously, all studies were arranged only for European countries. However, a study by Meyer
and Maltin in 2010 was the first one that examined the relationship between HRM practices, well-
being, and job performance in a sample of South African workers. For this region it was proved as
well that HRM practices were positively related to well-being, which in turn was positively related
to job performance. Furthermore, the study found that well-being mediated the relationship
between HRM practices and job performance. However, it should be notice that the mediation was

a partial one®®.

After series of recessions in 2008 and 2012, De Spiegelaere together with the colleagues
decided to examine once again the relationship between HRM practices, employee well-being, and
job performance. However, in this turn, they decided to broaden the results and conclusions and
take employees of all European countries as the sample. Their study once again proved that HRM
practices were positively related to employee well-being, which in turn was positively related to

job performance. In addition, employee well-being partially mediated the relationship between
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HRM practices and job performance!*’. Later in 2015 Breevaart, Bakker, Demerouti and Derks
were interested to the relationship between HRM practices, employee well-being, and job
performance in a sample of Dutch workers once more time. The study found that the relationship
had a positive nature. In addition, employee well-being partially mediated the relationship between

HRM practices and job performance*,

Overall, these studies suggest that HRM practices can have a positive effect on employee well-
being, which in turn can positively impact employee performance. Employee well-being appears
to be an important mediating variable that explains the relationship between HRM practices and
employee performance. Taken together, these studies provide further evidence for the proposition
that employee well-being in some case partially, in other cases fully mediates the relationship
between HRM practices and employee performance. Moreover, it can be concluded that recessions
and different types of crises didn’t change the nature of the relationship between HRM practices,

employee well-being, and job performance.

10) Crisis influence partially moderates the relationship between employee well-being

and employee performance

The last, but not least stage of the theoretical background of this study will an evidence that
suggests and proves that crisis situations can moderate the relationship between employee well-
being and employee performance. First of all, it is essential to provide a definition of crisis. Crisis
can be defined as unexpected events or circumstances that disrupt normal business operations and
may have a significant impact on the well-being of employees. The impact of crises on employee
well-being and performance may depend on various factors, such as the severity and duration of
the crisis, the level of support provided by the organization, and individual differences in coping

strategies.

The literature review of this topic can be started by a presentation of the study arranged by
Grzywacz and Marks more than two decades ago. These researchers decided to examine the effects
of work-family conflict on the relationship between job demands, job resources, and employee
well-being and performance, in a sample of American workers. They found that work-family
conflict was associated with decreased employee well-being and performance, and that the
negative effects of work-family conflict were stronger during periods of high job demands, and
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when job resources were scarce!®. Another study by Demerouti, Bakker, Nachreiner, and
Schaufeli was arranged in order to examine the effects of job demands and job resources on
employee burnout and performance. They found that job resources, such as autonomy and social
support, moderated the relationship between job demands and employee burnout and performance.
Specifically, the negative effect of job demands on employee burnout and performance were
weaker for workers who had access to job resources'™. Hakanen, Bakker, and Schaufeli in their
study, which was published in 2006, were interested in investigation of the role of job resources
in mitigating the negative effects of job demands on employee well-being and performance, in a
sample of Finnish teachers. They came up with conclusion that job resources, such as autonomy
and social support, were more effective in buffering the negative effects of job demands on
employee well-being and performance during periods of high job demands, compared to periods
of low job demands®®. Nielsen, Yarker, Brenner, Randall, and Borg were as well interested to
examine the effects of job demands, job resources, and stress on employee well-being and
performance. For their study, they took Danish healthcare workers as a key sample for their study.
They found that job resources, such as social support and feedback, moderated the relationship
between job demands and employee well-being and performance®®2. As a preliminary conclusion,
it can be sum up the presented above studies provide further evidence to support the claim that
crisis situations, including high job demands, work-family conflict and pandemics, can partially
moderate the relationship between employee well-being and employee performance, potentially
by reducing the availability or effectiveness of job resources in supporting employee well-being
and performance and increasing job demands. Moreover, the availability of job resources, such as
social support and feedback, has played a crucial role in mitigating the negative effects of job

demands on employee well-being and performance.

Another set of studies on this topic should be disclosed as well in this final part of the
theoretical background of this study. Pelled, Xin, and Eisenhardt in 1999 investigated the effects
of environmental uncertainty on teamwork and performance, in a sample of high-tech firms during
the 1990-1991 recession. They found that environmental uncertainty moderated the relationship

between teamwork and performance. Specifically, the positive effects of teamwork on
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performance were stronger in firms with high levels of environmental uncertainty®®. Ten years
later Schaufeli, Bakker, and Van Rhenen decided to examine the effects of job demands, job
resources, and personal resources on burnout and engagement, in a sample of Dutch healthcare
workers during an economic recession. They found that personal resources, such as self-efficacy
and optimism, moderated the relationship between job demands and burnout. It should be
highlighted separately that the negative effects of job demands on burnout were weaker for
workers with higher levels of personal resources®>. These mentioned studies suggest that crisis
situations, such as financial crises or economic recessions can partially moderate the relationship
between employee well-being and performance. The availability of personal resources, such as
self-efficacy and optimism, and the presence of environmental uncertainty or other factors, may

play an important role in overcoming the negative effects of stressors on employee performance.

Another study that provides support for the claim that crisis situations can moderate the
relationship between employee well-being and employee performance is the research conducted
by Mucci, Giorgi, Roncaioli, Fiz Perez, and Arcangeli in 2016. In their study, the researchers
examined the relationship between job-related stressors, job resources, work engagement, and job
performance among employees working in an Italian healthcare organization during a period of
significant organizational crisis. They conducted their analysis on “the PubMed database, and a
total of 19 articles were selected for review. All studies showed that the economic crisis was an
important stressor that had a negative impact on workers’ mental health”. Their findings showed
that job-related stressors were negatively related to employee well-being and employee
performance, whereas job resources were positively related to both employee well-being and
performance. Furthermore, work engagement partially mediated the relationship between job
resources and employee performance. However, the researchers also found that crisis situations
moderated the relationship between job resources and employee well-being, as well as the
relationship between job resources and employee performance. It should be disclosed as well that
during periods of crisis, the positive effects of job resources on employee well-being and
performance were weaker than during non-crisis periods. This suggests that crisis situations may
influence the relationship between employee well-being and performance, potentially by reducing
the availability or effectiveness of job resources in supporting employee well-being and

performance®.
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In more general conclusion of all provided studies it can be said that, indeed, crises can
partially moderate the relationship between employee well-being and job performance. While
employee well-being is generally positively related to job performance, the impact of well-being
on performance may be stronger or weaker during times of crisis, depending on various factors.
These findings highlight the importance of considering the impact of crises on employee well-

being and performance in organizational research and real business processes and practices.

4. Research questions and hypotheses

Based on conducted literature review the following research questions are presented in

the list below:

¢ RQ1: Which HRM practices were in demand in crisis times and still are in demand now
for supporting and improving employee well-being and performance?

e RQ2: How does employee well-being mediate the relationship between soft HRM
practices and employee performance in crisis times?

e RQ3: How does crisis influence on employee well-being moderates the relationship

between employee well-being and employee performance?

It should be highlighted that the first research question will be answers by in-depth interviews,
while the answers on the other two questions (RQ2-RQ3) will be found by conducted survey which
will be created based on scales, which were created and proved by previously arranged researches

and studies.

Based on the research questions and the theoretical justifications provided earlier, the

following hypotheses for the quantitative part of this mixed study can be formulated for the study:

1) H1: There is a positive relationship between HR practices and employee performance.

2) H2: There is a positive relationship between HR practices and employee well-being.

3) H3: There is a positive relationship between employee well-being and employee
performance.

4) H4: Employee well-being mediates the relationship between HR practices and employee
performance.

5) H5: Crisis influence moderates the relationship between employee well-being and

employee performance.

The above hypotheses are based on the assumption that effective HR practices will have a
positive impact on employee performance, and that employee well-being plays a mediating role in

this relationship, while crisis influence moderates the relationship between employee well-being



and employee performance. It is expected that the study will provide empirical evidence to support
these hypotheses and contribute to the existing literature on HR practices, employee well-being,

and employee performance during crisis times.

5. Methodology

After observed previous studies and conducting literature review, mixed study was chosen as

the main method of this research.

The qualitative part of this study will be implemented though arranging in-depth interviews
with four Belgian companies from difference industries: logistics, manufacturing of food,
beverage and tobacco, marketing and advertising, general manufacturing. The common things that
unit the chosen companies with another are their origin and the type of the ownership. All
companies have a Flemish origin and all of them are family businesses. HR directors or managers
were chosen as the main target interviewees. The interview questions were created based on the
already proved and conducted studies and on done literature review of this paper. The formulated

interview questions are presented in Appendix I.

The mentioned companies prefer to stay anonymous in this research. That is why in the
rest part of this paper the interviewed companies will be presented by using numbers from one to
four. Nevertheless, it is necessary shortly to describe companies, their main characteristics, and

activities below:

Company Nel belongs to logistics industry. It is a fully family-owned business (all shares
belong to one family), which specializes in international logistics services on three continents. The
main competence is to work with specific goods, such as chemical production, tobacco, goods with
special safety and security requirements and, of course, ordinary consumer goods. In addition, own
logistics centers have been built in Russia and Belgium. At this stage of development, the company
is focused on solving the problems of optimizing logistics networks and analyzing big data within
logistics. The company provides services in 5 main areas: international transportation, marine
services, project logistics, agency work, warehouse logistics and additional value-adding
warehouse services (VAS). The company can provide highly qualified service worldwide with 35
offices on three continents. The company employs more than 950 people, the company also owns
350 long-distance ferries and has an annual turnover of $205 million. And to sum up, this company
is an international logistics company with headquarters in Antwerp, Belgium. The company has
offices in 20 countries in Europe, Asia, the CIS and the Baltic States.

Company Ne2 belongs to manufacturing industry. This company is mostly focused on
producing the chilled packaged convenience categories of spreads and dips, bites and tapas, and



meal solutions. The company produce goods both for local retailers and for exporting to European
market. The production lines are located in the Flemish part of Belgium. The company employs
more than 600 people and has an annual turnover of $126 million.

Company Ne3 belongs to general manufacturing industry. This company is mostly focused
on designing and producing tailor-made roller shutters, sunscreens, awnings or a ventilation
system for European market. Their market share includes consumers form home country and
closely located ones: Belgium, France, Netherlands, German. The production lines are located in
the Flemish part of Belgium as well as the previous company. The company employs more than
200 people and has an annual turnover of $10.3 million.

Company Ne4 belongs to marketing and advertising industry. This company is mostly
focused on creating marketing campaigns for their clients in B2B sector. The company now
operates only for Flemish clients, but there is a plan to expand its service for clients from other
closely located regions of European Union. The main office of the company is located in Flanders,

in Antwerp. The company employs almost 70 people and has an annual turnover of $400 thousand.

The quantitative part of this study will be implemented though conducting a survey. To
ensure measurement reliability and validity, all measures for the variables in the study were taken
from existing and conducted studies, all references to the mentioned studies will be presented both
in Appendix | and References. The pilot study was conducted on 10 participants and was not
included in the final sample. To ensure comprehension of the questionnaire items, the pilot
respondents were asked to give detailed feedback, as well as a short explanation on the question
that raised doubts or created double understanding. Due to feedbacks of the pilot respondents, one
statement of the survey from first block - HR practices (Training and Development: Participants
evaluate the training, which is provided by firm, after the completion (feedback collection)) was
reformulated to provide further respondents with clarity and comprehension of survey items. All
constructs were measured reflectively, and responses were reduced to a 5-point Likert scale for
convenience and consistency. The points of the scale were the following: “Strongly disagree”,
“Disagree”, “Neither agree nor disagree”, “Agree” and “Strongly agree”. All questioned measured
only one item at a time and no reverse coded questioned were used to avoid misunderstandings
and biases in answers. Participants were required to answer all questions in the online survey to
prevent missing data. Appendix I includes a list of all questionnaire items, as well as the in-depth
interview questions. Employee of four mentioned companies were chosen as the main sample of
this survey. There are approximately overall 123 respondents on this survey. The interviewees
were asked to provide at least 30 respondents from every company to reduce the Common Method

bias. There are no specific requirements for respondents, any employee of the mentioned



companies, who has will and time, has an opportunity to respond to this survey. All respondents
of the survey were ensured that aa responses will be anonymous and will be used only in academic

purpose.

Many researches were arranged in order to access HR Practices. However, this study used
20-item scale, developed by Mahfouz, Bahkia and Alias in 2021, The construct includes four
main dimensions of HR Practices: Training and Development (measured by 6 items), Performance
appraisal (measured by 4 items), Compensation and Benefits (measured by 5 items), Internal
Communication (measured by 5 items). Another 13-item scale for accessing Employee
Performance was taken from study of Mahfouz, Bahkia and Alias in 2021 as well. The construct
Employee Performance consists of only one dimension, which includes 13 items. For accessing
Employee Well-being, 25-item scale developed by professor at Warwick University Dr.
Janmohamed K. was used. The construct includes three main dimensions of Employee Well-being:
Health well-being (physical and mental health) (measured by 5 items), Happiness well-being
(measured by 11 items), Social well-being (measured by 9 items). The last, but not least variable
is Crisis Influence. The 4-item scale was developed by Bienkowska, Koszela, Satamacha and

Tworek in 2022. The construct consists of only one dimension, which includes 4 items.

Regarding the gender ratio of respondents, 66 out of 123 responses were received from
women, while 57 men went through the survey. This distribution of responses once again has
proved the finding of Smith in this study that female higher willingness in participation in

survey™.

According to the order of the parts, it this study there is will be a sequential order:
qualitative is the first and after it quantitative part will be realized. The main reason to follow this
order is an assumption that in-depth interviews can provide some essential insights that can have
a significant impact on the structure and logic of survey. Looking ahead, it is possible to say that
this assumption has indeed been confirmed.

In order to test the hypothesis, the research will utilize structural equation modeling in
AMOS. To investigate the moderation effect of crisis influence, both the interaction and the multi-
group analyses will be employed. Prior to this, Reliability and Validity (CFA) analysis will be
conducted using SPSS and AMOS.

156 Mahfouz, Shatha & Bahkia, Ayu Suriawaty & Alias, Noryati. (2021). The impact of human resource
management practices on employee performance and the mediating role of employee commitment. Journal of
Governance and Regulation. 10. 222-234.

157 Smith, W., G. (2008). Does Gender Influence Online Survey Participation? A Record — linkage Analysis of
University Faculty Online Survey Response Behavior. San José State University.



6. Received final results
1) Results of qualitative study

For qualitative part of this study, all planed four in-depth-interviews with representatives
of companies were conducted. For convenient comprehension and visualization there are

consolidated tables with summarized responses and interview results below.

Table 1. Consolidated information of results based on 1% block of the in-depth interviews

1. Historical
information

Company Nel

Company Ne2

Company Ne3

Company Ne4

Could you talk about
HR-department
before crises: its
size, the role of it in
the company,
attitude of
employees?

Size: 7 employees
Role: HR as a
shared function
Attitude: linear and
neutral

Size: 4 employees
Role: HR as
business support
Attitude: positive

Size: 3 employees
Role: HR as
business support
Attitude: highly
positive

Size: 2 employees
Role: HR as a shared
function

Attitude: positive

C&B, HR Records, | C&B, HR Records, | C&B, HR C&B, HR Records,

T&D, Internal T&D, Internal Records, T&D, Internal

Communication, Communication, Recruiting, Communication,
Which practices Recruiting, Performance Performance T&D, Performance
were used? Performance Review Review, Review

Review, Adaptation, Adaptation,

Rotation Internal Mobility,

Common sessions

Which HR practices | T&D, C&B, T&D, C&B, T&D, C&B, T&D, C&B,
were in demand Recruiting, Recruiting, Recruiting, Recruiting,
among management | Performance Performance Performance Performance Review
and employees? Review Review Review
In which HR T&D, Recruiting, T&D, Recruiting T&D, Recruiting, | T&D, Internal
practices has Internal Adaptation, Communication
management Communication Internal Mobility

invested more?

Table 2. Consolidated information of results based on 2" block of the in-depth interviews

2. Changes during

crises Company Nel Company Ne2 Company Ne3 Company Ne4
. . Event that has Instability and Situation that occurs | Difficult and/or
What is the crisis for . . . .
ou? negative uncertainty problematic hazardous time
you: consequences consequences

What crises has the
company faced over
the past decade:
economic, political,
financial, personnel,
organizational one
(ownership, remote
work etc.).

Economic crisis of
2008, financial
problems in 2012
after economic
crisis, company
reorganization in
2018, Covid-19,
geopolitical and
economic crisis of
2022

Economic crisis of
2008, organization
crisis (change of the
board of directors),
Covid-19,
geopolitical and
economic crisis of
2022

Economic crisis of
2008, financial
problems in 2012
after economic
crisis, Covid-19,
geopolitical and
economic crisis of
2022

Covid-19,
geopolitical and
economic crisis of
2022




Which actions in
HRM aspect were
taken by
management for
overcoming the
crisis?

Internal
Communication
(launch of regular
communication
sessions on the
global and local
levels), T&D
(launch trainings
and courses), C&B
(revision of the
remuneration
scheme), Cost
Saving (reduction)

Internal
Communication,
T&D (24/7 personal
aid of external
consultants), Cost
Saving (reduction)

Internal
Communication,
T&D (couching
program by internal
and external
resources)

Internal
Communication
(launch of regular
communication
sessions and active
development and
usage of internal
portal)

Were in demand:

Were in demand:

Were in demand:

Were in demand:

Which HR practices | T&D, Internal T&D, Recruiting, T&D, Recruiting T&D, Internal

were in demand, and | Communication, C&B (free food) Were deactivated: Communication,

which were Recruiting Were deactivated: Recruiting Recruiting

deactivated? Were deactivated: Recruiting Were deactivated:
Recruiting Recruiting

Did you notice any Yes Yes Yes Yes

differences, changes
in used practices?

Have new practices
been formed? Or
were some used
practices modified
according to the
company specificity
and needs?

T&D and Internal
Communication
were modified
significantly. There
were more
notifications,
courses, team
building activities.
Improvement of
internal portal and
development of
new sources to
create one
informational
environment

There was a signed
contract with
external company
which provide first
aid, first support to
the employee. It's a
kind of external
psychologist who
helps employees
with any questions.
Also, T&D was
improved as well
via new courses,
platforms.

Launch new T&D
project: Project
talent: searching
talent — external
consultant helps
internal couches to
become a
professional, to
develop. DNA of
the shuttle master.
Leadership
program. From job
description to job
suitness.
Recruiting: The
time for closing
vacancy was
increased threefold.

Internal HR portal
with instructions, all
useful information,
and contacts,
service for
requesting technical
support was
developed.

Has the role of HR
been changed and
how?

Yes, from just a
business support
function to
employee and
individuality
support function.

Almost no, HR has
been perceived as a
first aid at the
company, friendly
and supportive
function.

Almost no, the
common attitude of
the employees and
managers to HRM
practices was before
highly positive.
Everyone saw and
felt usefulness and
necessity of them
not only in crisis
times, but also in
stable times and
daily routines

Yes, before crisis
employees and
managers didn’t
understand the full
utility of HRM
practices. But after
it, it was
reevaluated since
thanks to HR
support employee
didn't feel
themselves
frustrated.




Table 3. Consolidated information of results based on 3™ block of the in-depth interviews

3. Well-being and

take care about
employee well-
being?

the core element of
success

employee Company Nel Company Ne2 Company Ne3 Company Ne4
performance
Does your company | Yes, our people are | Yes Yes, definitely Yes, human is the

key organizational
resource

Which practices or
activities were used

Delighted
anonymous survey

Satisfaction survey

Satisfaction survey
as a part of the
feedback in one

Satisfactions
survey, team
building activities,

performance and
how?

. . stage of the expanded internal

in non-crisis times? L.
performance communication
review

Did or does It does, there is a It did and does, it has | It does, it has an It did. There isa

employee well- strong direct a strong impact on impact on significant direct

being influence on | correlation individual employee correlation

employee performance performance

Did you notice
changes/influence
of crisis on
employee well-
being and,
consequently,
employee
performance?

Yes, employees
become frustrated,
lost, anxious

Yes, employees
become frustrated,
lost, anxious

Yes, employees
become frustrated,
lost, anxious

Yes, employees
become frustrated,
lost, anxious

What has been done
to support and

Regular local and
global
communication
sessions on monthly
basis have become

There was a signed
contract with external
company which
provide first aid, first
support to the

Launch new T&D
projects:

1) Project talent:
searching talent —
external consultant

The expanded
internal
communication via
internal HR portal
has been done as

considered as an
important element
of supporting and
improving
employee well-
being and employee
performance?

more than obvious
thing

doubt

improve an L \ . . .
a standard activity, | employee. It'sakind | helps internal well as organization
employee well- -
. as well as T&D. of external couches to become | of team building
being and, as a : . -
psychologist who a professional, to activities, T&D,
consequence, . .
helps employees with | develop. small gifts for
employee . . .
any questions. Also, 2) Couching supporting and
performance? . . .
T&D was improved program by internal | cheering up
as well via new and external employees
courses, platforms. resources
Are HR-practices Yes, after crisis itis | Yes, without any Yes, indeed Yes

Table 4. Consolidated information of results based on 4™ block of the in-depth interviews

4, Current situation
and observed results

Company Nel

Company Ne2

Company Ne3

Company Ne4




of taken actions and
their influence on
employee well-being

What practices have
taken root and have
retained their
relevance to this day?

T&D, Internal
Communication,
Performance
Review,
Adaptation,
Rotation

T&D, Recruiting,
Performance Review,
C&B

Performance
Appraisal, T&D,
Adaptation,
Internal Mobility,
Common sessions

Internal
communication,
satisfaction survey,
T&D

How has well-being
of employees and
employee
performance changed
after applying these
practices?

It significantly
increased and
improved since
employee felt
support, useful
and important. A
part of the big,
united family

It significantly
increased and
improved since
employee felt
support, useful and
important, has a
feeling that company
care about him/her
and help to support
and to maintain

It significantly
increased and
improved since
employee felt
support, useful and
important. A part
of one common
system

It significantly
increased and
improved since
employee felt
support, useful and
important. A part of
one common system

his/her well-being
and their mental
health. A part of the
big, united family

To sum up the in-depth interview results, it could be said that, indeed, the employee well-
being and, as a consequence, employee performance has been harmed significantly during the
crisis time. Via arranged interviews it was figured out that Recruiting was the least in demand
practice, since all companies were focused on support the performance of the current employees
and cost reduction. In most cases, it was crystal clear for management that only soft HR practices
such as T&D, Internal Communication, Adaptation, Internal Mobility, Performance Appraisal,
psychological rewards (gifts, team building events) give an opportunity to improve the employee

well-being and performance as well as organizational performance.

2) Results of quantitative study

For quantitative part of the study, the survey was launched among employees of four
selected Flemish companies. 123 responses were collected, and the received data was analyzed
through IBM SPSS AMOS. To be sure in the quality and the reliability of the achieved results the
following methods, tests and approaches were conducted and analyzed: descriptive statistics,
Harman’s single factor test, reliability tests, CFA, 4-step analysis of mediation effect, both
interaction and multi-group analyses for measuring the moderation effect. The results of the

conducted analysis via SPSS AMOS have proved all hypotheses, which were stated in this study:

1) H1: There is a positive relationship between HR practices and employee performance.

2) H2: There is a positive relationship between HR practices and employee well-being.



3) H3: There is a positive relationship between employee well-being and employee
performance.

4) H4: Employee well-being mediates the relationship between HR practices and
employee performance.

5) H5: Crisis influence moderates the relationship between employee well-being and

employee performance.

1) Descriptive statistics

The result analysis is started with descriptive statistics of all collected data. Based on
descriptive statistics for the chosen variables, it can conclude that all considered items are quite
far from normal distribution. Distributions of some items have a negative skewness as they have
flatter tails, which go to the left of histograms to higher values and have a pick on higher values.
Other items have a positive skewness since they have flatter tails, which go to the right of
histograms to higher values and have a pick on lower values. These items have a positive kurtosis.
Nevertheless, the further analysis can be proceeded due to the Central Limit Theory, which allows
to consider that our data is normally distributed as there are more than 30 observations. There are
all outputs with histograms for every item and frequency tables for every variable and its
dimension in Appendix II.

2) Common method bias

In order to check whether the majority of the variance can be explained by a single factor
the Harman’s single factor test was conducted. Principal one Component Analysis showed that
29,191 % of variance could be explained by a single factor, which is less than 50%. Based on this
check, it could be concluded that Common method bias does not affect the collected data, as well
as it does not affect on results of the analysis.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance  Cumulative % Total % ofVariance  Cumulative %

1 18,099 29,191 28,191 18,099 29,191 28,191
4096 6,606 35,797
2894 4,668 40,466
2522 4,067 44,533
2362 3,810 48,343
2148 3,465 51,808
1,991 3,211 55,019
] 1744 2813 57,832
g 1 566 2525 60,357
10 1503 2,424 62,781

~ @ ;e w

Pic. 1. Total Variance Explained

3) CFA

Before going straightforward to the measurement of mediation effect of employee well-

being on relationship between HR practices and employee performance, as well as the



measurement of moderation effect of crisis influence on relationship between employee well-being
and employee performance, it is essential to check the reliability of every observed variable and
to observe whether each of element of a future proposed model is a of a good fit or not and will be

modified where it will be required in order to build reliable and worked model.
I.  Measurement model of independent variable HR practices

Before providing the results of reliability check it is essential to highlight that independent
latent variable HR practices consists of following four items: Training and Development,
Performance Appraisal, Compensation and Benefits, Internal Communication. For ensuring that
the collected data is reliable, each item was checked, and results of this check will be presented
below.

Reliability check of independent variable HR practices:

The Cronbach’s Alphas of four items of the big latent independent variable HR practices
are more than 0.8. It means that Cronbach’s Alphas are good. Based on Item-total- statistics
(Corrected item-total correlation), it is concluded that all correlations are more than 0.3. The
deletion of one of selected items will not positively affect the Cronbach’s Alpha of any observed
item. Moreover, it will be reduced insignificantly in the case of deletion of any items. Based on
this check, it can be concluded that the collected data are reliable that further analysis can be
proceeded. There are reliability tests for all part of the big latent independent variable HR practices
in Appendix II.

Reliability Statistics

Cronbach's
Alpha M of ltems

912 20

Pic 2. Reliability Statistics
Initial model for independent variable HR practices
For constructing an initial model for independent variable HR practices, following four
aggregated items were computed in SPSS: HR_TD, HR_PER, HR_COM, HR_INT, which
represent Training and Development, Performance Appraisal, Compensation and Benefits,

Internal Communication respectively. After this, computed items were downloaded to IBM SPSS

AMOS Graphics and Initial model for independent variable HR practices was constructed.



Pic 3. CFA of HR_practices

The AMOS calculator has presented the following results:

1) Ratio of Chi square and the degrees of freedom is 0.865 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.993 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 1.004 (norm is more than 0.9)

4) CFI (Comparative fit index) is 1.000 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.000 (norm is less than 0.08) with P Close at
0.523 (norm is more than 0.05)
Also, the following observations and arranged calculations support the fact that this model

could be used for further analysis, since it fits to following criteria:

1) C.R. are more than 1.96

2) Standardized regression weights all are above 0.5
3) CFR is more than 0.7

4) AVE is more than 0.5

Based on the exported statistical estimation of the model, it can be concluded that the
model is of a good fit. That is why, the further work can be proceeded.

Il.  Measurement model of dependent variable Employee Performance

Reliability test: Employee Performance:

The Cronbach’s Alpha of the dependent variable Employee Performance is 0.872 that is
more than 0.8. It means that Cronbach’s Alpha is good. Based on Item-total- statistics (Corrected
item-total correlation), it is concluded that all correlations are more than 0.3. The deletion of one
of selected items will not positively affect the Cronbach’s Alpha. Moreover, it will be reduced
insignificantly in the case of deletion of any items.

Reliability Statistics

Cronbach's
Alpha M of lterms

872 13

Pic 4. Reliability Statistics

Initial model for dependent variable Employee Performance



For constructing the initial model for the dependent variable Employee Performance, the
thirteen items were downloaded to IBM SPSS AMOS.
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Pic 5. CFA of Employee_perfromance (1)

The AMOS calculator has presented the following results:

1) Ratio of Chi square and the degrees of freedom is 3.571 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.718 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.682 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.731 (norm is more than 0.95)

5) RMSEA (Root Mean Square of approx.) is 0.145 (norm is less than 0.08) with P Close at

0.000 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model is

not of a good fit. That is why, the further work cannot be proceeded, and the model should be

modified.

While C.R. are more than 1.96, model is not of a good fit, since standardized regression
weights of two items (EP12 and EP13) are below 0.5. Based on this it was decided to delete them
for improving the model. Also, after deletion, other 3 items (EP2, EP5, EP6, EP7) have had
standardized regression weights below 0.5. Moreover, it was decided to create a covariance
between item EP3 and item EP9 (based on Ml).

Based on the no goodness of fit of the initial model, below there is constructed modified

model for dependent variable employee performance.
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Pic 6. CFA of Employee_perfromance (2)

The AMOS calculator has presented the following results:

1) Ratio of Chi square and the degrees of freedom is 1.583 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.957 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.961 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.976 (norm is more than 0.95)

5) RMSEA (Root Mean Square of approx.) is 0.069 (norm is less than 0.08) with P Close at
0.260 (norm is more than 0.05)

Also, the following observations and arranged calculations support the fact that this model

could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5
Based on the exported statistical estimation of the model, it can be concluded that the model

is of a good fit. That is why, the further work can be proceeded.

I11.  Measurement model of mediation variable Employee well-being

Before providing the results of reliability check it is essential to highlight that mediation
variable Employee well-being consists of following four items: Health well-being, Happiness
well-being, Social well-being. For ensuring that the collected data is reliable, each item was

checked, and results of this check will be presented below.

Reliability test: Mediation variable (Employee well-being):
The Cronbach’s Alphas of three items of big latent mediation variable Employee well-
being are more than 0.7. It means that Cronbach’s Alphas are good. Based on Item-total- statistics

(Corrected item-total correlation), it is concluded that all correlations are more than 0.3. Based on



this check, it can be concluded that the collected data are reliable that further analysis can be
proceeded.

For constructing an initial model for mediation variable Employee well-being, following
three aggregated items were computed in SPSS: WB_HEL, WB_HAP, WB_SOC, which represent
three items: Health well-being, Happiness well-being, Social well-being respectively. After this,
computed items were downloaded to IBM SPSS AMOS Graphics. However, it should be noted
that IBM SPSS AMOS allows to estimate the model that consists of more than three items,
constructs. That is why, there is no possibility to estimate the model and define whether this model
is of a good fit or not. Due to this fact, relying on Harman’s single factor test and reliability tests

results, the further work for constructing and estimating the mediation effect will be conducted.

Table 5. Measurement items overview, standardized factor loadings, reliability, and validity.

Standardized factor Cronbach's
Construct/items loading Alpha S(f{? ':‘(;/E
0.5, p<0.05 > 0.7
HR Practices
HR_TD 0,742
HR_PER 0,912
0,912 0,86 | 0,62
HR_COM 0,808
HR_INT 0,655
Employee Performance
EP1 0,735
EP3 0,757
EP4 0,671
EP8 0,682 0,872 0,87 | 0,52
EP9 0,771
EP10 0,573
EP11 0,647
Table 6. Descriptive statistics, correlations, and average variance extracted.
Constructs Mean 32%?:,{?;2 HR Practices | Employee Performance
HR Practices 3,73 0,69 0,62 0,32
Employee Performance | 3,89 0,74 0,57 0,52

Notes: a) Below the diagonal — correlations between the constructs. b) Above the diagonal —
squared correlations. ¢) Diagonal — AVEs.

4) Mediation effect
After check of data reliability and the goodness of fit of every element of the future

proposed and estimated model, it is possible and right time to proceed with the measurement of

mediation effect, which consist of 4 basic steps.



15t step Direct effect_ HR practices on Employee Performance

First of all, it is essential to define whether the effect of HR practices on Employee
Performance is significant and whether the model is of a good fit. For constructing the initial model
for checking this effect and the proposed relationship, the observed items were downloaded to
IBM SPSS AMOS.

Pic 7. CFA of HR_practices and Employee_perfromance

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.699 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.909 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.939 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.956 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.076 (norm is less than 0.08) with P Close at

0.09 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model is
of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5

Based on this IBM SPSS AMOS outputs and their interpretation, it is possible to move to

another step of mediation effect measuring.

2" step Independent (HR practices) on mediation (Employee well-being)



Secondly, it is crucial to define whether the effect of HR practices on Employee Well-
being is significant and whether the model is of a good fit. For constructing the second step for
checking the mediation effect and the proposed relationship, the observed items were downloaded
to IBM SPSS AMOS.

Pic 8. CFA of HR_practices and Employee_well-being

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.889 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.954 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.954 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.978 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.077 (norm is less than 0.08) with P Close at

0.085 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model is
of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5

Based on this IBM SPSS AMOS outputs and their interpretation, it is possible to move to

another step of mediation effect measuring.

3" step Mediation (Employee well-being) on dependent (Employee Performance)

Thirdly, it is crucial to define whether the effect of Employee Well-being on Employee
Performance is significant and whether the model is of a good fit. For constructing the third step
for checking the mediation effect and the proposed relationship, the observed items were
downloaded to IBM SPSS AMOS.



Pic 9. CFA of Employee_well-being and Employee_perfromanc

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.225 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.934 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.982 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.987 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.043 (norm is less than 0.08) with P Close at

0.572 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model is
of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5

Based on this IBM SPSS AMOS outputs and their interpretation, it is possible to move to the

final step of mediation effect measuring.

4% step Independent (HR practices) on dependent (Employee performance). Independent
(HR practices) on Mediation (Employee well-being), Mediation (Employee well-being) on

dependent (Employee performance).

Finally, it is possible now to whether Employee Well-being mediates the relationship
between HR Practice and Employee Performance and whether the constructed model is of a good
fit. For constructing the final step for checking the mediation effect and the proposed relationship,
the observed items were downloaded to IBM SPSS AMOS.



Pic 10. CFA of HR_practices — Employee_well-being — Employee_perfromance

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.485 (norm is less than 2)
2) GFI (Goodness of fit index) is 0.889 (norm is more than 0.9)
3) TLI (Tucker-Lewes index) is 0.953 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.964 (norm is more than .95)
5) RMSEA (Root Mean Square of approx.) is 0.063 (norm is less than 0.08) with P Close at

0.196 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model is

of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model

could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7
4) AVE is more than 0.5

There are consolidated tables, which contain the results of

Table 7. Results of Mediation effect 4 steps

*p < 0.05, **p < 0.01, *** p < 0.001

Step 1 Step 2 Step_3 Step 4
Path coefficients
: 0.745, 0.119,
HR Practices —> Employee Performance 0=- 0 =0.277
HR Practices —> Employee Well-being p%8*6*5,§ p(i8*5*1,§
Employee Well-being — Employee Performance O'gil_’ 0'55:9_’




Squared multiple correlation

Employee Well-being 72.4%

Employee Performance 58.2%

The results suggest that there is a significant mediation effect of Employee Well-being on
the relationship between HR Practices and Employee Performance. This can be inferred from the
significant positive path coefficient of HR Practices on Employee Well-being (0.851, p < 0.001)
and the significant positive path coefficient of Employee Well-being on Employee Performance
(0.659, p = 7).

Specifically, the path coefficient of 0.851 indicates that HR Practices has a strong positive
effect on Employee Well-being, while the path coefficient of 0.659 indicates that Employee Well-
being has a strong positive effect on Employee Performance. However, the path coefficient for the
direct effect of HR Practices on Employee Performance (0.119, p = 0.277) is not statistically
significant, suggesting that the relationship between these two variables is not significant after
accounting for the mediation effect of Employee Well-being.

Moreover, the squared multiple correlation is a measure of the proportion of variance in
the dependent variable that can be explained by the independent and mediator variables in the
model. In this case, the squared multiple correlation for Employee Well-being as the mediator and
Employee Performance as the dependent variable is 58.2%, which means that 58.2% of the
variance in Employee Performance can be explained by both HR practice and Employee Well-
being. Similarly, the squared multiple correlation for HR practice as the independent variable and
Employee Well-being as the mediator is 72.4%, which means that 72.4% of the variance in
Employee Well-being can be explained by HR practice. Based on these results, it can be concluded
that HR practice has a relatively strong relationship with Employee Well-being, and that both HR
practice and Employee Well-being together have a relatively strong relationship with Employee
Performance.

Overall, these results suggest that HR Practices have an indirect effect on Employee
Performance through the mediator of Employee Well-being. Therefore, improving HR Practices
may lead to increased Employee Well-being, which in turn can lead to improved Employee
Performance.

Table 8. Direct and indirect effects decomposition

*p < 0.05, **p < 0.01, *** p < 0.001

Effect on
Effect of Employee Well-being Employee Performance
Direct Indirect Total Direct Indirect Total
Effect Effect
HR Practices 0.619, 0.000, 0.619, 0.131, 0.619, 0.750,
p =0,010 p=-| p=0010|p=0,341|p=0,010| p=0,010




5) Moderation effect

In this study for conducting the moderation effect of Crisis Influence between Employee
well-being and Employe Performance, two different approaches will be applied: interaction

analysis and multi-group analysis.

1st approach - Interaction analysis

Before to go straightforward to construction of the model with moderation, it is essential

to have a look at the initial model estimations.

Initial model

B Employ=e_well_being

Pic 11. Interaction analysis: Employee_well-being — Crisis_Influence — Employee_perfromance

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.243 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.927 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.976 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.982 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.045 (norm is less than 0.08) with P Close at
0.562 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model

is of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFRis more than 0.7

4) AVE is more than 0.5



The effect of Employee Well-being on Employee Performance is significant, while Crisis

Influence on Employee Performance is not significant.

Model with Moderator

Pic 12. Interaction analysis: Employee_well-being — Crisis_Influence — Employee_perfromance

The AMOS calculator has presented the following estimates:

1) Ratio of Chi square and the degrees of freedom is 1.182 (norm is less than 2)

2) GFI (Goodness of fit index) is 0.925 (norm is more than 0.9)

3) TLI (Tucker-Lewes index) is 0.979 (norm is more than 0.9)

4) CFI (Comparative fit index) is 0.984 (norm is more than .95)

5) RMSEA (Root Mean Square of approx.) is 0.039 (norm is less than 0.08) with P Close at
0.667 (norm is more than 0.05)

Based on the exported statistical estimation of the model, it can be concluded that the model

is of a good fit. That is why, the further work can be proceeded.

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5
Regression Weights: (Group number 1 - Default model)

Estimate S.E. CR. PLabel

Employee_performance <-- CI 060 074 811 418
Employee_performance <--- CI WB -050 047 -1,061 289

Pic 13. Regression Weights



Based on the exported outputs of the constructed model with the moderator, the effect of
Employee Well-being on Employee Performance is significant, while Crisis Influence on
Employee Performance is not significant. The effect of Interaction term on Employee Performance
is also not significant. Therefore, our model is of a good fit, however the effect of Interaction term
is not significant. That it is why, it could be concluded that interaction analysis has shown that
Crisis Influence doesn’t moderate the relationship between Employee Well-being and Employee
Performance.

2nd approach — Multi - group analysis

Since the interaction analysis has shown that Crisis Influence doesn’t moderate the
relationship between Employee Well-being and Employee Performance, another approach can be
used for checking this effect. The multi-group analysis will be conducted. For this purpose, it is
essential to define the median of the moderating variable Crisis Influence in order to split the
sample into two group: data, which is lower than the median will be called “Low Crisis Influence”,
and data, which is higher than the median will be presented in the analysis as “High Crisis
Influence”. Based on descriptive analysis, it was defined that the median of moderator Crisis

Influence is equal to 3,75.

After arranging all manipulations and settings in SPSS and AMOS, the model was

constructed and the model together with its main estimates are presented below.

Employee_performance

Pic 14. Multi-group analysis: Employee_well-being — Crisis_Influence —
Employee_perfromance
The AMOS calculator has presented the following estimates:
1) Ratio of Chi square and the degrees of freedom is 1.473 (norm is less than 2)
2) GFI (Goodness of fit index) is 0.907 (norm is extremely close to 0.9)
3) TLI (Tucker-Lewes index) is 0.936 (norm is more than 0.9)
4) CFI (Comparative fit index) is 0.955 (norm is more than .95)
5) RMSEA (Root Mean Square of approx.) is 0.062 (norm is less than 0.08) with P Close at
0.240 (norm is more than 0.05)



Based on the exported statistical estimation of the model, it can be concluded that the model
is of a good fit. That is why, the further work can be proceeded.

After that, it is essential to have a look at the AMOS outputs for every defined group: Low
and High Crisis Influence.

Low Crisis Influence

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:

1) C.R.is more than 1.96

2) Standardized regression weights all are above 0.5

3) CFR is more than 0.7

4) AVE is more than 0.5
High Crisis Influence

Also, the following observations and arranged calculations support the fact that this model
could be used for further analysis, since it fits to following criteria:
1) C.R.is more than 1.96
2) Standardized regression weights all are above 0.5
3) CFRis more than 0.7
4) AVE is more than 0.5
Moreover, for making conclusion on this model, the consolidated table with direct and

indirect effects decomposition was created and presented below.

Table 5. Direct and indirect effects decomposition

*p<0.05, **p<0.01, *** p<0.001

Effect on
Effect of Employee performance Em_ployee_ performance
(Low Crisis Influence) (High Crisis Influence)
Direct | Indirect | Total Effect | Direct Indirect | Total Effect
: 0,779, 0,000, 0, 779, 0,705, 0,000, 0,705,
Employee well-being _ _ _ _ _ _

To sum up, in the conducted analysis, there has been examined the moderating effect of
Crisis Influence on the relationship between Employee Well-being and Employee Performance by
conducting a multi-group analysis. The results of this analysis show that the strength of the
relationship between Employee Well-being and Employee Performance varies depending on the

level of Crisis Influence.



The results indicate that for employees experiencing Low Crisis Influence, there is a stronger
positive relationship between Employee Well-being and Employee Performance (b = 0.779, p <
0.05) compared to employees experiencing High Crisis Influence, where the positive relationship
between Employee Well-being and Employee Performance is weaker (b =0.705, p < 0.05).

The p-values in your results suggest that both of these relationships are statistically
significant, indicating that the results are unlikely to have occurred by chance. This means that
Crisis Influence moderates the relationship between Employee Well-being and Employee
Performance, and that the effect of Employee Well-being on Employee Performance is stronger
when Crisis Influence is low.

However, it is crucial to conduct independent-samples t-test for confirming that indeed there
is a statistically significant difference between the means of the Low Crisis Influence and High
Crisis Influence being compared.

The t-value of -14.140 indicates a large difference between the means of the two groups,
relative to the variation within each group. The degrees of freedom of 121 were used to calculate
the p-value, which is less than 0.001. This indicates that the probability of getting a t-value as
extreme as -14.140, assuming there is no difference between the means of the two groups, is very
low. The confidence interval of -1.34521 to -1.01479 does not include zero, which further supports
the conclusion that there is a statistically significant difference between the means of the two
groups. This means that the true difference between the means of the two groups is likely to fall
within the confidence interval, and that the difference is unlikely to be due to chance. Therefore,
based on the results of the conducted independent t-test, there is a statistically significant difference

between the means of the two groups being compared.

Independent Samples Test
Levene's Test for Equality of
Variances ttestfor Equality of Means
95% Confidence Interval ofthe
Mean Stdl, Error Difference
F Sig t df One-Sided p ~ Two-Sided p Difference Difference Lower Upper

Significance

cl Equalvariances 089 753 -14,140 121 =001 <001 -1,18000 08345 -1,34521 -1,01478
assumed

Equal variances not -13,819 96,704 <,001 <,001 -1,18000 08539 -1,34948 -1,01052
assumed

Pic 15. Independent Samples Test
Overall, coming back to direct and indirect effects decomposition, the findings suggest that
organizations should pay attention to the level of Crisis Influence when considering strategies to
improve employee well-being and performance. In times of low crisis influence, organizations
may benefit from implementing well-being initiatives to support employee performance, whereas
in times of high crisis influence, additional efforts may be needed to mitigate the negative impact

of crises on employee performance.



7. Conclusion

Discussion

Moving to one of the last stages of this paper, it is essential to correspond findings of this
study with previously conducted researches and studies and to find a research gap for future

investigation.

First of all, the results of this paper define that soft HR practices are essential for improving
employee well-being and performance. This is consistent with previous studies of Judge et al.
(2001) and Jiang et al (2012) that have shown that a positive work environment, as well as
supportive HR practices, lead to improved employee well-being and performance®®!®, These
findings suggest that organizations need to pay attention to their HR practices and invest in

programs and initiatives that support and improve employee well-being.

Secondly, the arranged study also figured out that leadership programs, coaching programs,
and consultations with psychologists were effective in supporting employee well-being and
performance. These results are matched with previous researches of Avolio et al. (2009) and Grant
et al. (2011) that have shown that effective leadership is vital for employee well-being and

performance!®016L,

Thirdly, the indirect effect of HR practices on employee performance through the mediator
of employee well-being was proved in this study as well. This finding is corresponded with other
researches of Wright et al. (2000) and Bakker at al. (2007) that have demonstrated the positive
relationship between employee well-being and performance!®2%3, By improving HR practices that
enhance employee well-being, companies can create a more positive work environment that leads

to more productive employee performance.

Finally, the study found that organizations need to consider the level of crisis influence
when implementing HR practices to improve employee well-being and performance. At this point,

there are no previous studies and observations that have proved this phenomenon as well. This part

158 Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction—job performance
relationship: A qualitative and quantitative review. Psychological Bulletin, 127(3), 376-407

159 Jiang, Kaifeng & Lepak, David & Hu, Jia & Baer, Judith. (2012). How Does Human Resource Management
Influence Organizational Outcomes? A Meta-Analytic Investigation of Mediating Mechanisms. The Academy of
Management Journal. 55. 1264-1294.

160 Avolio, Bruce & Walumbwa, Fred & Weber, Todd. (2009). Leadership: Current Theories, Research, and Future
Directions. Annual review of psychology. 60. 421-49.

161 Grant, Anthony & Cavanagh, Michael. (2011). Coaching and Positive Psychology. Designing Positive
Psychology: Taking Stock and Moving Forward.

162 Wright, Thomas & Cropanzano, Russell. (2000). Psychological well-being and job satisfaction as predictors of
job performance. Journal of occupational health psychology. 5. 84-94.

163 Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: State of the art. Journal of
Managerial Psychology, 22(3), 309-328.



can be considered as the extremely new finding, which should be observed and investigated more
precisely in the future studies. Nevertheless, it can be concluded based on the conducted study,
that the awareness of the level of crisis influence can help companies to choose and then implement

appropriate HR practices to support employee well-being and performance during times of crisis.

In conclusion, this study once again along with previous studies provides valuable insights
according to the importance of soft HR practices and their impact on employee well-being and
performance. The findings are consistent with previous research and highlight the need for firms
to invest in HR practices that support employee well-being. Also, the study emphasizes the
importance of considering the level of crisis influence when implementing HR practices to
improve employee well-being and performance. This study in big extent contributes to the existing
researches focused on HR practices. Finally, findings of this paper have defined a research gap,
which could be taken as a basis for further investigation on the topic of determining the level of
crisis influence and the strength of its impact on both employee well-being and employee

performance.

Managerial implications

To sum up, this study shows that companies should prioritize and start to invest more in
soft HR practices, such as training and development, internal communication, adaptation, internal
mobility, performance appraisal, and psychological rewards to enhance employee well-being and
performance. These practices have a positive impact on employee well-being, which in turn has a
positive impact on employee performance. Therefore, companies should incorporate these

practices in their HR policies and procedures.

Furthermore, it is encouraging to note that the interviewed companies have already
included leadership programs, coaching programs, and consultations with psychologists in their
work processes. This shows that managers of the companies understand the importance of
employee well-being and are taking proactive steps to support their employees via different tools

and approaches.

Moreover, the study highlights the importance of considering the level of crisis influence
when implementing HR practices. In times of low crisis influence, companies may benefit from
focusing on well-being initiatives to support employee performance. In contrast, in times of high
crisis influence, additional efforts may be necessary to mitigate the negative impact of crises on
employee performance. Therefore, it is crucial for firms to assess the level of crisis influence and
adapt their HR practices accordingly by providing additional support to employees during times

of crisis. The tools and approaches for assessment can vary depend on the specificity of the



company and budget allocation. However, internal communication, internal support, caring and
non — indifferent attitude to the emotional state of the employee are mostly used for reducing the

perceived level of the crisis on employees by creating supportive environment.

In conclusion, organizations should prioritize soft HR practices to improve employee well-
being and performance, while also considering the level of crisis influence when implementing
these practices. By doing so, companies can create a supportive environment work via internal
communication and internal support that promotes employee well-being and enhances overall

organizational performance.
Limitations of the study
It is crucial to highlight the limitations of this study.

First of all, the specificity of the sample and the applicability of the results. As it was
mentioned earlier, four out of ten invited Belgian family businesses from Flemish part of the
country were taken into the study as the core sample and all conclusion and results were based on

their responses, as well as the managerial implication.

Secondly, the size of the sample. At the beginning of the study, 10 Belgian companies were
invited to participate in this study. However, only four of them agreed to take an active part in this

research. Based on this, results and conclusions were limited by the responses only of these firms.

Thirdly, understanding of the survey and interview questions in English by non-native
speaking English respondents. For all respondent, Dutch is a native language and English was the
second one, that is why, the interpretations and, consequently, could vary depending on how
respondents understand the question.

Fourthly, high level of subjectivity of the performance and crisis influence perception. All
conclusions and recommendation will be based totally on the managers and employees’ subjective
perception of company, practices, personal performance, crisis and its influence on well-being and
performance.

Contribution of the study

To sum up, the study on the impact of soft HR practices on employee performance and
employee well-being in the crisis times contributes and expand the existing studies by the

following findings.

The study advances the understanding of the relationship between HR practices, employee
well-being, and employee performance during crisis times. Specifically, the study provides

empirical evidence on how HR practices influence employee well-being, and how employee well-



being, in turn, mediates the relationship between HR practices and employee performance during
crisis times. This contributes to the existing literature on HR practices, employee well-being, and
employee performance by providing new insights and proves into the mechanisms that underlie
the relationship between these variables during times of crisis. All references to the existing
studies, researches and articles are presented and give in the discussion part of the conclusion of

this paper.

Moreover, the study provides the empirical evidence on how crisis influence moderates the
relationship between employee well-being and employee performance. Also, it is essential to add
that due to conducted study it was figured out that the definition of awareness of crisis influence
level helps to choose businesses appropriate employee well-being initiatives for supporting

employee performance.

Furthermore, the study provides valuable insights for organizations on which HR practices
should be invested in and how to manage their HR practices effectively during times of crisis. By
identifying effective HR practices that enhance employee well-being and performance during
crisis times, the study provides managerial implications for organizations to develop better HR
strategies that address the needs of employees during times of crisis. This leads to improved
employee well-being and performance, which have positive impacts on organizational outcomes

such as productivity, employee retention, and organizational resilience.
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Appendix I

Interview questions:
Block 1 - Historical information:

1) Could you talk about HR-department before crises: its size, the role of it in the company,
attitude of employees?

2) Which practices were used?

3) Which HR practices were in demand among management and employees?

4) In which HR practices has management invested more?

Block 2 — Changes during crises:

1) What is the crisis for you?



2)

3)
4)
5)
6)

7)

What crises has the company faced over the past decade: economic, political, financial,
personnel, organizational one (ownership, remote work etc.).

Which actions in HRM aspect were taken by management for overcoming the crisis?
Which HR practices were in demand, and which were deactivated?

Did you notice any differences, changes in used practices?

Have new practices been formed? Or were some used practices modified according to the
company specificity and needs?

Has the role of HR been changed and how?

Block 3 — Well-being and employee performance:

1)
2)
3)
4)

5)

6)

Does your company take care about employee well-being?

Which practices or activities were used in non-crisis times?

Did or does employee well-being influence on employee performance and how?

Did you notice changes/influence of crisis on employee well-being and, consequently,
employee performance?

What has been done to support and improve an employee well-being and, as a consequence,
employee performance?

Are HR-practices considered as an important element of supporting and improving

employee well-being and employee performance?

Block 4 — Current situation and observed results of taken actions and their influence on
employee well-being:

1)
2)

What practices have taken root and have retained their relevance to this day?
How has well-being of employees and employee performance changed after applying these

practices?

Survey questionnaire:

HRM practices in crisis time!:

1) Training and development

e Initially: The firm training is assessed by participants.

Final version after adjustment: Participants evaluate the training, which is provided by firm,

after the completion (feedback collection).

e The firm repays costs for external training.

e The firm stimulates learning and the application of knowledge.

164 Mahfouz, Shatha & Bahkia, Ayu Suriawaty & Alias, Noryati. (2021). The impact of human resource management
practices on employee performance and the mediating role of employee commitment. Journal of Governance and
Regulation. 10. 222-234.



e Employees receive training during the work process.
e The firm has good training programs.
e Employee training covers all the individuals in the firm.
2) Performance management
e The firm arranges regular performance management.
e Anemployee development plan is formed after regular performance management meeting with
a manager.
e Performance management is the basis for decisions about a job promotion.
e Performance management frameworks foster the competencies of employees’ ability.
3) Compensation and benefits
e | get incentives like bonuses, benefits, promotions, etc.
e My salary is appropriate with my education, skills, and training.
e The firm rewards me according to the market remuneration levels.
e Employee benefits and penalties are clear.
e Salary increase encourages employees to participate in quality improvement.
4) Internal communication
e Company has a habit to notify employees about results, structural results in the company, new
goals and plans for development.
e Company highlights that every employee makes a significant contribution to overall company
results.
e Company considers internal communication as an essential part of a company culture.
o | feel respected and satisfied when company notifies about results and structural results.

e | am satisfied with the quality and the frequency of internal communication.

Employee well-being®® in crisis time:
1) Health well-being (physical and mental health)
e | feel good about myself.
e | am energetic.
o | feel calm and relaxed.
e | have energy to spare.
e | wake up feeling fresh and rested.

e | feel active and vigorous.

165 Janmohamed K., Core questionnaire for wellbeing: Warwick Edinburgh Mental Well-being Scale (WEMWABS).
Warwick University.



2) Happiness well-being

| am optimistic about the future.

| deal with problems and task well.

| think clearly.

| feel confident.

| am able to make up my own mind about things.

| am interested in new thing.

| feel cheerful and in good spirits.

My daily life has been filled with things that interest me.
| am satisfied with my work and results.

| maintain a positive outlook in the face of difficulty.
| feel joyful at work.

3) Social well-being

| feel close to other people.

| feel useful.

| feel interested in other people.

| feel loved and respected.

My relationships colleagues are good.

My colleagues understand me.

| get pleasure and energy from communication with my colleagues.
My colleagues help and support me.

| am treated fairly at my workplace.

Employee performance in crisis time6e:

© N o g M w0 Db P

I carry out my work according to the policies of the firm.

| feel satisfied to perform my duty for this firm.

| manage to achieve the target set for me by the firm.

| manage to plan and execute my work well in this firm.

| am motivated to work extra hours to finish my task.

The firm give recognition to employees who perform well.
The firm provides incentives for good performance.

| can complete a given task before the stipulated time.

166 Mahfouz, Shatha & Bahkia, Ayu Suriawaty & Alias, Noryati. (2021). The impact of human resource management
practices on employee performance and the mediating role of employee commitment. Journal of Governance and
Regulation. 10. 222-234.



9. I can getalong and work well with other employees.

10. I am always busy with my tasks in this firm.

11. I consider the job scope given to me is interesting.

12. My working hours are adequate to complete my job properly.

13. I am able to obtain solutions for all jobs assigned to me.

Crisis influence on employee well-being®’:

1. Crisis has a negative impact on my well-being.

2. lam anxious in crisis times (Covid-19, financial, economic, political, energy crisis etc.).

3. The firm developed new training topics included COVID-19 safety training, coping with stress
and anxiety, and lifestyle-based training.

4. The firm had formally appointed a counselor to help people cope with mental health issues.

Appendix 11

1) Descriptive statistics

I.  HR practices:
e Training and Development:
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e Performance Appraisal:
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V. Gender:
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Gender W
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2) Reliability tests
e Training and Development
Reliability
Item-Total Statistics
Scale: ALL VARIABLES
Scale Corrected Cronbach's
Case Processing Summary Scale Mean if Yariance if Item-Total Alpha if ltem
N % ltem Deleted ltem Deleted Caorrelation Deleted
e ™ HR_TDM 18,50 17,613 411 782
Total 123 1000 HR_TD2 18,43 16,624 508 761
a. Listwise deletion based on all
variables in the procedure HR_TD3 18,85 15214 589 741
HRE_TD4 18,67 16,411 553 751
Reliability Statistics
Cronmach's HR_TDS 18,70 15,605 564 748
Alpha Nofltems
- . HR_TD6 18,82 15,132 585 740
e Performance Appraisal
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Reliability
Scale: ALL VARIABLES

Case Processing Summary

Item-Total Statistics

N * Scale Corrected Cronbach's
e I L Scale Mean if Variance if ltern-Total Alpha if ltem
Eretued 0 ° ltern Deleted ltern Deletad Correlation Deletad
Total 123 100,0
e e HR_PER! 10,78 7,488 386 670
HR_FERZ2 10,72 6,857 468 623
Relablly Stafis HR_PER3 11,23 6,276 516 590
— HR_PER4 11,08 6,223 510 594
e Compensation and Benefits
Reliability
Scale: ALL VARIABLES ltem-Total Statistics
Case Processing Summa Scale Corrected Cronbach's
QN W% Scale Mean if Wariance if ltermn-Total Alpha if tem
pEe——— D | Itern Deleted [tem Deleted Correlation Deleted
Ecluded” 0 S HR_COMI 13,93 15,488 496 802
Total 123 1000
e oo pased onal HR_COM2 1424 13,202 678 748
HR_COM3 14,34 12,882 G685 745
Retabllly Stistce HR_COM4 1413 13,786 643 76D
e o HR_COMS 1415 14,749 483 805
e Internal Communication
Reliability
Scale: ALL VARIABLES Item-Total Statistics
Case Processing Summary Scale Corrected Cronbach's
. o Scale Mean if Yariance if ltem-Total Alpha if ltem
Casss  valid 123 1000 Iterm Deleted ltermn Deleted Correlation Deleted
Excluded? 0 0
= 1 wge HRLINT1 15,96 9,925 532 802
a Liswise defelon based onal HR_INT2 15,99 9,516 580 789
procedure
HR_INT3 15495 9162 678 759
Reliability Statistics HR_INT4 15,92 9,846 567 792
Cronbach's = ! ! ! !
*"““aw N°“‘E"‘: HR_INTS 16,11 8,054 679 758
e Health well-being
Scale: ALL VARIABLES
Case Processing Summary
N %
S 7= T Item-Total Statistics
Excluded?® 0 0 Scale Caorrected Cronbach's
Total 123 100,0 Scale Mean if Variance if Item-Total Alpha if ltem
2, Uxbrise Oalstion bassd onal [tem Deleted ltem Deleted Correlation Deleted
variables in the procedure WB_HELA1 14,89 13,167 257 802
WB_HEL2 14,93 10,773 591 687
Reliability Statistics WE_HEL3 14,97 10,819 631 674
il | [P WB_HEL4 15,02 10,958 564 697
7 = WB_HELS 14,99 10,828 601 684

e Happiness well-being



Scale: ALL VARIABLES
Item-Total Statistics

& Scale Corrected Cronhach's
Case Proussmu summ.ry Scale Mean if Variance if Itemn-Total Alpha if tem
N % Item Deleted ftemn Deleted Correlation Deleted
Cases Valid 123 100,0 WB_HAF1 36,92 53,124 A1 818
Excluded? 0 0 WB_HAP2 36,88 50,682 491 802
WB_HAP3 36,99 50,861 54T 806
Total 123 100,0
WB_HAP4 ar15 50,076 520 808

a. Listwise deletion based on all

variables in the procedure. CUEL e 36,92 52,843 il B
WB_HAPE 36,85 51,487 A12 809

WB_HAPT 36,35 52,427 461 813

Reliability Statistics WE_HAPE 36,81 50,476 592 802
Cronbach’s \WB_HAPY 36,86 48,432 718 791
Alpha N of tems WE_HAP10 36,95 55,260 201 828
825 " WB_HAP11 36,90 53,335 372 822

e Social well-being

Scale: ALL VARIABLES
Item-Total Statistics

Case Processlng Summary Scale Corrected Cronbach's
Scale Mean if Variance if ltern-Tatal Alpha if tem
N % lterm Deleted ltem Deleted Correlation Deleted
Cases  Valid 123 100,0 WB_S0C1 28,89 42,620 562 859
a

EXElded g 0 wa_soc2 29,91 41,721 608 855

1. 123 | 1000 EEREE 20,87 41,114 642 51
* ;;z‘;g,‘:jﬂ;":;,‘;::::,‘;“ sl WB_S0C4 28,85 42,035 549 860
WB_S0C5 29,82 41,705 641 852

WB_S0C6 29,84 41,400 646 851

Reliability Statistics =
WB_S0CT 29,74 41,981 585 857
Cronbach's

Alpha N of ftems WB_S0C8 29,87 42,835 526 862
869 9 WB_S0C8 29,83 41,061 667 849




