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One of the challenges facing Iran's public administration is strengthening employees’
resilience in the time of the country's crises because government organizations can effectively
lead and manage crises with their human resources. Several pieces of research have been
conducted on the strategies of the administrative system to promote the resilience of public
sector employees, but these strategies have been established based on the managers’ and
rulers’ view of organizations. An important gap in this field is the lack of employees' views on
ways of strengthening their resilience. The ultimate goal of this research is to conceptualize
employees’ discourses regarding the strategies to increase the resilience of the employees in
Keywords: the crisis situation (here COVID-19) using Q methodology. In response to the research
Employee resilience, Human | questions, six factors emerged in the light of factor analysis, and at the end, the implications
resource management, public | of these mental models for the theory and practice of employee resilience were discussed by
organizations, Q researchers and policymakers.
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Extended abstract

1. Introduction

The dominant method in previous human
resource management research has been to
evaluate the methods used in this field based on
the reports of human resource managers. These
reports  reflected the human  resource
management strategies considered by the
managers, which may be different from the way
employees perceive the strategies in the whole
organization (Kehoe & Wright, 2013). Human
resource management strategies lead to a
favorable attitude in employees if there is
compatibility between the designed human
resource management strategies and what
employees want (Bowen & Ostroff, 2004) to
strengthen  the resilience of employees.
Therefore, the aim of this research is to find the
strategies for creating resilience from the
perspective of the employees themselves, so that
from their point of view, a new path can be
created regarding this topic.

In general, investigating the mentality of
employees regarding solutions that strengthen
resilience among them is one of the main
concerns of this research; because the lack of
employees' perspective on resilience and the
actions that are dictated by managers on the
employees will make the costs incurred by
organizations ineffective. Therefore, the solution
to this issue is to discover the employees’ points
of view, and this research is very important
because by studying the mentality of employees,
it is possible to fill the existing gap in this field,
create new knowledge, and improve the
literature, thereby improving the actions of
managers. Although some researchers have
claimed that several factors affect the resilience
of employees, leadership (supportive
supervision), learning culture and supportive
work environment (supportive team and
organization), and the support provided by the
organization are considered the most important
factors. Researchers asserted that a supportive
organization has a vital role in creating resilient
behaviors in employees (Kuntz et al, 2016). In
another study by Kuntz et al. (2017), it was
revealed that performance feedback (from the job
and the supervisor) is positively related to
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employee resilience. Moreover, Zhu & Li (2021)
claimed that pioneering personalities can also
affect the resilience of employees. However,
what has been neglected so far is that the
strategies for creating resilience have not been
examined from the perspective of the employees
themselves. Although some researchers have
addressed the role of human resource
management activities in creating employee
resilience in the private sector (Mellahi, 2007;
O'Keeffe, 2017; Ekanayake & Gamage, 2018),
various mechanisms in the field of creating and
improving the resilience of employees in
government organizations have not been
investigated.

And despite the previous literature in this field
has pointed to some human resources measures
such as job design, information flow, granting
benefits to employees, employee development,
supportive culture, training and development,
feedback to employees, flexible work schedule,
support of colleagues, and intra-organizational
social interaction (Khan et al, 2019) and
discussed different methods through which
human resource activities can affect resilience
(Bardoel et al, 2014; Robertson et al, 2015), no
research has been implemented to examine the
strategies of strengthening resilience in crisis
conditions from the perspective of the employees
themselves.

Considering the lack of knowledge in the field
of employee resilience due to not taking into
account the employees' point of view and just
focusing on the managerial view, and also
considering that past research about resilience in
government organizations has rarely been
repeated and the employees’ voice has been
marginalized, the present research can fill the gap
in the literature.

Therefore, the present research followed a Q
method and aimed to determine the mindsets of
employees toward the strategies for creating
employee resilience in government
organizations. The findings of this research can
strengthen the resilience literature; because it
produces knowledge about employees' views on
resilience that has been missing until now, and by
expanding knowledge in this field, it can provide
useful solutions for policymakers and human
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resource managers in government organizations
and help future researches in the field of
resilience. In the following sections, in order to
achieve the purpose of the research, the
background of the research is examined first.
Then, the method of conducting the research and
the findings are stated, and finally, the discussion
and conclusions are presented.

2. Research Methods

A synthetic research design was used to answer
the research questions. In the first stage,
qualitative research was used to find statements,
and the qualitative content analysis method was
used to analyze the data of this stage. In the
second stage, the Q methodology was utilized to
obtain the findings of this research.

3. Results

In this research, the employees’ viewpoints were
investigated in relation to strategies to create
resilience in public organizations. According to
the rotated factor matrix values, participants had
a role in the formation of different factors of
creating resilience as follows: 11 participants
(numbers 19, 2, 14, 4, 18, 5, 36, 38, 29, 12, and
1) in the formation of the first factor, 6
participants (numbers 40, 24, 34,9, 10, and 23) in
the formation of the second factor, 4 participants
(numbers 33, 26, 7, and 25) in the formation of
the third factor, 4 participants (humbers 37, 6, 30,
and 11) in the formation of the fourth factor, 5
participants (numbers 35, 3, 32, 28, and 20) in the
formation of the fifth factor, and 3 participants
(number 39, 31, and 27) in the formation of the
sixth factor. However, based on these results, it
can be stated that 33% of the opinions about the
role of human resources management in creating
employee resilience clearly showed the
importance of employees for the organization
(the first factor) in strengthening resilience, of
course, if basic and appropriate indicators (such
as paying attention to the self-esteem of
employees and strengthening their morale) are
considered for them. Among these, 18% believed
in enriching the work environment (the second
factor) to create resilience. Moreover, 12% of
people's mentality was flexible to crisis-oriented
planning (the third factor) and considered a
supportive environment as an important factor in
creating resilience. Also, 12% of them believed
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that transformation should be made in the
processes (the fourth factor) in order to promote
resilience and 15% were concerned that there
should be constructive interactions among
employees (the fifth factor) to create resilience.
The final 9% were thinking about organizational
democracy that institutionalizes resilience in
employees

4. Conclusion

This research examined public sector employees’
views regarding strategies for creating resilience
and included a broad look at the literature on
resilience as well as a wide body of knowledge
about it. It also created a tool for examining the
individual mindset of the participants and invited
them to express their opinions about what creates
resilience. Finally, this study provided detailed
findings on HR practices to enhance employee
resilience. The findings of this research showed
that employees of government organizations have
different views on human resource measures to
strengthen resilience. Many subjective opinions
and beliefs emerged during this study and were
further clarified by interviews after sorting. The
results of the research show that the participants'
beliefs about human resource actions in
strengthening resilience appear in six main
factors as a result of Q sorting. These factors are
resilience in the light of creating a sense of being
important in the organization, resilience in the
light of enriching the environment work in the
organization, resilience in the light of crisis-
oriented planning, resilience in the light of the
transformation of processes, resilience in the light
of constructive interactions in the organization,
and resilience in the light of the evolution of
organizational democracy.

In conclusion, it can be said that the
participants who defined resilience in the light of
creating a sense of being important in the
organization, mostly agreed with the statements
which showed that self-esteem and strengthening
the morale of employees are important for the
employees’ resilience in the organization. Those
statements even showed the group's familiarity
with the independence of their action in
participating in decision-making. Following
agreement with the above statements, the
participants believed that doing things in absentia
is very helpful to strengthen resilience in crisis.
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On the other hand, the participants supporting
resilience in the light of enriching the work
environment in the organization paid more
attention to the arrangement and design of the
work environment. In most cases, the employees
in this group tended to agree with statements that
wanted to transform the work environment. For
example, they were in favor of flexible work
scheduling and managing relations with citizens,
and transmitting sufficient information about the
upcoming crisis was of great importance to them.

In addition, the next group that considered
resilience in the light of crisis-oriented planning
acknowledged that new planning should be
created to face change and new styles should be
established for resilience against crisis, and the
organization should have plans to use different
methods to maintain the health of employees and
to be able to interact with each other at all times.

Also, the fourth group can be considered the
supporters of resilience in the light of process
transformation; because creating a job rotation
and a calm atmosphere was one of the things that
the defenders of this group had pointed out, and
helping to keep employees calm in crisis was one
of the important measures that an organization
should take for its employees and always create a
way for employees to become more resilient in
difficult situations by employing psychological
consultants. On the other hand, the next group of
resilience advocates is in the light of constructive
interactions in the organization and considers the
promotion of resilience in employees to require
constructive cooperation between them and also
attaches great importance to providing a suitable
platform for creating intimacy between
employees and a sense of belonging to the
organization.

Finally, the last group of participants was
those who defined resilience in the light of

Journal of Sustainable Human Resource Management

organizational democracy and believed that
creating social networks and promoting new
values help to create resilience among
employees. They also considered creating a free
platform for employees to express their thoughts
on an important issue. The findings of this
research are consistent with different views of
resilience as mentioned earlier. In addition, by
examining the mentality of employees, some
indicators were obtained, which were not found
in the previous studies. For example, factors such
as defending employees’ self-esteem against
adversity, hiring psychological consultants to
help employees, and fostering employees who
care wholeheartedly about the organization.

The results of this research are important
because they create various measures for
government  organizations to  strengthen
resilience in their employees and force managers
to look at the issue of resilience from the
employees' point of view this time and come up
with new solutions by applying their opinions to
make employees more resilient in crisis
situations.
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@l hle il

FAC1-1 | FAC1-2 @ FAC1-3 FACl4 FAC1-5 FAC1-6
1 -.63117  1.35972 @ -77878 | 1.80607 @ -.10921 .36718
2 1.60082 | .46829 -.35805 @ 1.06791 @ -.28114 .25086
3 -.04012 1.73910 @ -.87683 & -.84351 .00938 .61979
4 47965 .99632 147466 & -.02363 @ -1.07312 .15201
5 75371 | 1.38324 44031 | -1.15494  -57074 | -.32232
6 41370 | -2.10431 | -1.06083 | -1.35293 | -.26530 .86160
7 -87387 116812 @ -.70719 @ -.00867 | -1.49213 -.43436
8 51676 .56689 .97988 .09580 | -2.55449 @ -.32063
9 2.39710 -2.03727 @ 27974 .29433 -.06500 = -.00806
10 .76949 - 79260 @ -.64941 @ -.07141 32324 -.00814
11 .59033 .16305 -.39032 83099 | -1.36716 @ -.38796
12 1.12756 51645 .29989 | -1.05838 @ .20777 -.25351
13 81686 = 1.04427 .35671 -.89499 .89497 | -1.00763
14 .06512 710474 -.51617 .69442 .69876 -.72335
15 .25044 53291 .63013 | -1.08443 -.22614 .26868
16 -11309  -.85223 @ -.07392 @ 1.27243 73691 | -1.77752
17 75524 -.15867 @ 1.01759 @ -.23040 .87051 2.36604
18 .79926 58920 | -1.31453  .60648 @ 1.48353 | .20887
19 1.34306 @ -.44219 .20807 -.28588 .80060 | -1.03178
20 1.11835 | -1.21553 @ -.48927 .34592 .83297 | 1.12994
21 .90036 - 74546 | -51454 = -52225 | -1.47224 | -.40974
22 31159 -.36859 @ -.18883 @ 2.77643 @ -.38075 | -.13312

23 .03134 07570 | -91742 @ -.66924 | -1.39988 -.13861
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24 -.00843 | .18568 09245 = -37934 | 1.52824 @ .75732

25 -59181 | -.06985 @ -1.74432 -79416  .90156 | 1.47969

26 -36275 | -.17853 | -1.63909 @ -50954 -1.67632 @ -1.26725

27 -66323 | -31677  -1.74077 -2.14374 1.64492 | -1.50404

28 -.63561 | .55723 .28602 = -.33184 | -29704 @ .72444

29 26691 | 212037 = .63525 53511  1.84083 | -.23088

30 80727 | 1.03394 | .78523 12566 | -.24104 = 1.05324

31 -1.73125 59397 .86953 16018 | -.67567 = 1.29769

32 -2.02073 -.77049 = -50162 @ -.03410 @ -.19250 & 2.49736

33 | -1.64163 -1.11652 @ -.04988 @ .27392 .02893 | -.52644
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40 -41323 | -1.57383 @ -.34863 @ 1.44827 @ -52948 @ -.79617
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