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Abstract

During the Covid-19 pandemic, which broke out in 2019, digitalization accelerated at an
unprecedented rate. Due to government measures, companies needed to digitalize very fast and
on a massive scale. As a result, working from home practices and flexible working schedules
have become the “new way of working” quickly. This transformation had an impact on the

well-being, motivation, work effort, commitment of employees.

In this context, HR’s digitalization was crucial for business continuity and employee well-
being, and other related organizational outcomes. As a result, resilience became an increasingly
important topic of discussion. This study aims to understand the moderating role of employee
resilience on the relationship between perceived HR digitalization and positive employee

outcomes such as work effort and affective commitment.

For the purposes of this research, a combination of qualitative interviews conducted with 6
employees and survey data collected from 248 participants were analyzed. The results showed
a positive relationship between perceived HR digitalization and positive employee outcomes
such as affective commitment. This relationship was moderated by resilience. Satisfaction with
HR digitalization predicted affective commitment in employees who had low resilience. A
positive correlation was found between perceived digitalization and resilience. No strong
relationship was found between perceived digitalization and work effort. Perceived
digitalization of HR tools and platforms that enabled internal communication and training
opportunities positively impacted positive employee outcomes such as commitment and
motivation. Employees with experience working digitally and with a higher perceived
digitalization reported the most favorable working from home (WFH) experience. Both analysis

showed that these employees had a more positive view of HR digitalization.

Keywords: HR Digitalization, Resilience, Work Effort, Affective Commitment, Covid-19
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Ozet

2019 yilinda ortaya ¢ikan Covid-19, dijitallesmenin goriilmemis bir hizda artmasina sebep oldu.
Devletlerce alinan tedbirler dolayisiyla sirketler hizlica ve kapsamli bir sekilde dijital ortama
gecmek zorunda kaldi. Bunun sonucunda evden calisma ve esnek caligma pratikleri hizla yeni
caligma big¢imi olarak kabul gordii. Bu doniisiim ¢alisanlarin refahlarinda, motivasyonlarinda,

cabalarinda ve bagliliklarinda ¢esitli etkilere yol acti.

Bu baglamda, IK’nin dijitallesmesi isin siirekliligi, ¢alisan refah1 ve benzeri &rgiitsel ¢iktilar
acisindan ¢ok 6nemli hale geldi. Bunun sonucunda dayaniklilik tartismalarinin 6nemi gittikce
artmaya baslad1. Bu arastirma, algilanan IK dijitallesmesi ile ¢alisan ¢abasi ve duygusal baghlik
gibi olumlu orgiitsel davramis ve tutumlar arasindaki iligkide, c¢alisan dayanikliliginin

diizenleyici roliinii anlamay1 amaglamaktadir.

Arastirmanin amaglar1 dogrultusunda 6 kisiyle gerceklestirilen sozlii miilakatlar ve 248 kisiden
toplanan anket datas1 birlikte analiz edilmistir. Sonuglar, algilanan iK dijitallesmesi ve duygusal
baglilik gibi olumlu c¢alisan tutum ve davranislar1 arasinda pozitif bir iliski gostermistir. Bu
iliski dayaniklilik tarafindan modere edilmistir. Algilanan HR dijitallesmesi, dayaniklilig
diistik olan ¢alisanlarda duygusal bagliliga isaret etmistir. Algilanan dijitallesme seviyesi ve
dayaniklilik arasinda da pozitif iliski oldugu goriilmiistiir. Algilanan IK dijitallesmesi ile calisan
cabasi arasinda anketlerde giiclii bir iliski gériilmemektedir. Ozellikle sirket ici iletisime, egitim
ve kisisel gelisime olanak veren IK araglarinin dijitallesmesine yénelik algilar baglilik ve
motivasyon gibi olumlu calisan davranis ve tutumlarim pozitif yonde etkilemistir. Evden
caligma baglaminda en olumlu deneyim daha Once dijital olarak ¢alisma deneyimi olan,
dijitallesme algis1 yiiksek calisanlarca aktarilmistir. Her iki analiz de bu c¢alisanlarm IK

dijitallesmesine yonelik en olumlu goriigse sahip oldugunu gostermistir.

Anahtar kelimeler: IK dijitallesmesi, dayaniklilik, calisan gabasi, duygusal baglilik, Covid-19



1. INTRODUCTION

Digitalization has been one of the most popular topics of the last decade and its popularity is
increasing more than ever. In the organizational context, the digitazation of human resources
(HR) had started to gain more attention as companies started to realize its important in terms of
strategic consequences. However, it was still not the priority for many organizations until
recently. The Covid-19 pandemic which stroke the world in 2019 created a huge impact on the
lives of employees and increased the importance of HR’s digitalization. With the working
conditions imposed by the unexpected pandemic regulations, it has become clear for many
people and organizations that digitalization is indispensible in the globalized world. Moreover,
the digital way of working is seen as the “new way of working” (Fogarty et al., 2020) and the
winnings of digitalization are expected to be kept and built upon.

During the pandemic period and the lockdown situations in many countries, it came to the
surface that many organizations were not ready to ensure business continuity in times of
unexpected, huge, sudden changes such as this. Some organizations needed to find quick-fix
solutions for the unforeseen technological needs of long-term homeworking. Many of the big
organizations which have a diverse workforce with many different national backgrounds; cross-
border workers, distant team members as well as immigrants, ex-pats had to implement digital
solutions in order to be able to continue their businesses. The accuracy of the data in the HR
systems showed to be the resource that helped the organizations to be prepared for the lock
down situation in a very short time period. The organizational practices which were done in
person had to be replaced with new remote practices. The long discussions on organizational
matters as well as longsome bureaucratic processes had to be cut shorter in order to reduce the
effort on communication. All of these new conditions required employees to adjust to many
changes, which created various implications on employee well-being and related business

outcomes (De-la-Calle-Duran & Rodriguez-Sanchez, 2021).

The Covid-19 pandemic brought out many consequences on individual well-being. The
physical danger of the virus as well as the psychological impact of the traumatic event and the
atmosphere of uncertainty created stress globally. Along with this, employees had to change
their daily routines, working styles, social interactions, relations to technology among many
other workplace practices. Away from the habitual work environment, establishing work
routines became a challenge while the borders between the private and professional life got
blurry. For example, parents had to take care of their children while working from home. Some

employees had difficulties in finding a proper physical space that allows productivity.



Managing time was challenging for some employees and they found themselves working more
than before. A lot of people had to start their new jobs without meeting their colleagues in
person or without having a chance for proper orientation. The little questions that could be
asked from the door in a small office remained unvoiced when it required arranging calls with
colleagues. For many organizations, the business expectations from the employees remained
the same while the issued that the employees had to deal with increased. Many employees were
laid off and many were afraid of being so. These factors, along with their psychological
outcomes, brought attention to positive employee outcomes such as well-being as well as

organizational commitment, motivation, productivity.

Even though the situation was experienced globally, the consequences were not the same for
everyone. The employees who were used to a digital way of working avoided some level of
change. Some employees had a more positive view of digitalization than others. Some
employees had a better stress management repertoire than others. During this time, two
concepts have become more distinctive than ever: the importance of digitalization and the
importance of resilience. As digitalization diffuse fast, its implications need to be studied with

its various aspects.

Until so far, the focus on resilience and employee well-being is not mature in the literature and
it barely exists within the context of digitalization. Within this frame, this research aims to
investigate the impact of perceived digitalization of HR on positive employee outcomes such
as work effort and affective commitment. It aims to shed light on how these relationships are
impacted by the resiliency of the employees. By investigating these connections within the
context of digitalization, this research aims to contribute to the literature in terms of
understanding if the perception of digitalization can be a factor that helps employees in difficult
situations to have an easier experience by making them feel less disconnected. Moreover, as
more and more organizations announce remote working positions and plans, it can contribute
to the literature by presenting recent evidence in the course of establishing such practices. This
way, the impact can be assessed from the perspectives of the employees and their needs can be
met in a better way. Establishing a better connection between the employees and the
organization during such difficult times can eventually help businesses achieve a competitive

advantage in the face of adversity as well.

The structure of this research consists of literature review, model and hypothesis, analysis and
results, discussion on results and conclusionsion sections. In the literature review section, the

important concepts of the study will be explained and the theoretical framework will be



introduced. The main concepts to be explained in this section include digitalization as an
innovation, various definitions of e-HRM, HR digitalization and its outcomes, resilience,
positive employee outcomes such as work effort and affective commitment. The literature
review will be followed by a methodology section where the research model and hypothesis
will be presented. In the analysis and results section, the qualitative and quantitative methods
of the study will be discussed and results will be presented. Finally, in conclusion section,
research results will be reviewed based on the theoretical framework and further research

suggestions will be proposed.



2. LITERATURE REVIEW
2.1. DIGITALIZATION

In recent years, digitalization has been one of the most frequently articulated words in the
business world. Even though the use of the word is quite frequent, there is still a lack of in-
depth understanding of the concepts around digitalization as well as its impact and potential. In
the literature, the concept of “digital” is mainly considered under 4 different concepts, which
are digitization, digitalization, digital transformatio, digital disruption (See: Figure 1)
(Strohmeier, 2020). Digitization refers to the technical conversion of analog processes into
binary digits, which can be interpreted as automation of previously time and effort-consuming
processes. Digitalization can be achieved when this transition is done purposefully. On the other
hand, digital transformation indicates a strategic change of the entire organization with the aim
of benefiting from the opportunities offered by digital technologies. For the HR department,
this can be read as implementing strategies that are based on the assessment of the potential of
digital technologies with the aim of value creation rather than adopting technologies to match
the pre-existing HR strategies and hoping that it creates value. Lastly, digital distruption occurs

when the digitalization of external organizations impacts the processes of a firm.
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Figure 1: Terminology of Digital Organizations (adopted from Strohmeier, 2020)



Among these four concepts, digitalization and digital transformation have been discussed
broadly in the Strategic Human Resouces Management (SHRM) research. Many research
considered e-HRM as a trend that diffuses more and more under the impact of social factors
such as pro-innovation bias (Rogers, 2003) or social pressures. For example, Abrahamson
attributes some of the digitalization processes to the “bandwagon pressures™ created by the
competitors or industry leaders that are adopting innovations and creating a fear of falling
behind in the other organizations (Abrahamson, 1991). This is claimed to result in futile
investments in many organizations which are jumping on the bandwagon with the hopes of
gaining value. Social network theory suggests that digital tools and solutions spread among the
social networks due to imitation (Kenis & Oerlemans, 2009), which might not necessarily
correspond to the adopter’s specific needs. Bandarouk proposes that many organizations adopt
digital HR tools to have strategic benefits yet, many of them get stuck at the administrative
level and fail to obtain the benefits they desired (Bondarouk & Ruel, 2009).

On the other hand, numerous research perceives the performance of HR as the driver of the
success of the organizations in the “knowledge economy” of our times (Chakraborty & Mansor,
2013). People and information technology are considered as the two resources which can
“dramatically” affect the success of the business (Teo et. al, 2007) and proper adoption of e-
HRM systems is claimed to stimulate organizational success by combining these two resources;
people and technology (Sareen 2012, Teo et. al, 2007). Bandrouk and Ruel (2013) argue that e-
HRM is expected to bring two strategic advantages for the human resources function;
transforming HR’s role to strategic business partner and bringing HR’s time investment on
strategic HR issues. The main goals attributed to e-HRM in the literature are reducing the costs,
improving HR services, improving the strategic orientation of the HR function (Bandrouk &
Ruel, 2013; Bondarouk et al.,2017). Moreover, the value added by HR is often associated with
its ability to create competitive advantage (Troshani et al., 2010; Pfeffer et al., 2002). Properly
implemented and consciously used e-HRM systems are often associated with the potential to
create this competitive advantage (Lippert & Swiercz, 2005; Campbell et al, 2012). At least,
competitive advantage is often mentioned as one of the most prevalent motivating factors
behind the diffusion of digital tools, solutions, strategies. During times of crisis, both the

diffusion process and the opportunities for competitive advantage through innovations change.

The Covid-19 pandemic served as a driving force in the adoption of digitalization at an
“unprecedented” speed and extent (Aurelia & Momin, 2020). According to a survey conducted
on behalf of McKinsey (LaBerge et al., 2020), participants reported that their organizations
have digitalized 20 to 25 faster than they had foreseen. This pace exceeded their expectation by
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40 times. The investment into HR digitalization increased to triple the amount of the
investments in 2017 by reaching 3.1 billion dollars and it is expected to reach 30 billion dollars
by 2025 (Aurelia & Momin, 2020). Moreover, employees’ expectation for an implementation
process was one year whereas it only took 11 days to implement digital solutions in reality
(LaBerge et al., 2020). According to the prominent “Innovation Diffusion Theory” of Everett
Rogers (2003), diffusion is a type of communication. Rogers identifies four elements for the
diffusion of innovations. These are; innovation, time, social system, communication channels.
Under normal circumstances, innovations are evaluated based on factors such as their relative
advantages compared to other innovations, compatibility with existing systems, complexity and
simplicity, trialability before full adoption, and observability of its consequences. For an
adoption decision to be made based on these characteristics, the adopters pass through
knowledge, persuasion, and decision stages, which will be followed up by implementation and
re-invention stages to complete the adoption circle. During times of crisis or abrupt changes,
organizations might not have the time and opportunity to evaluate these features properly, hold
enough internal discussions and external observations, as a result of which; innovations might
skip these stages. Therefore, the consequences might be different than what is previously known
in the literature, which makes it necessary to broaden the previous research and redefine some

of the concepts within this context.

The Innovation Diffusion Theory also divides the adopters into 5 categories which are
innovators, early adopters, early majority, late majority, and laggards. During normal times,
innovators are the “gatekeepers” of innovations coming in to the system. Early adopters lead
the way to broader adoption of the innovation as “opinion leaders” who reduce the doubts
regarding the innovations. This is followed by the early majority which constitutes the biggest
group in the adoption categories. They are the follower of the innovations with a positive
attitude towards innovations, however, they do not drive the adoption per se. On the other hand,
the late majority and laggards are known for their skeptical attitudes and resistance. Late
majority adopters tend to adopt mostly under environmental pressures while laggards tend to
base their adoption decision on what was done by the other peers in the past (Rogers, 2003). As
it is possible to imagine, behavior of these categories and their positioning in the competitive
business area might be affected during the mass adoption times such as periods of a pandemic.
For example, organizations that have already been digitalized might benefit from their previous
investments in the technology more than laggards. The level of digitalization in an organization

might be a key player in the success of businesses during this period. The experiences of the



employees in an already digitalized organization and the other might result in different

individual consequences such as varying levels of employee work effort or commitment.

Until so far, the discussion in the literature as to the consequences of digitalization has not been
settled. However, it is known that the period of pandemic brought about a serious amount of
new digitalization related challenges to organizations in terms of remote working conditions,
leadership, collaboration, or well-being (Caligiuri et al., 2020) With this recent unexpected and
inescapable boost in digitalization during the period of Covid 19 pandemic, the importance of
digitalization and digital transformation increased even more. As a result of the changing
external conditions, the diffusion of digital tools and strategies had to happen in an abrupt way
and has become a topic of priority for many businesses who were not planning to participate in
digital adoption. The general impression is that, from this moment on, digitalization will shape
the future of the workforce and will become only more involved in our lives (Hu, 2020; Whitby
et al.,, 2020). Barney suggests that the value of a resource by its capacity to “exploit
opportunities and or neutralizes threats in a firms’ environment” (Barney, 1991). In this
extraordinary situation, digitalization might have been one way to create competitive
differentiation among organizations that were more advanced in digitalization compared to the

ones that were not prepared at all.

Barney also argues that rare, valuable, imperfectly imitable and non-substitutable
characteristics of the firm’s resources can bring competitive advantage (Barney 1991). He
considers the resources that enable organizations to envision strategies that can create an
increase in efficiency and effectiveness as a part of this (Barney, 1991). In order to achieve all
of these, the harmony of the digital tools with the people resource and the strategy is necessary.
The tools can be adopted by any other organization but the harmony of these resources is
difficult to imitate. Therefore, if it can be done correctly and accepted by the employees,
digitalization of HR activities can be a means to make HR a strategic business partner (Yusoff
et al., 2015). In this regard, it becomes more important than ever to consider the employee-
related aspects of e-HRM adoption and consequences regarding such as well-being, work effort,

or commitment.

Some scholars mention that organizational success is closely related to the factors such as the
capabilities of the HR management, agility, learning potential, speed, and employee
competence (Huselid et. al, 1997; Sahaet. al, 2017; Brockbank, 1999; Ulrich, 1998). In a similar
way, Beckers and Basat emphasize that competitive advantage is closely connected to

innovation, customer service, efficiency, quality, and competitive advantage strategies such as



low cost, differentiation, and focus (Beckers & Bsat, 2002). e-HRM system is claimed to have
a value-adding potential as a means to develop organizational agility, learning, and innovation
(Marler, 2009).

In addition, “innovative work practices” such as e-HRM are claimed to increase work efficiency
by allowing employees to redesign their own way of doing their jobs based on their first hand
knowledge and experience (Ichniowski et al., 2008). In return, this can reduce the workload of
supervisors and middle managers (Ichninowski et. al, 2008). Thanks to digitalization,
employees can get informed about the organizational udates and join online conversions
(Bondarouk et. al, 2004). Furthermore, e-HRM is claimed to lead to better decision making as
well as to stimulate new ways of thinking (Kovach & Cathcart, 1999) and encouraging
employees to take initiatives (Chakraborty & Mansor, 2013). e-HRM also has a potential to
improve the employee skills by broad training and development activities (Huselid & Delaney,
1996), which enable them to determine their career developments based on web based HR tools
(Bondarouk et. al, 2004).

Moreover, digital HR practices such as learning opportunities help increasing employee well-
being and, as a result, employee health and productivity (Van Dam et al., 2020). Transparency
about rewards and compensation, standardisation of HR practices are claimed to increase
employee confidence, pride and trust (Martin et. al, 2008; ) which is associated with supporting
employee well-being during Covid-19 (De-la-Calle-Duran & Rodriguez-Sanchez, 2021). As
exemplified above, digitalization has a lot of potential to improve organizational success at the
firm level and employee level. Therefore, as well as the organizational outcomes, the impact of
HR’s digitalization on the employe related outcomes which can increase their productivity as a

mutual gain is worthy of attention.



2.2. DEFINITION of e-HRM

Previous literature suggests numerous different definitions for Electronic Human Resource
Management (e-HRM) (Alghafri, 2015; Sareen, 2012). e-HRM has been used interchangeably
with a lot of other terms among which are HRIS, e-HR, HR intranet, virtual HR, HR portals,
web-based HR. However, even though these concepts are used alternatively, some scholars
argue that e-HR and HRIS are fundamentally different (Bondarouk et. al, 2004). Bondarouk
and colleagues claim that HRIS consists of the technologies that are used within the HR
department whereas e-HR extends beyond the HR department. Another difference is that e-
HRM is associated with HR strategy whereas HRIS is considered as IT-based technologies
used for operational HRM (Bondarouk and Ruél, 2009). HRIS is used for technologies that aim
to increase efficiency in the administrative processes and improve decision-making by
providing various reports (Lengnick-Hall, 2003).

In one of the earliest definitions, DeSanctis defines digital HRM as a “specialized information
system within the traditional functional areas of the organization, designed to support the
planning, administration, decision-making, and control activities of human resource
management”’ (DeSanctis, 1986). On the other hand, Bondarouk and Ruél (2009) argue that IT-
based definition with an operational HRM focus would indicate simplification of e-HRM’s role
in the transformational outcomes such as employee involvement and workforce alignment. In
their view, this reduces the value added by e-HRM only to indicate the improvements in the
administrative systems. Alternatively, they emphasize its role in transformational business
functions such as strategic management and define e-HRM as “an umbrella term covering all
possible integration mechanisms and contents between HRM and Information Technologies
aiming at creating value within and across organizations for targeted employees and
management.”. Some of the other commonly used definitions of e-HRM are included in the
table below (See: Table 1).



research

Earlier e-HRM

e-HRM Definition

DeSanctis, 1986

“specialized information system within the traditional functional areas of
the organization, designed to support the planning, administration,

decision-making, and control activities of human resource management”

2009

Lengnick-Hall & | “ technological tools needed to conduct basic HR transactions using the

Moritz, 2003 web”

Stroheimer, 2007 “e-HRM is the (planning, implementation and) application of information
technology for both networking and supporting at least two individual or
collective actors in their shared performing of HR activities”

Bondarouk et. al, | “an umbrella term covering all possible integration mechanisms and

contents between HRM and Information Technologies aiming at creating
value within and across organizations for targeted employees and

management.”.

Table 1: Definitions of e-HRM

Human Resources Management (HRM) involves managing organizational resources wisely. As

defined by Bondarouk and colleagues (2009), this requires considering the technological

resources and human resources together. Therefore, e-HRM itself has a strategic meaning

involved within the concept. As the focus of this research is employee-related outcomes and

strategic aspects of the HR department within the whole organization, digital HR practices will

be taken into consideration as a whole and “e-HRM” will be used throughout the research.
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2.3. DIGITALIZATION OF HR (e-HRM)

The impact of HR’s digitalization on the efficiency of HR operation and the organizations has
been proposed by a vast amount of research (Beckers & Bsat, 2002; Huselid et al., 1997). The
research in e-HRM dates back to 1995 (Strohmeier 2007). Since this date, the research
accumulated on two aspects of e-HRM; expectations and the benefits. In 2016, Bondarouk and
Ruel analyzed the research in the field of e-HRM from the 1970s until 2010 and identified 168
factors responsible for e-HRM adoption and 95 factors for e-HRM consequences (Bondarouk
et al., 2017). In an earlier model created by themselves, they identified the constituents of e-
HRM outcomes as cost-effectiveness, congruence, competence, and commitment. They
identified the goals of e-HRM as improving HR’s strategic role, improving client service and

improving efficiency and administrative processes (Bondarouk et. al, 2004).

e-HRM is divided into three categories which are based on operational, relational and
transformational aspects (Findikli & Bayergelik, 2015). e-HRM’s goals and outcomes are
discussed under these categories. Operational e-HRM goals focus on productivity, cost
reduction, automation, and speeding up the processes. It mainly includes improving the
administrative functions of HR such as payroll or employee data (Findikli & Bayergelik, 2015;
Bondarouk et. al, 2004). Relational e-HRM goals focus on improving stakeholder relations and
service delivery. It includes improving the employee and line manager interactions and
increasing collaboration. It aims to improve the efficiency and effectiveness of services such as
recruitment, selection, training, performance management, appraisal, and rewards (Bondarouk
et. al, 2004; AbuZaineh & Ruel, 2008). In this way, it can increase the speed and responsiveness
of the HR department as well as improving HR’s service quality (Beckers & Besat, 2002).
Moreover, increasing the interaction of the employees with the HR processes increases the
awareness of HR as well (Hendrickson, 2003), which might help HR to have a strategic
position. The transformational goals of e-HRM refer to the goals that are related to strategy and
creating corporate value such as knowledge management. The main aim is to develop a
workforce who are adaptable to changes and can liaise with the company’s strategic orientation
and take part in creating value (Bondarouk et. al, 2004; Findikli & Bayergelik, 2015;
Stroheimer & Kabst, 2014).

In general, along with the administrative tasks, the most common HR practices include
planning, recruitment, training and development, performance management, compensation and
benefits along with protecting employees in terms of legal aspects as well as health and safety
(Findikli & Bayergelik, 2015). HR’s digitalization is associated with a lot of promises in these
areas. The potential outcomes of digital HR will be summarized in this section.
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2.3.1.Administrative Function

According to the literature, e-HRM helps to reduce costs by automating or outsourcing HR
transactional functions (Marler, 2009). This cost reduction extends from using less pen and
paper to employing fewer HR personnel for entry-level administrative positions. By taking the
burden of administrative processes, it is expected to allow time and resources for analytical
positions, which can connect HR with the strategic plans of the organizations (Beckers & Bsat,
2002) Also, by enabling employees to enter and update data by themselves, e-HRM is claimed
to ensure more accurate data in less time and reduce the work of the HR personnel (Chakraborty
& Mansor, 2013; Hendrickson, 2003) and decrease the chances of human error
(Panayotopoulou et al., 2007) as well as preventing the overlapping work (Nivlouei, 2014).
Thanks to e-HRM, HR departments can keep the employee information, policies, and
procedures in one system which can increase the efficiency and effectiveness of the HR
processes (Hendrickson, 2003). Through digitalizing file maintenance and documentation as
well as enabling quick access to information, it can save the time of the HR professionals or
reduce outsourcing (Moustaghfir, 2014). By enabling accelerated information processing, it can

increase productivity (Marler & Parry, 2016).

2.3.2.Recruitment

e-HRM provides the opportunity to access a broader pool of potential employees which might
accelerate the recruitment process (Mukherjee et al., 2014). e-Hrm practices such as e-recruiting
and e-learning can help organizations obtain unimitable, rare, valuable human resources
(Wright & McMahan, 1992; Strohmeier, 2007; Huselid et al., 1997).

2.3.3. Performance Management

e-HRM serves as a “portal” that allows managers, employees, and HR professionals to view,
extract or alter data needed to manage the HR (Yusliza, 2012) in a simultaneous fashion. It
gives them control of their data to the employees themselves and makes it easier for the
managers to base their decisions and analysis on the data in the system without any mediation
from the side of HR. On the other hand, platforms and tools which keep the data regarding
employee skills and knowledge enable employees to assess their skills and the requirements of
their further goals (Rothwell & Arnold, 2005) and e-HRM can help such organizational
decisions. By enabling immediate feedback between the supervisors and the employees, it can

help to maintain employee motivation and performance (Ederer, 2010; Sailer et al., 2013).
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2.3.4. Compensation and Benefits

e-HRM enables employers to respond to changing business environments by targetted
compensation programs or arranging better salary and benefit options, optimize the training
needs and costs (Lippert & Swiercz, 2005).

2.3.5. Training and Development

IT literature mentions HRM as a service system that creates value through knowledge-based
interactions; such as configurations of the capabilities, the clients, competitors, and itself
(Maglio & Spohrer, 2008). By providing flexible and broad opportunities for learning and
sharing, it enables the employee’s knowledge to transform into collective knowledge (Huselid
et. al, 1997). As quoted by Kovach, e-HRM is expected to bring benefits to suppliers,
consultants, and other stakeholders by enabling better connection through wireless means and

allowing easy access to essential information (Kovach et. al, 2002).

Known as high-commitment HR practices, training and development opportunities are
perceived as supportive HR practices and positively impact employee performance (Erim,
2018). Such organizational investments help employees to feel justice and might produce
positive outcomes such as employee’s identification with the company and increased

commitment (Erim, 2018).

2.3.6. Internal Communication and Mentorship

e- HRM is argued to make internal communication easier and more practical (Panayotopoulou
et al., 2007). One of the challenges of remote working is to maintain effective communication
among the team members, supervisors, mentors. Lack of such communication can create
difficulties in coordinating work, maintaining motivation, ensuring commitment, and
establishing trustful relationships (Kahai et al., 2013). Leader support is also known to promote
proactive employee behaviors (Wu & Parker, 2016). e-HRM can help with establishing better
connections between the various stakeholders involved in the organization. Research shows
that e-HRM serves as a channel that supports intangibility, simultaneity, and customer
participation including the internal HR customers such as line managers and employees
(Bondarouk et. al, 2015).

Moreover, information technology is expected to bring transparency into the employee’s labor,
interactions, and performance (Avolio et al., 2014). This enables employees and supervisors to
be aware of each other. As well as connecting team members around the same goals, e-HRM
also ensures continuity of interpersonal relationships. During times of crisis, communication

between colleagues, the guidance from leaders and mentors become even more important.
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Under remote working conditions, e-HRM offers means to ensure continuous communication
between the leaders, mentors as well as other team members. As shown in resilience research,

such HR practices can enhance employee resilience (Bardoel et al., 2014).

2.3.7. Orientation

Orientation is defined as “successful induction practices 1) help new employees settle into their
environment, 2) help them understand their responsibilities, and 3) ensure that the organization
received the benefits of well-trained, highly motivated employees as quickly as possible”
(Robinson, 1998). Employee orientation includes teaching new employees the organizational
culture, philosophies, and initiatives (Akdere & Schmidt, 2008). This way, employees are
expected to adapt to the company and the teams. To achieve this, companies provide the new
employees with relevant online training, information sessions, team building events, or other

such programs and activities.

Thanks to all of the reasons above, HR’s contributions to the organization move from
administrative context to strategic context. In such a strategical context, the efforts of the HR
managers focus on building HR policies in line with the product or service strategies in order
to develop internal resources through practices that enrich organizational culture and routines
(Marler, 2009). Even though it has not been the main focus of research in HR’s digitalization,
one of the benefits of expanding the focus of the HR department to organizational culture and
routines is that it can give a better work experience for the employees which allows their growth
and well-being. It is claimed to lead to better decision-making as well as to stimulate new ways
of thinking (Kovach & Cathcart, 1999) and encouraging employees to take initiatives
(Chakraborty & Mansor, 2013).

During the Covid-19 pandemic, the roles and responsibilities of the HR department had to be
redefined and its importance has become more clear. The strategic role of HR partners came to
the surface. With the lockdown situation imposed by the governments, most of the face-to-face
interactions have been replaced with virtual practices. HR leaders had to decide how to plan the
workforce according to the new situation, which employees could work from home, how the
technological requirements could be provided, how the communication would be adjusted and
many other questions had to be answered by them (Aurelia & Momin, 2020). The employees’
biggest concerns have become their health and job security (Aurelia & Momin, 2020). Along
with the physical threat of the virus, the uncertainty in the environment and increasing concerns
on the employee side highlighted other aspects of e-HRM in managing this. e-HRM had to be

the means to lead for the managers in the distant working conditions. It enabled collaboration
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among the employees and helped them face the challenges with the teams and their leaders.
Organizations were able to provide various training opportunities to the employees. World
Health Organization announced that the mental health of the employees has been affected by
the pandemic as well (WHO, 2020). e-HRM offered solutions to this, such as providing
opportunities for team buildings or exercise classes which are claimed to assist employees in
times of stress. Compulsory working from home conditions created difficulties for the
employees who did not have ideal conditions for work. For example, it made it difficult to
separate professional life from the personal life for many employees which lead to exhaustion
(Daraba et al., 2021). As the stressful situation put pressure and employees as well as
organizations, the resilience came under the light both at the organizational level and at the
employee level.
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2.4. RESILIENCE

The physical threat of the Covid-19 pandemic includes two-week-long quarantine periods,
hospitalization due to the virus, and at the most extreme cases the death (Jones, 2021). This
created a worldwide emergency, which resulted in a lot of changes in the private and
professional lives of the employees. As a result, employee mental health was threatened as well
(Jones, 2021). A lot of employees reported psychological difficulties such as stress, loneliness
anxiety, depression, issues with domestic relationships, job insecurity, and financial problems
(Jones, 2021; Killgore, 2020; Caligiuri, 2021). In this context, resilience became an essential

topic for businesses.

Psychological capital plays an essential role in how stressful situations are survived. Luthans
and colleagues define psychological capital by four factors which are self-efficacy, optimism
about the future and present success, paving towards a goal and having to hope to redirect it
when needed, and resilience (Luthans et al., 2007) or even thrive. As in this definition, resilience
is one of the factors that helps employees to survive stressful situations (Avey et al., 2010),

maintain employee health, and sustain business continuity.

The origins of resilience and related research are not clear in the literature. Some resources
claim that the concept of resilience and the related research appeared in the 1970s in the clinical
context (Cooper et. al, 2018) whereas some others claim that it dates back to the 1800s (Tusali
& Dyer, 2004). There is also various research claim that the term originated in the fields of
child psychology and ecology (Batabyal, 1998) or traumatology (Graber et al. 2015), but its use
extended to many other fields such as environmental science, organizational studies, and
engineering (Kantur & Say, 2012). With the shift of focus in psychology from the weaknesses
of the employees to their strengths, resilience came under the light, and practices to increase
wellness, prosperity and good life gained importance (Luthans, 2002) also in the field of

organizational psychology.

As defined in the Merriam-Webster dictionary, resilience comes from the study of physics and
describes the process of elastic material which changes shape by pressure, coming back to its
previous form after the pressure is removed. This term is used also to metaphorically describe
a person’s ability to bounce back after a strong hit by a difficulty (Webster, 1977). As it can be
concluded from this definition, resilience requires having enough space to protect the previous
form, this means having resources already set in place, which enables the organization and the
employees to sail through organizational traumas, crises, mergers, or other sudden changes with

the least harm. It is often considered as a “reflex” -which is deeply carved into someone’s mind
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and soul (Coutu, 2002). Therefore, it is not likely to be built in the course of terrible events and
successfully assists the organization. It has to be considered as a part of the strategic agenda
during times of relative calm (Bardoel et al. 2014) and it should be worked on so that it can
effectively come into play in the course of an unfortunate event, crisis, or other situations that

cause significant adversity.

In organizational studies, the contexts that are mostly associated with resilience are crisis
management, disasters, high-reliability organizations (HROs), and positive organizational
scholarship literature (Kantur & Say, 2012). Some of the situations that can be exemplified in
resilience research include economic recessions (Williams & Vorley, 2014), human errors
(Sheridan, 2008), natural disasters (Barasa et al., 2018), financial crisis, supply chain failures,
product manufacturing errors, industrial incidents or human resources issues (Al-Ayed, 2019).
Sinclair et al. (2016) suggest that significant adversity can be solidified by 4 factors, which are
intensity, frequency, duration, and predictability of the event. For example, in the case of the
recent period of the pandemic, the unpredictable situation has lasted for more than a year with
intense consequences on a global scale. Therefore, the intensity of the workplace stressors
increased, which made it clear that the discussion of resilience is important, and more and recent

research is needed to understand it better.

In the existing literature, there is a lack of clarity in the definition and conceptualization of
resilience (Duchek, 2019). Its antecedents and assessment are still vague (Sinclair et al., 2016).
Luthans describes resilience as a “positive bounce-back reaction” that enables the person to
deal with adversity, uncertainty, conflict, failure as well as positive changes, progresses, and
situations of increased responsibility (Luthans, 2002). Kantur and Say (2012) point to the
different connotations of resilience in psychology and ecology. While resilience is associated
with the optimisim and buoyancy of the individual in the domain of psychology, it is associated
more closely with flexibility and pliability in the domain of ecology. McManus defines
organizational resilience as “the ability of a system to absorb change and continue to operate”
(McManus et. al, 2008). Mallak’s definition adds that these positive adaptive responses should
come rapidly with minimal pressure (Mallak, 1998).

According to a literature review in 2011, as many as 122 definitions were identified for the
resilience construct (Meredith et al., 2011). However, the basic understanding of resilience is
constructed around certain aspects. For example, in their literature analysis, Meredith and
colleagues find that definitions of resilience mostly fit in three categories; definitions that

describe resilience as a process or capacity which develops over time, definitions that
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emphasize the adapting and returning to a baseline after an adverse situation, definitions that
involve growth after the adversity (Meredith, 2011). Meredith also explains the psychological
resilience factors as individual level, family level, unit-level, and community-level factors. He
suggests that individual factors such as positive coping, positive affect, positive thinking,
realism, behavioral control, physical fitness, and altruism; family-level factors such as
emotional ties, communication, support, closeness, nurturing, and adaptability; unit-level
factors such as positive command climate, teamwork, and cohesion; community-level factors
such as belongingness, cohesion, connectedness and collective efficacy important elements of
resilience (Meredith, 2011). In its essence, resilience is defined by basic human adaptational
systems such as self-regulation, a positive view of the self, or intrinsic motivation (Masten,
2001).

In the organizational context, resilience is mostly discussed at two levels: the organizational
level and the employee level. However, the concept of organizational resilience is closely
related to the concept of employee resilience at the individual level (Kuntz et al., 2017; Bhamra,
2011). While organizational resilience focuses on enterprise-level strategies, employee
resilience focuses more on individual rehabilitation or the development of personal resources
as well as considering the stress and well-being-related indicators to measure resilience (Kuntz
etal., 2017).

McManus et al. (2008) propose three characteristics for a resilient organization, which are
understanding the situation, managing the organization’s weaknesses and adaptive capacity.
That is, they consider the overall awareness of the situation and they can manage main
vulnerabilities, and adapt to new situations quickly and effectively. Kantur & Say (2012)
propose an integrative framework for organizational resilience which places the factors
increasing the resilience into four categories, which are perceptual stance, contextual integrity,
strategic capacity, and strategic acting. The perceptual category includes the sense of reality
and wisdom, positive perceptions, unified commitment. Contextual Integrity consists of
employee involvement, compatible interaction, and a supportive environment. Strategic
Capacity contains resource availability, employee capability, and focused strategy. Lastly,
strategic acting includes creativity, flexibility, and proactiveness. Organizations operating with
these capacities are expected to be positioned higher in terms of resilience. That being said, it
is important to mention that some scholars such as Al-Ayed (2019) differentiate organizational
resilience from organizational flexibility and organizational adaptation. According to this
opinion, organizational flexibility refers to the ability to make a required change and
organizational adaptation refers to the capacity to meet the requirements of the surrounding
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environment. Organizational resilience indicates being able to give appropriate responses to the
events and situations promptly in a timely manner and at the same time, making changes to
minimize the impact of the events on the organization. As one of the core elements of the
organization, the resilience of employees has a role in creating organizational resilience (Shin
et. al, 2012; Bhamra, 2011; Lengnick-Hall, 2011).

Employee resilience, in the broad definition, is differentiated from individual resilience.
Nashwall and colleagues define employee resilience as “the capacity of employees, facilitated
and supported by the organization, to utilize resources to positively cope, adapt and thrive in
response to changing work circumstances” (Ndswall et al., 2013). Employee resilience can be
beneficial both in proactive and retroactive ways. The research argues that the more resources
the individuals have the less vulnerability they show in the face of adversity and the better they
accumulate further resources (Shin et al, 2012). Therefore, employee resilience can help
recovery from negative events or it can lead to proactive learning and growth for future
challenges (Luthans, 2006). In the literature, these two interpretations of resilience are known
as rebound-oriented views of resilience and transformational view of resilience. The rebound-
oriented view of resilience associates resilience with the capacity for restoration whereas the
more recently accepted transformational view foresees a preventive capacity in resilience
(Lengnick-Hall et. al, 2011). These two views agree that organizational resilience and employee

resilience can lead to important consequences.

The research holding the transformational view indicates that positive emotions are correlated
with an individual’s well-being which can have positive consequences for the individual both
in a private context and in a professional context. For example, emotions such as joy, interest,
contentment might broaden the span of attention, thoughts, actions of an individual as well as
encouraging them to be open to new information or invoking creativity. These emotions can
motivate individuals to foster better social relations and long-lasting interpersonal bonds In
these ways, it can contribute to the individuals’ physical, intellectual and social resources
(Fredrickson, 2001). According to the well-known stress theory known as the Conservation of
Resources theory (COR), these capitals can be very important in managing well-being during
stressful times and increase the resilience of the individuals (Hobfoll et. al, 2015).

Conservation of Resources theory argues that individuals operate on the basic principale of
obtaining, retaining, and protecting their resources, which refers to the things that they value
(Hobfoll et al., 2015). The theory divides these resources into four categories which are objects

such as the individual’s physical belongings, conditions such as their job stability, personal
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characteristics such as their self-esteem, and energies such as credits or money. Individuals
experience psychological stress when these resources are threatened, lost or when they do not
obtain the benefits that they hope for in exchange for their investments in the resource (Hobfoll,
2001; Golembiewski et al., 2001). During times of change, individuals are likely to experience
stress, especially if the change is negative and the current conditions are worsening. More
importantly, the change that involves loss is known to be the most stressful of all changes
(Golembiewski et al., 2001). For example, the possibility of losing one’s job during a pandemic
situation might be an example of such a loss that caused stress on some employees. According
to the Conservation of Resources theory, individuals who have more resources or less
susceptible to resource loss have a greater capacity to obtain more resources (Golembiewski et
al., 2001). This separates resilient individuals from the non-resilience ones.

Resilient employees are claimed to differ from the non-resilience employees in a stressful
situation by their resources such as flexibility, motivation, perseverance, optimisim (Bhamra,
2011). Johnson & Wiechelt support that resilience helps individuals preserve hope and health
despite difficulty (Johnson & Wiechelt, 2004). Resilient employees are claimed to be less prone
to the negative impacts of job insecurity, emotional exhaustion, or burnout and more motivated
to adapt to new situations. They are expected to show less counter-productive work behavior
tendencies and they tend to be less suspicious of their organizations in terms of keeping
promises (Shoss et. al, 2018). As they can have a more positive view of the situation as well as
their organizations, they can survive difficulties with less harm and they can show better
performance (Cooper et al., 2018) and commitment (Meng et al., 2017). For organizations,
employees who can maintain their optimism, hope, effort despite difficulty can be valuable

resources in the face of adversity.

Resilient employee behaviors consist of network leveraging, learning, adaptability (Kuntz et
al., 2017). Sinclair and colleagues make a distinction between the capacity for resilience and
the demonstration of resilience. In their integrative framework for employee resilience,
processes that reflect the capacity for resilience include an appraisal of adversity, coping with
adversity, and seeking help from others. The positive adaptation -demonstration of resilience-
is reflected through job performance, low symptoms, high well-being, and healthy
relationships. (Sinclair et al, 2016). Coutu (2002) defines resilient people with a capacity to
accept harsh realities, finding meaning in difficult times, and being able to improvise with
whatever is at hand. These factors enable resilient employees to rebound from the difficulties
in the workplace and grow stronger by learning from them (Shoss et. al, 2018).
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More recently, within the frame of Positive Psychology, resilience started to be seen as a
developable capacity rather than a merely innate trait (Duchek, 2019; Luthans et al., 2006). The
theory advocates for focusing on the strengths and psychological capitals (PsyCap) of the
employees in order to improve the performance instead of trying to fix the negative aspects.
This view is centeredis on promoting positive organizational behavior and claims that resilience
can be increased through certain practices that aim to motivate and lead poorly performing
employees or change their non-productive attitudes and behaviors (Luthans, 2002). It takes the
PsyCap as the “core construct” of organizational behavior (Luthans et al, 2006) and aims to
increase the psychological capital of the employees. According to this view, resilience capacity
can be an enhancing factor of other psychological capital traits such as confidence (self-
efficacy), optimism or hope (Luthans et al., 2006).

As a developable capacity, resilience is claimed to be enhanced through strategic human
resources management (Luthans et al., 2006; Avey et al., 2009). By building knowledge, skills,
abilities, and other such attributes as well as establishing collective routines and processes
Strategic HR practices can lead to enhanced resilience (Lengnick-Hall, 2011). For example, by
increasing the opportunities for connection between employees and their mentors as well as
their peers, as suggested by Guest, well-being-oriented HRM practices can be a way to increase
employee resilience (Guest, 2017). Alternatively, training opportunities are mentioned as an
effective way to increase employee resilience (Avey et al., 2010) by increasing hope or self-
efficacy (Alqurashi, 2016). Also, internal communication solutions can provide the social
support opportunity for the employees by which resilience can be increased (Longstaff & Yang,
2008). Within this frame, it is important to investigate the relationship between e-HRM

practices and employee resilience.
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2.5. POSITIVE EMPLOYEE OUTCOMES
2.5.1. Work Effort

As mentioned earlier, in today’s environment, competitive advantage is closely related to the
valuable, inimitable and rare resources of the organization (Barney, 1991). The performance of
the organization is affected by these resources and their level of productivity and performance.
Therefore, the factors that affect employee productivity have been an area of great interest.
Among these factors, employee motivation, work effort, and commitment have received great
attention in the literature (Allen & Meyer, 1996; Erim, 2018; Kanfer, 1990) as they are thought
to lead to increased productivity by bringing out positive outcomes such as job satisfaction or
performance (Erim, 2018).

In the domain of organizational psychology, performance refers to any behavior that is focused
on achieving a goal or completing a task (Campbell & Pritchard, 1976). The definition of
performance consists of many factors from the willingness to work and persisting on the task
to environmental factors that are at play. In this discussion of employee performance, one of
the most prominent questions has been how employees get motivated to exhibit such efforts.
However, even though the motivation research has a long history, many scholars acknowledge
that the definition and conceptualization of motivation are not easy due to the complexity of
human behavior (Campbell & Pritchard, 1976; Golembiewsky, 2001). According to Campbell
and Pritchard, motivation consists of three determinants which are the choice to start the effort
on the task, the choice to spend effort, and the choice to keep this effort in the long run
(Campbell & Pritchard, 1976). The work effort as a component of motivation is defined as “the
means by which motivation is translated into accomplished work” (Parson, 1968, cited in Erim,
2018). Brown and colleagues summarize the determinants of effort as duration, intensity, and
direction (Brown & Leigh, 1996; Erim,2018).

The theories of motivation are divided into two streams which are content theories and process
theories along with other theories beyond these categories such as equity theory. Content
theories are structured around the factors that affect employee behavior such as work effort in
terms of rewards in the job context and basic human needs as opposed to the process theories
which take into consideration how these behaviors are accomplished (Campbell & Pritchard,
1976). The factors that are discussed in the motivation models of process theories mainly
include reinforcement, drive (need), and incentives (Campbell & Pritchard, 1976). For example,
Vroom’s model of work motivation which is known as Expectancy-Instrumentality-Valence

(VIE) Theory, suggests three aspects that affect the choice of a behavior. These are known as
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valence, instrumentality, and expectancy regarding the outcomes of the behavior and they
determine the choice (Van Eerde & Thierry, 1996). In this model, valence defines the
attractiveness or anticipated satisfaction with the outcome and it is associated with the amount
of effort spent on certain goals. Instrumentality refers to the probability of reaching the outcome
with the choice and it is associated with the relevancy of the outcome. Lastly, expectancy
corresponds to the chances of one outcome to bring another outcome as a consequence and it is
related to the potential of the outcome (Van Eerde & Thierry, 1996). In another model, Porter
and Lawler (1968) make a distinction between these outcomes such as intrinsic rewards
exemplified with a feeling of satisfaction and extrinsic rewards exemplified with verbal
appreciation from an external party (Aslan et al., 2011) or financial rewards. They suggest that
the behavior is selected based on the probability of achieving the performance outcome as a
result of the effort (effort-to-performance expectancy) and the expectancy of a positive outcome
if the effort is exerted (performance-to-outcome expectancy) (Miner, 2005). In addition to this,
they add the “feedback loop” concept which suggests that the self-esteem which increases after
the outcome is achieved creates higher expectancy and motivates more effort (Miner, 2005).

Some of the content theories explain motivation in taxonomies of needs. For example, the
Needs Theory proposed by Murray explains motivation in 5 categories each of which includes
factors exemplified with achievement, affiliation, recognition, to co-operate with a leader
(deference), to influence and control others (dominance), autonomy, counteractive attitude
(counteraction), to attract attention and be seen (exhibition), avoiding embarrassment or failure
(infavoidance), protect and care for others (nurturance), inquiring attitude (cognizance)
(Murray, 1943). Maslow’s theory of hierarchical needs proposes physiological needs, safety
needs, belongingness or social needs (love needs), esteem needs, and self-actualization as the
needs that motivate individuals for action (Maslow, 1943). Alderfer’s Existence, Relatedness,
Growth (E.R.G) theory explains the needs of the individuals in three categories which are
existence needs, relatedness needs, and growth needs (Alderfer, 1969). Other content theories
explain motivation in terms of rewards taxonomies. For example, Herzberg’s Two-Factor
Theory, which consists of motivation and hygiene factors, suggests that work motivation is
related to intrinsic factors (motivator) such as the need for growth, recognition, achievement,
advancement, tasks, and responsibility as well as environmental or organization (hygiene)
factors such as job security, salary personal life, status, interpersonal relations, technical

supervision or company policies (Dartey-Baah & Amoako, 2011).

Finally, the equity theory interprets motivation as the result of the “fairness of exchange”
perception between the employees and the employer (Al-Zawareh & Al-Madi, 2012). That is,
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the employees compare their inputs with the organizational outcomes and if they perceive the
result is fair, they are motivated for the positive behaviors and if there is inequality or inequity
between the two, employees might be motivated to show negative behaviors such as lowering
the efforts to reduce the unfairness that is experienced (Al-Zawareh & Al-Madi, 2012). In the
same way, they are expected to increase their work effort when they perceive positive and fair

input from their organizations.

In the light of the theories of motivation, employees who are motivated are expected to show
better performance. The performance-related workplace behaviors which are associated with
organizational effectiveness are considered in two separate categories which are task
performance and contextual performance (Griffin et. al, 2000). Task performance refers to the
“core technical behaviors and activities involved in the job” (Griffin et al., 2000). These
behaviors depend on factors such as ability, self-efficacy, goal setting, and task strategies
(Locke et al., 1984). Contextual performance, on the other hand, covers the “behaviors that
support the environment in which technical core operates” (Griffin et. al, 2000). It assists the
organization’s effectiveness by shaping the organizational, social, and psychological context of
the organization that enables the actualization of the task performance through voluntary efforts
or cooperation (Borman & Motowidlo, 1997). As suggested by Borman and Motowidlo,
contextual-performance includes 1) persisting with enthusiasm and extra effort as necessary to
compete for own task activities successfully 2) volunteering to carry out task activities beyond
the formal part of the job, 3) helping and cooperating with others 4) following organizational
rules and procedures 5) endorsing, supporting and defending organizational objectives (Borman
& Motowidlo, 1997). From another point of view, similar positive workplace behaviors are

explained as Organizational Citizenship behaviors (OCB).

In Morrison’s definition, Organizational Citizenship Behaviors refer to the contributions
beyond the job requirements (Morrison, 1994). In the general definition, the effort is reflected
by the Organizational Citizenship Behavior which refers to the positive behaviors that do not
have a direct correspondence in the official reward system but supports the effective functioning
of the organization (Organ, 1988). How the employee will perform these behaviors depends on
their perception of what constitutes extra-role behaviors and in-role behaviors. These behaviors
include helping behavior, sportsmanship, organizational loyalty, organizational compliance,
individual initiative, civic virtue and self-development (Podsakoff, 2000). Helping behavior is
defined as voluntarily helping others, sportsmanship corresponds to the openness to endure
impediments without dissenting, organizational loyalty consists of standing by the organization
in external contexts and maintaining commitment, organizational compliance includes relating
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to the rules and policies of the organization, the individual initiative includes that attempts to
conribute to the job and the organization and improve them, civic virtue involves commitment
and the feeling of being a part of the organization, self-development includes the efforts and
interest of the employees in terms of building on their knowledge and skills (Podsakoff, 2000).
These efforts contribute to organizational success. In return, employees receive internal or

external rewards in exchange for these behaviors.

Within the context of the pandemic period and involuntary working-from-home situation, the
question has been to understand how do employees maintain the effort to exhibit these
behaviors? How can digitalization be related to the work effort of the employees? The
accelerated digitalization, as a technological change, created increased work intensification
(Green, 2004). In the circumstances which were prepared by a global emergency, autonomous
motivation (Bidee et al., 2013) was more relevant than other types of motivation. The
motivation was not related to a competitive or bargaining framework (Green, 2001). The
situation was shared by all and the reason for the strain was not related to one single

organization. Therefore, the work effort that the employee spent had a voluntary aspect to it.

The increase in the work requirement is defined in two ways; longer hours spent at work and
increased effort spent (Green, 2001). During the period of the pandemic, employees had to get
used to a new shared reality of working from home. Even though the official working hours
stayed the same, with the involvement of personal life-related contexts in the working hours,
the working hours got longer unintentionally for many employees. To balance the increased
work hour needs with the official requirements and time frame of the work, employees needed
to increase their efforts. Moreover, additional work intensification was created due to the non-
routine tasks (Avgoustaki, 2016) and requirements of the new context such as increased written
communication. These factors are expected to create an emotional burden on the employees
and a decrease in their level of motivation. To prevent these negative impacts on the employees
and enhance employee work effort, organizations could offer digital HR practices. These
practices can help employees perceive sufficient gain in participating in the work and make

their job more interesting.

For example, being able to utilize a variety of skills and participating in diverse activities are
claimed to increase employee work effort by making employees enjoy their jobs more (Timur,
2018). Therefore, having a satisfactory amount of training and development opportunities that
were offered during the pandemic period might have increased the employee work effort.

Having the autonomy to decide how to perform their job is claimed to encourage employees to
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put more effort into their work (Erim, 2018; Yu & Frenkel, 2013), which is known to be
achieved through innovative practices such as e-HRM (Ichniowksi et al., 2008). Receiving
adequate feedback claimed to enjoy their work more and as a result, they might be more willing
to put the effort into their work (Timur, 2018). Previous research (Brockner et al., 1992) shows
that job insecurity has a moderating impact on employee turnover. However, when the job
insecurity is too high, employees are not motivated to work hard as the consequence seems
inevitable. Considering the big amount of layoffs that occurred during the Covid-19 period,
moderating the level of this insecurity becomes important to ensure the work effort. Moreover,
communication and training-based digital HR activities might help increasing employee
resilience by giving them hope and a sense of self-efficacy, which might increase employee
work effort in return. In addition, digital HR practices that allow employee-supervisor, leader,
mentor communication might increase employee work effort by giving a sense of empowerment
(Conger & Kanungo, 1988). Human resources practices that endorse employee involvement
and commitment are claimed to increase work effort (Green, 2004). Individuals who can sense
“relatedness” are argued to be more open to external demands and needs (Yu & Frenkel, 2013).
Perceived online connection with colleagues and the leaders can strengthen the employee’s
sense of relatedness, which might motivate them to be more willing to exert effort on contextual
demands as well as task demands. Therefore, the relationship between employees’ perception

of HR digitalization and work effort will be explored in this study.

2.5.2. Organizational Commitment

As known from the literature, reinforcements, drives/needs and incentives such as promotions,
increase in salary, job security are seen as the main determinants in why people work (Campbell
& Pritchard; Erim, 2018). However, psychological needs such as recognition and respect, being
among amicable colleagues and having good interpersonal relationships also motivate people
(Campbell & Pritchard, 1976; Erim, 2018; Donkin, 2010). The need for meeting these
psychological needs has been claimed to lead to increased organizational productivity and
competitiveness (Brown & Leigh, 1996). On the other hand, the perception of work experiences
can impact the turnover intention of the employees (Langkamer & Ervin, 2008). For example,
when employees feel that their organizations share their values and interests, they might
perceive the organization in a more positive light. This might make them relate to the
organization’s goals and put more effort to reach these goals (Brown & Leigh, 1996). This way,
employee’s relationship with the organization becomes less likely to end in turnover or turnover

intentions (Allen & Meyer, 1996), which is explained by organizational commitment.
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Ensuring employee commitment is argued to be the most important part of employee
management and strategic human resources goals (Ulrich et al., 2019). Thanks to its direct
relationship with employee turnover, organizational commitment is fundamental in keeping the
valuable, rare and inimitable human resources within the organization. With this function, its
contribution to gaining competitive advantage is crucial (Barney, 1991). Therefore,
organizational commitment has been one of the most widely researched organizational behavior
(Dey et al., 2015).

In Porter’s definition (1974), organizational commitment is the “strength of an individual’s
identification with and involvement with a particular organization”. Porter defines the
organizational commitment with a strong belief and acceptance of the goals and values of the
organization, willingness to exert a fair amount of effort on behalf of the organization, and a
desire to maintain organizational membership. Along with socialization and morale,
organizational commitment constitutes one of the three main performance dimensions (Borman
Motowidlo, 1997). This way, organizations can reach higher productivity and profitability
(Ulrich et al., 2019).

In the literature, organizational commitment is defined as a psychological link between the
employees and the organization which lowers the probability of the employee’s turnover
intentions (Allen & Meyer, 1996). This link is investigated under three categories which are
affective commitment, continuance commitment, and normative commitment. Affective
commitment is concerned with employee’s emotional attachment towards the organization.
Continuance commitment signifies that commitment that is caused by the employee’s
awareness of the consequences of leaving the organization. And, finally. Normative
commitment refers to the commitment that stems from a felt obligation to stay within the

organization (Allen & Meyer, 1996).

From these three commitment types, affective commitment and normative commitment are
found to be positively correlated with performance, organizational citizenship behaviors, extra-
role behaviors as well as work attendance (Allen & Meyer, 1996). As mentioned earlier, some
employees consider their job responsibilities in a broader scope and affective commitment
predicts more engagement with extra-role behaviors which they consider within this scope
(Allen & Meyer, 1996). Moreover, affective commitment is positively correlated to the
willingness to express suggestions concerning improvements, accept things as they are, and
negatively correlated to ignoring dissatisfying situations (Allen & Meyer, 1996). As a part of

the organization, employees who are committed to their organizations try to build their
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organization’s success as well as their own. This means, organizations also benefit from their

investments in the employees in return (Huselid, 1995).

The affective commitment of the employee is affected by a lot of organizational factors which
include procedural justice, change, perceived organizational support, psychological climate
(Langkamer & Ervin, 2008; Sharma & Dhar, 2016; Griffin & Rafferty, 2006). Procedural
justice and trust are important requirements in developing affective commitment. As mentioned
earlier, transparency and perceived fairness are attributed to e-HRM (Avolio et al., 2014). Also,
by improving the relationship between employees, HR and employers, e-HRM innovations are
expected to ameliorate employee trust (Bissola & Imperatori, 2013). Therefore, e-HRM has the
potential to increase the affective commitment of the employees.

During the pandemic, there has been a lot of changes in the previous ways of working. The role
stress increases during such organizational changes (Griffin & Rafferty, 2006). Moreover,
employee well-being is also negatively affected (Griffin & Rafferty, 2006). In general, change
is perceived as the biggest threat to organizational commitment (Meyer et al., 2009). Due to
these sudden and big changes during the pandemic, there was a need for additional support to
employees with the help of distant communication means. According to the Perceived
Organizational Support theory (POS) (Yu & Frenkel, 2013), felt obligation, group
identification, and outcome expectancy are three mechanisms that organizational support can
impact employee outcomes. Organizational support can lead to affective commitment through
these factors and motivate employees to give back to the organization by showing effort.
Certain strategic HRM practices are known to create a “mutually beneficial environment”
where organizations invest the employees and employees “reciprocate” that investment by
organizational outcomes (McClean Collins, 2011). These strategic HRM practices can include
digital HR services that can benefit employees in terms of effort, socialization, development,
and other such aspects. The employee perception of this support might be a factor in

maintaining the employees’ affective commitment and preventing negative consequences.

The psychological climate is assessed through the degree that the employees perceive the
organization as a psychologically safe and meaningful place; not how the environment itself is
in objective terms. The perception of a positive climate can be affected by many factors such
as leadership support and facilitation, role stress and lack of harmony, job challenge and
autonomy, workgroup cooperation & warmth & friendliness (James & James, 1989). A positive
psychological climate catalyzes work effort as well as job involvement and performance (

Brown & Leigh, 1996). Especially in excessively stressful times such as the Covid-19
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pandemic, the psychological climate changed inarguably. As these factors can lead to important
well-being-related outcomes such as emotional exhaustion and burnout (King & Sethi, 1997),
maintaining a positive psychological climate became a priority. The investigation of the digital

HR practices that enable the above-mentioned factors is, therefore, necessary.
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3. RESEARCH MODEL & HYPOTHESIS

During the time of the pandemic, digital tools that enabled growth such as online training
options, that provided easier communication opportunities with the mentors and colleagues,
that allowed better orientation opportunities, that enabled immediate feedback and performance
evaluations are thought to increase the employee’s motivation and work effort as a result. The
positive perception of employees with regards to HR’s digitalization is expected to contribute
to this process. When employees perceive that they have the means to communicate with their
colleagues remotely or when the organization organizes online team building activities,
maintaning a positive climate is expected to be easier. The role stress can be reduced within
this sharing environment and harmony is expected to happen more easily. Moreover, perceived
digitalization might give a sense of autonomy to the employees which can help them face the
job-related challenges more smoothly. Having access to immediate feedback from supervisors
or support from the mentors, employees can avoid feeling lost or disconnected. In addition, they
can avoid role ambiguity, which is known to be positively correlated with stress (Stout &
Posner, 1984) and negatively correlated with job satisfaction (Chang & Hancock, 2003). As the
emotional difficulties are reduced in the positive climate the resources which are spent on
regulating these difficulties can be directed towards more productive results while employee

well-being is improved (Jamal, 1999).

Griffin explains that the employees spend their resources both on task performance and
contextual performance (Griffin et al., 2000). During the time of Covid-19, a lot of employees
started working with digital tools that they had never used before. Some of these employees
were not habitually familiar with remote working conditions. In the technology acceptance
literature, it is well-known that the technical difficulties experienced or perceived by the
employees are known to cause stress (Kim & Park, 2018). These difficulties increase the
demands of the immediate tasks. When this is the case, it is not unexpected that the increase in
the task demands might lead to a decrease in the resources that an individual can spend on
contextual activities (Griffin et al., 2000). For example, an employee who is perceiving
difficulty in managing the tasks in an inefficient digital context might not have the motivation
to help others or might experience low motivation to stay in the organization. e-HRM practices
that focus on increasing resilience are claimed to enhance employee’s psychological capital,
attitudes as well as behaviors, and organizational performance (Bardoel, 2014). Also, it is
claimed that individuals with a higher level of resilience might have more commitment towards

their organization (Garg, 2012). As a result of these, they might put more effort into exhibiting
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citizenship behaviors. Therefore, this research will test the moderating effect of resilience on

affective commitment in the context of HR digitalization.

As suggested by previous research, resilient employees who have more resources to deal with
stressful situations (Tusaie, 2004) might find it easier to canalize their efforts more effectively.
This way, they might show higher motivation and effort towards their tasks. As the importance
of contextual performance increases (Borman & Motowidlo,1997) investing the role of
resilience gains weight as well. As digital working is considered a new way of working, it is

necessary to investigate resilience in the context of digitalization.

It is argued that people’s interaction with their work environments depends on how they
perceive these environments (James & James, 1989). Therefore, understanding employee
perceptions regarding HR digitalization is accepted as a good method to understand employee-
related consequences of digitalization. In order to contribute to the literature, this research aims
to understand and assess if there is a relationship between perceived HR digitalization and
positive employee outcomes such as work effort and affective commitment based on
employees’ resiliency. The model proposed by this research is illustrated below (See: Figure
2).

" Employee Work Effort

PERCEIVED HR DIGITALIZATION

-Perceived level of digitalization of HR

- Employee Satisfaction regarding
digitalization of HR

Affective Commitment

Resilience

Figure 2: Conceptual Framework
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To contribute to the literature, this research proposes the following hypothesis.

H1: There is a positive correlation between perceived digitalization and employee work effort
in resilient employees.

H2: There is a positive correlation between perceived digitalization and the affective
commitment of resilient employees.

H3: The positive relationship between perceived HR digitalization and work effort is moderated
by resilience.

H4: The positive relationship between perceived HR digitalization and affective commitment

is moderated by resilience.
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4. METHOD
The methods used in research consist of a quantitative survey and a qualitative semi-structured
interview.

4.1. Qualitative Study

4.1.1. Research Objective:

To have a better understanding of the period of the pandemic, establish the research ground
better, and structure the quantitive study questions, 6 semi-structured interviews were
conducted before the quantitative study. The interview questions were mainly addressed to
employee’s understanding of HR’s digitalization, perception of their organization’s HR
digitalization, and their experiences during the Covid-19 pandemic period within the last 9
months, from June 2020 to February 2021.

In the semi-structured interviews, sample interview questions included the questions below.
1-What do you understand when | say HR digitalization? How would you define it?

2-How digitalized is your organization’s HR department?

3-How do you evaluate the digitalization of your organization’s HR department?

4-How did you experience HR’s digitalization during Covid 19 pandemic period in the last 9
months? Were there any changes in your organization or work? How did it affect you?

4.1.2. Sample:

The total number of participants in the qualitative study was 6 (female=5, male=1). The
interview participants worked in different positions in various sectors from finance to tourism
(Finance=1, Education=1 MNC=2, Tourism=1, Industrials=1). All of the participants were
white collar employees who were working in private organizations. The participants consisted
of 1 manager, 4 specialists and 1 professor. The age of the participants differed from 28 to 43.
All of the participants were university graduates, 3 of them had a master’s degree, 1 of them

had a doctorate degree. The participants’ average tenure was 4.83 years.

4.1.3. Data Analysis:

The data collected in voice recordings were transcribed later on. The names of the participants
and their organizations were kept confidential during the transcriptions. Each participant was
given a participant number. The main/recurring themes were analyzed.

4.1.4. Results:

Issues reported in the interviews mainly focused on difficulties with keeping a healthy working
schedule, social challenges due to lack of interaction with colleagues in small organizations,

challenges due to lack of proper technological implementation and integration in small
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organizations. Digital HR practices offered by the organizations mainly focused on
administrative functions for small organizations, communication and training functions for the
bigger organizations. HR digitalization was associated with positive employee outcomes such
as motivation and work effort, resilience, affective commitment.

The main findings of the study are categorized as below.

4.1.4.1. Satisfaction with HR digitalization

All of the participants had work from home experience. Participants working in small
organizations reported lower digitalization and lower satisfaction with digitalization.
Participants working in big or multinational organizations reported higher digitalization and
higher satisfaction with digitalization.

One employee compared her fully digitalized previous company and her partly digitalized
current finance company and said “Even though (previous company) is massive, things are
done in an agile way. Tou have an idea in a meeting and in 2 weeks it is being tested on the
website. Hierarchy and the bureaucracy is slowing things down in (current company). Corona
taught that we can not be that slow. Thinking about the world of the future, we can not afford
to be that slow. That is why digitalization is essential to their success.”

3 participants hoped for a partial continuation of remote working practices in the future. For
example, one of the participants working as a localization specialist in a fully digitalized
organization mentioned “The company changed perspective regarding digitalization and the
tools we need to work from home. Before, we had the same tools and it was actually possible
to work from home in my own view. But the company always said they preferred to work from
the office. They said it was not the same thing. It was not as efficient and everything but after
we were forced to work from home during the pandemic, the company realized that it is actually
possible to do the same work from home. The perspective definitely changed and I think it will
also stay like that after the pandemic. They will at least move to a flexible way of working.”
4.1.4.2. Administrative issues

Participants working in big organizations were already familiar with remote working even
though it was not favored as a regular practice in their organizations. The participants who are
working in small organizations had more challenges with limited technology and processes
which were not well-integrated. For these participants, remote working changed a lot of their
daily practices. For example, one of the participants who was an engineer in a small company
said “It would help if everything was digitalized... the papers and everything... then, of course,
it would be better but it is not possible. Because | need a wall of screens. It does not make

)

sense.”.
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On the other hand, another participant who worked as a marketing specialist in a multinational
organization said “ it is entirely digitalized, we don’t do anything on paper.” She then quoted
“I think it makes things pretty efficient. Also more accessible. Because then you also have access
to what your manager has also mostly access, too. You don’t need to submit some paperwork
or something and also it makes things much easier to arrange. Because let’s say when | am
taking days off, I just ask my team if they are okay with it. I ask my manager and | enter the
request then my manager approves within seconds. That makes life easy to be honest.”.

As shown by these comments, the lack of integration of pen and paper practices with digital
practices makes the digital working experience more difficult for the employees. Moreover, it
impacts the perception of “efficiency”, as the employees in more digitalized workplaces
perceive that the efficiency increases with the digitalization whereas, in less digitalized
workplaces, efficiency is associated with the opposite result.

4.1.4.3. Training opportunities

2 participants reported additional information sessions and appreciated the online training. For
example, one of the participants said “resources are available online for the members of the
corporation.. and all the communication also works online. And training and information that
the employees need to learn about are all accessible online”. Another participant working in a
big educational institution reported “...human resources have so many online resources.
Actually, we are responsible for completing training. And we do that online... I think it is
everybody’s responsibility who is teaching at the university. It is not paper-based but all of
these training are online. We get to see some videos, answer some quiz tests... this is how it
works”

4.1.4.4. Orientation

2 participants were new in the organization and reported difficulties with regards to her
integration and adaptation. This was a problem both in a small organization and in a big
corporation. It was both related to lack of training opportunities, in-person communication, and
difficulty of not being able to ask little questions in the remote working context. One participant
reported “My manager had two kids and when the daycare centers were closed she started to
work only half a day. It was almost impossible to arrange a meeting time for my one-on-one
training with her, which was apparently not a priority for her. She wanted to meet me in the
office to avoid training me online. In the end, | had to learn the tools mostly by myself or from

other people.”
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4.1.4.5. Communication practices

For all participants, communication was the main theme in remote working. Participants
working in small organizations reported social challenges such as isolation. They also reported
difficulties in arranging tasks due to a lack of in-person communication. For example, an
employee working in a lowly digitalized organization reported “the connection with humans
and things | have to manage with people, being in the office and see how people are doing is
different than the digital thing. The digital thing, it works when you have fixed timing. If you
have a meeting at this time, it works. If you want to ask a simple question it does not.”

On the other hand, all participants working in bigger organizations reported an increased
communication. These participants working in highly digitalized workplaces found digital
communication easier and more “efficient”. They reported additional team activities and an
increased number of team meetings.

4.1.4.6. Affective Commitment

The digital technology which enables communication with the supervisors and the team
members helped employees deal with the negative consequences of the situation. For example,
a marketing specialist working in the finance industry, in a multinational organization with
“fully digitalized”” HR, mentioned company-wide monthly Covid calls with the CEO and three-
times-a-week online team meetings with the team. About the digitalization of her company’s
HR, she quoted “I really like it. During the pandemic period, we have monthly covid calls by
the CEO of the company. They send us surveys and ask us about our genuine feelings about the
pandemic period. The difficulties we face... It makes us feel like they really cared for us. Also,
in the team meetings, our manager asks how we are all feeling and we rate our feelings on that
day. It feels like great emotional support. We also have team gatherings. We meet online, play
games, and drink together. It has been very friendly and made us feel connected with the team. ”.
As seen in this example, digital HR practices have the potential to increase communication
within the organization and positively impact the affective commitment of its employees.
4.1.4.7. Time management and flexible working

All of the participants had difficulties in maintaining a structured working schedule. However,
some participants appreciated working from home a few days a week even when they disagreed
with it as a continuous practice. For example, one of the participants said “If I stay home, [
would cook all the time and | would start eating. It is less physical work. Because | am stuck at
home. There is always the same environment. | feel very not happy. Because at least, if | go to
office there is a different environment from home. Because when you are working from the same

place... or I have to be rich to have different rooms or different working spaces but working
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from home isn’t healthy if you are working there, eating there and sleeping there. It is a bit sad
life. I would like to work from home twice a week but not every day.”. Another participant
reported, “In the beginning, I was a bit depressed. I was having breakfast in the morning and
starting a bit late. Then | was losing time and then | was feeling guilty. Then I was staying
overtime. The weather was getting dark and the next day was starting without me noticing it. |
worked more than I would work from the office”

4.1.4.8. Motivation and Work effort

The social and technical problems negatively impacted the motivation of the participants in the
small organizations. Time management difficulties negatively impacted work effort for
participants both in small and big organizations. On the other hand, strategic communication
affected employee motivation and work effort positively. The organizations that created
situation-based digital HR practices rather than adjusting the existing practices were shown to

be more successful in this.

The perceived challenges that are associated with digitalization showed a negative impact on
employee work effort. For example, one of the participants working in a small company that
digitalized only during the Covid-19 period quoted “It was not so much effective | would say.
It was very hard for me to communicate with my supervisors. Also, my network was not so good.
So with the VPN, it gets stuck. The software is slow. Because my computer was not so strong
and my wifi is not so strong. It makes me not work fast. It makes you lack of motivation to work
| would say.”.

4.1.4.9. Resilience

Perceived digitalization was associated with preparedness and situational awareness. One
participant reported “I think digitalization is very up-to-date, so very useful.. and given the
current context that we are dealing with a pandemic.. and we had to survive for over a year
through online resources. | think having an institution that already had online human resources
made our lives much easier. And they maintained the communication with the employers
successfully because they were already prepared for such transmission from face to face to
online. It is very appropriate for our times.”

Another participant said “actually during the pandemic nothing much changed for us. Because
so many things were already digitalized. So I can’t really think much about how Covid-19

affected the situation with them.”

37



4.1.5. Discussion
Working from home situation during the pandemic brought a lot of changes at different scale.
Managing any kind of change is known to be stressful (Griffin & Rafferty, 2006). However,
employees who had previous working from home experience reported positive experiences
regarding the situation. As mentioned earlier, resilience is a “reflex” (Coutu, 2002) that needs
to be built in time before the unfortunate events take place. The comments from the participants
show that the digital HR practices that were already in-place, helped them survive through these
changes with less harm. Therefore, after the pandemic period, digitalization should continue to
be carefully implemented and improved, employees should be trained and supported to be able
to make use of these technologies in times of difficulties.
As indicated by some participants, the organizations’ approach to HR digitalization had an
impact on how the employees related to it. Organizations that were able to have a whollistic
approach towards HR digitalization and make it a part of their strategy used digital solutions as
a means to communicate and guide their employees. By increased communication and
activities, they showed their focus on their employees’ well-being, which was reflected on
employees’ happiness, well-being, affective commitment, motivation and work effort. This is
an indication of how strategic approach to digitalization can support the employees while
creating an advantage for the organization in return. In order to gain benefits in terms of
employee outcomes, digitalization should be taken as a strategic HR practice. Otherwise, as
mentioned earlier (Bondarouk & Ruel, 2009), organizations can get stuck at the administrative
level, which can make working “very hard” as one of the participants reported.

From the responses of the participants, digitalization had certain positive contribution to the
lives of the employees during this period. As mentioned by some employees benefited from the
situation in small examples such as “spending less time in traffic” or on “dressing up” might
make the lives of the employees easier. Even though these examples are small, it shows that
digitalization and partial working from home can save times of the employees and reduce the
stressors.

Lastly, while interpreting the negative comments about digitalization, the compulsory nature
of the pandemic should be taken into consideration. Working from home 7 days a week created
a need for a specific working space and adjustment of all the relevant aspects of employees’
lives to the situation. With the social restrictions in general, the worrying atmosphere due to the
virus can be also among the reasons for some employees to feel stuck at home or not being able

to socialize enough. Moreover, the stress that was related to domestic issues might be increased
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because of the long periods of staying inside home. Some of the stressors might be the result of

a life change rather than merely a change of platforms.

4.2.Quantitative Study
4.2.1 Research Objective

In the quantitative part of this research, a survey was sent out via the online survey tool Survey
Monkey on various social media. The data was collected for 3 weeks between February 2021
and March 2021. The quantitative survey consisted of 2 sections and an additional part which
adressed demographic information of the participants. The first section of the survey consisted
of questions directed to understand the perception of digitalization including well-being
oriented human resources practices (Celmaet al., 2018). Employees were asked how digitalized
they thought their organizations’ HR departments were both in general and in terms of its
specific functions. These questions were assessed baed on an earlier research published by Zhou
et al.in 2020 (Zhou et al., 2020). They were followed by questions addressing how happy the
employees were with the digitalization of their organizations’ HR departments both in general
and with regards to specific HR functions. The satisfaction was rated on 5-item Likert scale
(Sullivan et al., 2013) with an additional option of “not digital”. Following the perception
questions, the employees were asked if they had a flexible working arrangement or not within
the last 9 months in order to set a time frame, based on the earlier research by Avgoustaki &
Bessa, 2019).
The second part of the survey contained questions regarding the behavioral consequences of
HR’s perceived digitalization specifically in terms of work effort and affective commitment as
well as their resilience status. The questions focused on resilience was assessed based on the 9-
item Employee Resilience scale (EmpRes) proposed by Nashwall & Kuntz (Nashwall & Kuntz,
2015). Work effort questions were evaluated based on the 10-item Work Effort Scale (WESC)
(Cooman et al., 2019). Lastly, the affective commitment was assessed with the help of Meyer
and Allen’s 8-item commitment scale focused on affective commitment (Meyer & Allen. 1990).
The results of the survey were processed in SPSS. All of the survey questions were translated
to Turkish and double-checked for the reverse translation to English.
4.2.2. Sample and Procedure
For the purposes of this study, the non-probability (convenience) sampling was used. The aim
was to reach random pool of participants all of whom were actively working at the time of the
survey regardless of their sector or seniority. The participants who were not actively working

were disqualified from the survey with the help of the active work status question in the
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beginning of the survey. All in all, the 248 employees participated in the survey and 232 of
them qualified as actively working.
In order to understand the context better, the survey included 9 demographic questions which
were about the sector in which the participant’s organizations operated, the age of their
organization, tenure of the employee in the current organization (categorized for: 5 years and
less, 6-10 years, 11-15 years, more than 16 years), the department in which the employee
worked, the country in which the participants worked, position of the employee, age of the
employee (categorized for: 25 years and under, 26-35 years, 36-45 years, over 46 years), the
gender (optional question), educational status (categorized for bachelor’s degree, master’s
degree, doctoral degree and other). The data regarding the position, education, age and gender
of the participants was collected for the purposes of supporting the analysis of the results.
4.2.3. Scales
The scales used in this research are 1) Digitalization Scale, 2) Employee Resilience Scale
(EmpRes) scale, 3) Work Effort Scale (WESC) and 4) Affective Commitment Scale taken from
the Organizational Commitment Scale.

4.2.3.1. Digitalization Scale: The scale used to assess the digitalization was designed
based on the earlier study 0 Zhou et al. (Zhou et al, 2020). As it was in their research, “To what
extent is digital HRM systems used in your enterprise?” question was the main question of the
research. This question was first asked for HR department in general. After this, the same
question was modified for 6 specific HR functions including recruitment, training and
development, talent management, performance management, compensation and benefits,
adimistration functions. These were followed up with the functions that are associated with the
employee well-being in the literature (Celma et al., 2018). In the next 4 questions, employees
were asked to what extent they thought their enterprise was digitalized in terms of the tools and
platforms that enable training/personal development, internal communication, flexible working
and leadership/mentoring.

4.2.3.2. Satisfaction with Digitalization Scale: For the digitalization satisfaction
questions, the employees were asked for their level of satisfaction with the digitalization of their
organization’s HR department. The 11 questions covered HR department in general and with
regards to specific functions which are recruitment, training and development, performance
management, compensation and benefits, adimistration functions. These functions were
followed by the tools and platforms that enable training/personal development, internal

communication, flexible working and leadership/mentoring.
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4.2.3.3. Resilience Scale: In order to assess the resilience, the Employee Resilience
Scale (EmpRes) was used (Nashwall & Kuntz, 2015). Nashwall and Kuntz define resilience
within the frame of “resilient behaviors that employees engage in” rather than a personal “trait-
like capacity” (Nashwall & Kuntz, 2015). Based on this view, the scale is developed in order
to assess the resilience in accordance with employee behaviors with 9 items. The 3" item in the
scale “I resolve crisis competently at work” and the 7" item “T seek assistance to work when I
need specific resources” were reversed.

4.2.3.4. Work Effort Scale: The common view in the literature is tht work effort is a
difficult concept to measure (Green & Mclntosh, 2001), therefore, the research into work effort
has been very limited due to the lack of measures (Green, 2004). With its broad definitions,
work effort can be assessed by objetive and subjective measures which are based on either the
reports of other people or self-reports of the individuals (See: Figure 4) (Erim, 2018). This
research aims to understand the work-effort related consequences based on employees’ self
reports.

In order to assess the employee work behavior in terms of effort, Cooman and
colleagues developed a 10-item scale known as Work Effort Scale (WESC) (Cooman et al.,
2009) (See: Table 2). For the purposes of this study, the 4", item “I do my best to do what is
expected of me”, the 7" item “I think of myself as a hardworker” and the 10" item “I always
exert equally hard during the execution of my job” in their scale were reversed and asked in
order to prevent any potential biases.

4.2.3.5. Affective Commitment Scale: The affective commitment questions in this
research were taken from the well-known scale developed by Allen & Meyer in order to assess
organizational commitment. The original Organizational Commitment scale consists of three
parts which are affective commitment (8-item), continuance commitment (8-item) and
normative commitment (8-item) (Meyer & Allen, 1990). For the purposes of this research, the
8-items in the affective commitment were presented to the participants in the original order
(See: Table 3).

4.2.4. Data Analysis

Data were analysed in SPSS 25. To test the normality of the data, skewness and kurtosis
were calculated. As skewness and kurtosis results were distributed between -1.96 and +1.96,
variables were assumed to be normally distributed and parametric tests were used.
Relationships between the variables digitalization, satisfaction with digitalization, resilience,

work effort and affective commitment were assessed with Regression analysis. Lastly,
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moderation analysis was conducted with affective commitment as the dependent variable,

satisfaction with digitalization as the independent variable and resilience as the moderator.

4.2.5. Results
4.2.5.1. Descriptives

From 248 participants, 232 of them were actively working, 10 of them were not working
and 6 of them did not answer. During the last 9 months, 62.9% of the participants have worked
on a flexible schedule, 8.9% of them worked in a part-time job, 15.3% worked with a
compressed schedule, %69 of them worked at home. %5 of the participants work in the
education sector, %8 of them work in the finance sector. 17.3% of the participants have been
working for 6 to 10 years, %46,8 have been working for less than five years, 4.4% have been
working for at least 11 years.

1.6% of the participants were younger than 25 years old, 49,1% of them were 26 to 35
years old, 14.1% of them were 36 to 45 years old, 3.6% of them were older than 46 years old.
33% of the participants were men, 35.5% were women and 31.5% percent did not answer the
question. 33% of the participants were university graduates, 31% of them were master
graduates and 4.4% of them were doctorate graduates. Mean score of digitalization in their work
environments was 6.21 (SD = 2.49).

4.2.5.2 Reliability of Measures
4.2.5.2.1 Digitalization scale

In the analysis, Cronbach’s Alpha was .956 for 11 items. Inter-item reliability was assessed
with inter-item correlations and item-total reliability was tested with item-total correlations. All
items were found to be highly correlated and no item was deleted. To investigate the structure
of the scale exploratory factor analysis was conducted. All 11 items were found to be loaded to

one factor that explained 70% of the variance with factor loadings .867 to .803.

4.2.5.2.2. Satisfaction with digitalization scale

For reliability analysis, Cronbach’s Alpha was calculated for 11 items and found as .953. Inter-
item reliability was assessed with inter-item correlations and item-total reliability was tested
with item-total correlations. All items were found to be highly correlated and all items were
included to the analysis. In order to investigate the structure of the scale, exploratory factor
analysis was conducted. All 11 items were found to be loaded to one factor that explained 68%

of the variance with factor loadings .881 to .791.
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4.2.5.2.3. Resilience Scale

In this part, Cronbach’s Alpha was .767 for 9 items. Inter-item reliability was assessed with
inter-item correlations and item-total reliability was tested with item total correlations. All items
were included in the analysis. To investigate the structure of the scale, exploratory factor
analysis was conducted. Items were loaded into two factors. Factor 1 was comprised of all 9
items that explained 38% of the total variance with factor loadings .756 to .537. Factor two was
composed of 2 items (item 1 and item 7) that explained 13% of the total variance with factor
loadings .643 and .541.

4.2.5.2.4. Work effort scale

For the work effort scale Cronbach’s Alpha was .756 for 10 items (See: Table 2). Inter-item
reliability was assessed with inter-item correlations and item-total reliability was tested with
item-total correlations. Item 4, item 7 and item 10 showed low inter-item and item-total
correlation scores. After these three items were deleted, Cronbach’s Alpha for 7 items was .866.
To investigate the structure of the scale, an exploratory factor analysis was conducted for 7
items. All 7 items were found to be loaded to one factor that explained 56% of the total variance
with factor loadings .834 to .657.

Table 2: Work Effort Scale Item Statistics

Std. Cronbach's Alpha if

Items Mean Deviation Item Deleted

I do not give up quickly when something does

4.17 0.71 0.73
not work well.
I really do my best to get my work done,

4.31 0.63 0.71
regardless of potential difficulties
When | start an assignment | pursue it to the

4.35 0.62 0.73
end.
I do my best to do what is expected of me. (R) 3.89 1.02 0.77
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| am trustworthy in the execution of the tasks

4.49 0.57 0.73
that are assigned to me.
| really do my best to achieve the objectives of

4.14 0.70 0.72
the organization.
I think of myself as a hard worker (R) 4.07 1.06 0.76
| really do my best in my job. 4.40 0.57 0.71
I put a lot of energy into the tasks that |

4.37 0.59 0.72
commence.
| always exert equally hard during the execution

3.16 1.18 0.72

of my job.

4.25.2.5. Affective Commitment scale

In this part, Cronbach’s Alpha was .861 for 8 items (Table 3). Inter-item reliability was assessed
with inter-item correlations and item-total reliability was tested with item-total correlations.
Item 4 showed low inter-item correlations and Cronbach’s Alpha if item would be deleted was
.873. In oder to investigate the structure of the scale, exploratory factor analysis was conducted

for 7 items. All 7 items were found to be loaded to one factor that explained 58% of the total

variance with factor loadings .907 to .590.

Table 3: Affective Commitment Scale Item Statistics

Std. Cronbach's Alpha
Items Mean
Deviation if Item Deleted
I would be very happy to spend the rest of my
2.99 1.12 0.84

career with this organization
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| enjoy discussing my organization with people

3.41 1.06 0.85
outside it
| really feel as if this organization's problems are

3.14 1.11 0.86
my own
I think that I could easily become as attached to

2.43 0.93 0.87
another organization as | am to this one (R)
I do not feel like 'part of the family' at my

3.15 1.14 0.85
organization (R)
I do not feel 'emotionally attached' to this

3.25 1.12 0.83
organization (R)
This organization has a great deal of personal

3.17 1.10 0.83
meaning for me
I do not feel a strong sense of belonging to my

3.14 1.08 0.82

organization (R)

4.2.5.3.Correlations

Results revealed strong correlation between digitalization and participants’ satisfaction with
digitalization (r = .74, p < .05). There was a weak positive correlation between satisfaction with
digitalization and resilience (r = .23, p <.05) as well as satisfaction with digitalization and work
effort (r = .18, p <.05). Resilience had positive strong correlation with work effort (r = .63, p <
.05), and weak positive correlation with affective commitment (r = .34, p < .05). Affective
commitment and work effort was moderately correlated with each other (r = .43, p < .05).

Digitalization was not significantly correlated with resilience, work effort or affective

commitment (See: Table 4).
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Table 4: Means, Standard Deviations and Correlations

Variable M SD 1 2 3 4
1. Digitalization 6.21 2.49
2. Work Effort 4.32 0.47 0.06
3.18 0.83 0.12 0.43*
3. Affective Commitment
4. Resilience 3.91 0.47 0.10 0.63* 0.31*
5. Satisfaction With Digitalization 3.41 1.22 O.74x .18* 013  0.23*

4.2.5.4.Regression

Two multiple linear regression analyses were conducted. First regression analysis was
calculated to predict affective commitment based on satisfaction with digitalization and
resilience. A significant regression equation was found (F (2, 177) = 9.75, p < .01) with an R2
of .107. Resilience was found as a significant predictor of affective commitment, t = 4.06, p <
.01. Participants’ affective commitment score increased 0.53 points with one-point increase in
resilience score. However, satisfaction with digitalization was not found as significant
predictors of affective commitment. (See: Table 5)

Second regression analysis was conducted to predict work effort based on satisfaction
with digitalization and resilience. Regression equation was found as significant (F(2, 175) =
57.48, p < .01 with an R2 of .40. Resilience significantly predicted the work effort, t = 10.26, p
<.01. Participants’ affective commitment score increased 0.61 points with one-point increase
in resilience score. However, satisfaction with digitalization was not found as significant

predictors of affective commitment. (Table 6)

Table 5: Regression Analysis Summary Dependent Variable as Affective Commitment

B 95% Cl R t p
(Constant) 0.98 [0.48 1.48] 1.95 0.05
Satisfaction 0.04 [-0.01 0.09] 0.06 0.71 0.43
Resilience 0.53 [0.40 0.66] 0.30 4.06 <.01
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Table 6: Regression Analysis Summary Dependent Variable as Work Effort

B 95% CI R t p
(Constant) 1.86 [1.66 2.12] 8,23 0.00
Satisfaction 0.02 [0.00 0.04] 0.04 0.64 0.52
Resilience 0.61 [0.55 0.67] 0.62 10.26 <.01

4.2.5.5. Moderation

To test the hypothesis that the resilience of employees moderates the relationship between
satisfaction with digitalization and affective commitment, multiple regression analysis was
conducted. Satisfaction with digitalization, resilience, and the interaction of these two variables
were included in the analysis. Regression equation was found as significant (F(3, 171) = 8.01,
p < .01 with an Rz of .12). Satisfaction, resilience, and the interaction of them were revealed as
significant predictors (Table 7). The hypothesis was supported. To decompose the interaction,
simple intercepts and simple slopes were calculated with Quantypsy tool. Satisfaction with
digitalization was a significant predictor of affective commitment among employees who had
low resilience (B = .15, SE = .14, t(171) = 2.30, p < .05). However, affective commitment could
not be predicted by satisfaction with digitalization for employees who have high (B = -.04, SE
=.05, t(171) =-0.91, p = .37) or moderate (B = .05, SE =.03, t(171) = 1.56, p = .12) resilience
levels. So, being satisfied with the digitalization of their company predicts greater affective
commitment for people who have low resilience but not for people who have high or moderate

resilience (Graph 1).

Table 7: Moderation Analysis Summary Dependent Variable as Affective Commitment

B 95% ClI R t p

Constant -1.72 [-3.13-0.31] -1,22 0.23
Satisfaction 0.85 [0.451.25] 0.94 2.13 0.04
Resilience 1.21 [0.86 1.57] 1.45 3.38 0.001
Interaction -0.21 [-0.31-11] -0.90 -2.04 0.04
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Figure 3: Visualization of the Moderation Effect

To test the hypothesis that the resilience of employees moderates the relationship between work
effort and satisfaction with digitalization, multiple regression analysis was conducted.
Satisfaction with digitalization, resilience, and the interaction of these two variables were
included in the analysis. Regression equation was found as significant (F(3, 174) = 39.77, p <
.01. Resilience was found as a significant predictor (t = 5.33, p < .01). Satisfaction with
digitalization and interaction was found to be nonsignificant. The hypothesis was rejected (See:
Table 8).

Table 8: Moderation Analysis Summary Dependent Variable as Work Effort

B 95% ClI B t p
Constant 0.84 [0.20 1.48] 1,31 0.19
Satisfaction 0.33 [0.15 0.51] 0.87 1.80 0.07
Resilience 0.88 [0.72 1.04] 0.89 5.33 0.001
Interaction -0.08 [-0.13 0.03] -0.94 -174 0.08
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4.2.6. Discussion

According to the results, there is a strong correlation between digitalization and employee
satisfaction with digitalization. As supported also in the qualitative study, employees working
in organizations with highly digitalized HR have a more positive perception of HR
digitalization. The perceived digitalization showed a positive correlation with resilience, even
though this correlation was not strong. There was also a weak correlation between satisfaction
with digitalization and work effort. Affective commitment and work effort was moderately

correlated as well.

Resilience moderated the impact of satisfaction with HR digitalization on affective
commitment. As suggested, satisfaction with HR digitalization in combination with resilience
had a positive impact on affective commitment. This relationship was stronger in employees

who had a low level of resilience.

As explained earlier, resilience impacts how much the individuals are affected by the
environmental factors. Individuals with high resilience are expected to be affected less by the
environmental factors. On the other hand, employees with low resilience are expected to be
affected more by the environmental factors and changes. This might explain the increasing
affective commitment level of lowly resilient employees thanks to their level of satisfaction

with HR digitalization.

The moderation effect of resilience on satisfaction with digitalization and work effort was not
observed. Resilience was found to be a predictor of work effort. Satisfaction with digitalization
also had a weak correlation with work effort. However, the employee satisfaction with
digitalization and its interaction with resilience was not found to impact employees’ work effort.
Hypothesis 4 was rejected. In this part, the compulsory nature of the digitalization practices
during Covid-19 might be a factor that affected employee work effort. For example, as
mentioned earlier, employees might not have perceived enough difference in terms of the
consequences of increasing their work effort. This aspect should be investigated with a further

study.
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5. CONCLUSION

In this research, both the qualitative study and the quantitative study implicated that there is a
relationship between perceived digitalization and positive employee outcomes. Also, the
employees whose organizations were already digitalized avoided the negative psychological
impact of the pandemic period comparatively. This shows a promising future for digitalization

and resilience as well as related research.

In a Resilience survey conducted in 2015, the last cause people expected to affect the businesses
in the following 3 years was “Risk of disease and epidemics by 10% of total participants (The
Economist Intelligence Unit, 2015). However, it emerged as the event which had the biggest
impact on all businesses in 2020. The future cannot be foreseen. Therefore, resilience and
digitalization need to be investigated deeply, so as to be ready for any future distruption.

Protecting employee well-being during such a time is equally important.

This research contributes to the literature by investigating resilience in the context of
digitalization and providing evidence. It was also important to do this research during the course
of the pandemic in order to provide insights regarding the crisis situation and rapid digitalization
while the situation is ongoing.

However, as the study was conducted while the pandemic period is still going on, there were
methodological limitations. First of all, due to the working from home situation, it was difficult
to access enough participants for long interviews. Therefore, the survey method was chosen.
The survey was sent out by using platforms such as social media. The data was collected by
convenience sampling method. If the situation allowed, case studies or in-depth interviews

would have enabled a broader understading of the topic.

Anothter limitation was that the previous research regarding the consequences of the Covid-19
pandemic is very young and not sufficient. Moreover, research on resilience was very limited
in the context of digitalization. Therefore, it was difficult to structure the study and draw the
direction. In order to refine the methodology, a qualitative study was conducted before the
survey was created. As the data accumulates, it is expected to be easier for further research to

gather the data together and build on these previous studies.

It is suggested that the further research investigates the relationship between digitalization and
work effort from a different angle. In this study, the relationship between perceived
digitalization and work effort was not found significant in the survey. However, the qualitative

study indicated a kind of relationship between satisfaction from digitalization and positive
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employee outcomes such as work effort and motivation. Therefore, further qualitative research
can uncover the missing parts and might help improving the direction of the survey used in this

research.

In addition, it was shown that fully integrated administrative solutions and higher digitalization
had an impact on employee perceptions of digitalization as well as employee outcomes. There
were differences between the perception and experience of the employees working in different
sectors and organizational scales. In order to investigate the concept of resilience better, the
level of actual digitalization can be included as a variable in a case study as well. This way,
employee perception and the reality of the digitalization can be compared, which might help
identifying the role of resilience better. A comperative study focusing on small and big scale
organizations might give insights with regards to tailored digitalization options for
organizations at both scales and contribute to the innovation diffusion research. It might be
useful to investigate the strategic approaches in small and big companies with regards to the
pandemic period. This way, as indicated by this research, resilience can be investigated as a
developable capacity in a deeper context and the practices that supported this capacity can be
identified.

Lastly, the digital HR practices that contributed to employee satisfaction focused on training
opportunities and communication-related strategies. Further research needs to be conducted to

specify these practices.

It is inarguable that the pandemic had great consequences on employee well-being and working
conditions. Some of the concepts discussed in this research were investigated in different forms
in previous research, however, it was important to carry these arguements to the digital context
as per the requirements of our time. Investigating these concepts and consequences broadly will

determine the direction of digitalization in the future.

51



References:

Abrahamson, E. (1991). Managerial Fads and Fashions: The Diffusion and Rejection of
Innovations. Academy of Management Review, 16(3), 586-612.
d0i:10.5465/amr.1991.4279484

AbuZaineh, T., & Ruél, H. J. (2008). E-HRM-user perceptions OF e-hrm tools in Kuwaiti
sme’s. Proceedings of the 2nd International Workshop on Human Resource Information
Systems. doi:10.5220/0001744401240135

Akdere, M., & Schmidt, S. W. (2008). Employee Perceptions of Quality Management Effects
of Employee Orientation Training. Paper presented at the Academy of Human Resource
Development International Research Conference in the Americas, Panama City.
Retrieved from https://eric.ed.gov/?id=ED501643.

Al-Ayed, S. I. (2019). The impact of strategic human resource management on organizational
resilience: An empirical study on hospitals. Business: Theory and Practice, 20, 179-186.
doi:10.3846/btp.2019.17

Alderfer, C. P. (1969). An empirical test of a new theory of human needs. Organizational
Behavior and Human Performance, 4(2), 142-175. https://doi.org/10.1016/0030-
5073(69)90004-x

Alghafri, A. A. (2015). Literature Review on: ‘The Advantages and Disadvantages of
Implementing E-HRM for an Organisation, E-Learning as an Example.” American
Journal of Economics, 5(2), 51-55. https://doi.org/10.5923/c.economics.201501.02

Allen, N. J., & Meyer, J. P. (1996). Affective, Continuance, and Normative Commitment to the
Organization: An Examination of Construct Validity. Journal of Vocational Behavior,
49(3), 252-276. https://doi.org/10.1006/jvbe.1996.0043

Alqurashi, E. (2016). Self-Efficacy In Online Learning Environments: A Literature Review.
Contemporary  Issues in  Education Research (CIER), 9(1), 45-52.
https://doi.org/10.19030/cier.v9i1.9549

Aslan, 1., Cmar, O., & Bektas, C. (2011). A Motivation Study On The Effectiveness Of Intrinsic
And Extrinsic Factors. Economics And Management, 16. https://doi.org/ISSN 1822-6515

Aurelia, S., & Momin, M. M. (2020). Global reverberation and prediction for HRM amid and
after COVID-19: A technological viewpoint. Materials Today: Proceedings.
https://doi.org/10.1016/j.matpr.2020.11.544

52


https://doi.org/10.1006/jvbe.1996.0043
https://doi.org/10.1016/j.matpr.2020.11.544

Avey, J. A. M. E. S. B,, Luthans, F., & Jensen, S. M. (2009). Psychological Capital: A Positive
Resource For Combating Employee Stress And Turnover. Human Resource
Management, 48(5), 677—693. https://doi.org/10.1002/hrm.20294

Avey, J. B., Luthans, F., Smith, R. M., & Palmer, N. F. (2010). Impact of positive psychological
capital on employee well-being over time. Journal of Occupational Health Psychology,
15(1), 17-28. https://doi.org/10.1037/a0016998

Avgoustaki, A. (2016). Work Uncertainty and Extensive Work Effort : The Mediating Role of
Human Resource Practices. ILR Review, 69(3), 656-682.
https://doi.org/10.1177/0019793915614584.

Avolio, B. J., Sosik, J. J., Kahai, S. S., & Baker, B. (2014). E-leadership: Re-examining
transformations in leadership source and transmission. The Leadership Quarterly, 25(1),
105-131. https://doi.org/10.1016/j.leaqua.2013.11.003

Barasa, E., Mbau, R., & Gilson, L. (2018). What Is Resilience and How Can It Be Nurtured? A
Systematic Review of Empirical Literature on Organizational Resilience. International
Journal of Health Policy and Management, 7(6), 491-503. doi:10.15171/ijhpm.2018.06

Bardoel, E. A., Pettit, T. M., Cieri, H. D., & Mcmillan, L. (2014). Employee resilience: An
emerging challenge for HRM. Asia Pacific Journal of Human Resources, 52(3), 279-297.
d0i:10.1111/1744-7941.12033

Barney, J. (1991). Firm resources and Sustained competitive advantage. Journal of
Management, 17(1), 99-120. doi:10.1177/014920639101700108

Batabyal, A. A. (1998). The concept of resilience: Retrospect and prospect. Environment and
Development Economics, 3(2), 221-262. doi:10.1017/s1355770x98230129

Beckers, A. M., & Bsat, M. Z. (2002). A dss classification model for research in human resource
information ~ systems.  Information  Systems  Management, 19(3), 1-10.
d0i:10.1201/1078/43201.19.3.20020601/37169.6

Bhamra, R., Dani, S., & Burnard, K. (2011). Resilience: the concept, a literature review and
future directions. International Journal of Production Research, 49(18), 5375-5393.
https://doi.org/10.1080/00207543.2011.563826

Bissola, R., & Imperatori, B. (2014). The unexpected side of relational e-HRM. Employee
Relations, 36(4), 376-397. https://doi.org/10.1108/er-07-2013-0078

53



Bondarouk, T., Ruél, H., & Looise, J. K. (2004). E-HRM: Innovation or Irritation. An
Explorative Empirical Study in Five Large Companies on Web-based HRM.
Management Revu, 15(3), 364-380. doi:10.5771/0935-9915-2004-3-364

Bondarouk, T., & Ruél, H. (2009). Electronic Human Resource Management: Challenges in
the digital era. The International Journal of Human Resource Management, 20(3), 505-
514. doi:10.1080/09585190802707235

Bondarouk, T., & Ruél, H. (2013). The strategic value of e-HRM: Results from an exploratory
study in a governmental organization. The International Journal of Human Resource
Management, 24(2), 391-414. doi:10.1080/09585192.2012.675142

Bondarouk, T., Harms, R., & Lepak, D. (2015). Does e-HRM lead to better HRM service? The
International Journal of Human Resource Management, 28(9), 1332-1362.
https://doi.org/10.1080/09585192.2015.1118139

Bondarouk, T., Parry, E., & Furtmueller, E. (2017). Electronic hrm: Four decades of research
on adoption and consequences. The International Journal of Human Resource
Management, 28(1), 98-131. doi:10.1080/09585192.2016.1245672

Borman, W. C., & Motowidlo, S. J. (1997). Task Performance and Contextual Performance:
The Meaning for Personnel Selection Research. Human Performance, 10(2), 99-109.
https://doi.org/10.1207/s15327043hup1002_3

Brockbank, W. (1999). If hr were really strategically proactive: Present and future directions in
hr's contribution to competitive advantage. Human Resource Management, 38(4), 337-
352. d0i:10.1002/(sici)1099-050x(199924)38:43.0.c0;2-5

Brockner, J., Grover, S., Reed, T. F., & Dewitt, R. L. (1992). Layoffs, Job Insecurity, And
Survivors' Work Effort: Evidence Of An Inverted-U Relationship. Academy of
Management Journal, 35(2), 413-425. https://doi.org/10.5465/256380

Brown, S. P., & Leigh, T. W. (1996). A new look at psychological climate and its relationship
to job involvement, effort, and performance. Journal of Applied Psychology, 81(4), 358—
368. https://doi.org/10.1037/0021-9010.81.4.358

Caligiuri, P., De Cieri, H., Minbaeva, D., Verbeke, A., & Zimmermann, A. (2020). International
HRM insights for navigating the COVID-19 pandemic: Implications for future research
and practice. Journal of International Business Studies, 51(5), 697-713.
https://doi.org/10.1057/s41267-020-00335-9

54


https://doi.org/10.1207/s15327043hup1002_3

Campbell, B. A., Coff, R., & Kryscynski, D. (2012). Rethinking sustained competitive
advantage from human capital. Academy of Management Review, 37(3), 376-395.
doi:10.5465/amr.2010.0276

Campbell, J. P, Pritchard, R. D. (1976). Motivation theory in industrial and organizational
psychology. In M. Dunette (Ed.), Handbook of Industrial and oeganizational psychology
(pp. 63-130). Chicago, IL: Rand-McNally.

Chakraborty, A. R., & Mansor, N. N. (2013). Adoption of Human Resource Information
System: A Theoretical Analysis. Procedia - Social and Behavioral Sciences, 75, 473-478.
doi:10.1016/j.sbspro.2013.04.051

Chang, E., & Hancock, K. (2003). Role stress and role ambiguity in new nursing graduates in
Australia. Nursing and Health Sciences, 5(2), 155-163. https://doi.org/10.1046/j.1442-
2018.2003.00147.x

Conger, J. A., & Kanungo, R. N. (1988). The Empowerment Process: Integrating Theory and
Practice. Academy of Management Review, 13(3), 471-482.
https://doi.org/10.5465/amr.1988.4306983

Cooper, B., Wang, J., Bartram, T., & Cooke, F. L. (2018). Well-being-oriented human resource
management practices and employee performance in the Chinese banking sector: The role
of social climate and resilience. Human Resource Management, 58(1), 85-97.
doi:10.1002/hrm.21934

Coutu, D. L. (2002). How resilience works. Harvard Business Review, 80, 46-55.

Daraba, D., Wirawan, H., Salam, R., & Faisal, M. (2021). Working from home during the
corona pandemic: Investigating the role of authentic leadership, psychological capital,
and gender on employee performance. Cogent Business & Management, 8(1), 1885573.
https://doi.org/10.1080/23311975.2021.1885573

Dartey-Baah, K., & Amoako, G. K. (2011). Application of Frederick Herzberg’s Two-Factor
theory in assessing and understanding employee motivation at work: a Ghanaian
Perspective. European Journal of Business and Management, 3(9). https://doi.org/ISSN
2222-2839

De-la-Calle-Duran, M.-C., & Rodriguez-Sanchez, J.-L. (2021). Employee Engagement and
Wellbeing in Times of COVID-19: A Proposal of the 5Cs Model. International Journal
of Environmental Research and Public Health, 18(10), 5470.
https://doi.org/10.3390/ijerph18105470

55


https://doi.org/10.1046/j.1442-2018.2003.00147.x
https://doi.org/10.1046/j.1442-2018.2003.00147.x

Desanctis, G. (1986). Human Resource Information Systems: A Current Assessment. MIS
Quarterly, 10(1), 15. doi:10.2307/248875

Dey, T., Kumar, A., & Kumar, Y. L. N. (2014). A New Look at the Antecedents and
Consequences of Organizational Commitment: A Conceptual Study. International

Journal of Humanities and Social Sciences, 4(1).
Donkin, R. (2010). The history of work. Palgrave Macmillan.

Duchek, S. (2019). Organizational resilience: a capability-based conceptualization. Business
Research, 13(1), 215-246. https://doi.org/10.1007/s40685-019-0085-7

Ederer, F. P. (2004). Feedback and Motivation in Dynamic Tournaments. SSRN Electronic
Journal. https://doi.org/10.2139/ssrn.691384

Findikli, M. A., & Bayargelik, E. beyza. (2015). Exploring the Outcomes of Electronic Human
Resource Management (E-HRM)? Procedia - Social and Behavioral Sciences, 207, 424—
431. https://doi.org/10.1016/j.sbspro.2015.10.112

Fogarty, P., Frantz, S., Hirschfeld, J., Keating, S., Lafont, E., Lufkin, B., Mishael, R.,
Ponnavolu, V., Savage, M., & Turits, M. (2020, October 23). Coronavirus: How the world
of work may change forever. Bbc.com. BBC.
https://www.bbc.com/worklife/article/20201023-coronavirus-how-will-the-pandemic-

change-the-way-we-work.

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The broaden-
and-build theory of positive emotions. American Psychologist, 56(3), 218-226.
https://doi.org/10.1037/0003-066x.56.3.218

Garg, P., & Paul, H. (2012). Elevating organizational consequences through employee
resilience. In conference proceeding of National Conference on Emerging Challenges for
Sustainable Business held at IIT Roorkee during June 1-2, 2012. 811-828

Graber, R., Pichon F., Carabine, E. (2015). Psychological Resilience : State of Knowledge and
Future Research Agendas. London: Oversees Development Institute, analytic

framework. Human Resource Management Journal, 27, 22— 38.

Green, F. (2004). Why Has Work Effort Become More Intense? Industrial Relations, 43(4),
709-741. https://doi.org/10.1111/j.0019-8676.2004.00359.x

Green, F., & Mclntosh, S. (2001). The intensification of work in Europe. Labour Economics,
8(2), 291-308. https://doi.org/10.1016/s0927-5371(01)00027-6

56



Griffin, M., Neal, A., & Neale, M. (2000). The Contribution of Task Performance and
Contextual Performance to Effectiveness: Investigating the Role of Situational
Constraints. Applied Psychology, 49(3), 517-533. https://doi.org/10.1111/1464-
0597.00029

Griffin, M., & Rafferty, A. E. (2006). Perceptions of organizational change: A stress and coping
perspective. Journal of Applied Psychology, 91(5), 1154-1162.
https://doi.org/10.1037/0021-9010.91.5.1154

Guest, D. (2017). Human resource management and employee well-being: Towards a new

Hendrickson, A. R. (2003). Human resource information Systems: Backbone technology of
contemporary human resources. Journal of Labor Research, 24(3), 381-394.
d0i:10.1007/s12122-003-1002-5

Hobfoll, S., & Arie, S. (2001). Conservation of Resources Theory: Applications to Stress and
Management in the Workplace. In R. Golembiewski (Ed.), Handbook of organizational
behavior (2nd ed., Ser. 2, pp. 57-80). essay, Marcel Dekker.

Hobfoll, S. E. (2001). The Influence of Culture, Community, and the Nested-Self in the Stress
Process: Advancing Conservation of Resources Theory. Applied Psychology, 50(3), 337—
421. https://doi.org/10.1111/1464-0597.00062

Hobfoll, S. E., & Chen, S., Westman, M. (2015). The Commerce and Crossover of Resources:
Resource Conservation in the Service of Resilience. Stress and Health, 31(2), 95-105.
https://doi.org/10.1002/smi.2574

Hu, R. (2020). Reinventing community in COVID-19: a case in Canberra, Australia. Socio-
Ecological Practice Research, 2(3), 237-241. https://doi.org/10.1007/s42532-020-00055-
2

Huselid, M. A. (1995). The Impact Of Human Resource Management Practices On Turnover,
Productivity, And Corporate Financial Performance. Academy of Management Journal,
38(3), 635-672. https://doi.org/10.2307/256741

Huselid, M. A., & Delaney, J. T. (1996). The Impact Of Human Resource Management
Practices On Perceptions Of Organizational Performance. Academy of Management
Journal, 39(4), 949-969. https://doi.org/10.2307/256718

Huselid, M. A., Jackson, S. E., & Schuler, R. S. (1997). Technical and strategic human
resources management effectiveness as determinants of firm performance. Academy of
Management Journal, 40(1), 171-188. doi:10.2307/257025

57



Ichniowski, C., Kochan, T. A., Levine, D. 1., Olson, C., & Strauss, G. (2000). What Works at
Work:  Overview and Assessment. The American Workplace, 1-37.
https://doi.org/10.1017/cb09780511620027.002

Jamal, M. (1999). Job stress and employee well-being: a cross-cultural empirical study. Stress
Medicine, 15(3), 153-158. https://doi.org/10.1002/(sici)1099-
1700(199907)15:3<153::aid-smi809>3.0.c0;2-0

James, L. A., & James, L. R. (1989). Integrating work environment perceptions: Explorations
into the measurement of meaning. Journal of Applied Psychology, 74(5), 739-751.
https://doi.org/10.1037/0021-9010.74.5.739

Johnson, J. L., & Wiechelt, S. A. (2004). Introduction to the Special Issue on Resilience.
Substance Use & Misuse, 39(5), 657-670. https://doi.org/DOI: 10.1081/JA-120034010

Kanfer, R. (1990). Motivation theory and Industrial/Organizational psychology. In M. D.
Dunette and L. Hough (Eds.), Handbook of industrial and organizational psychology.
Volume 1. Theory in industrial and organizational psychology (pp.77-170). Palo Alto,
CA: Consulting Psychologists Press.

Kantur, D., & Say, A. I. (2012). Organizational Resilience: A Conceptual Integrative
Framework. Journal of  Management &  Organization, 2155-2181.
d0i:10.5172/jmo.2012.2155

Kenis, P. N., & Oerlemans, L. A. G. (2008). The social network perspective: Understanding the
structure of cooperation. In S. Cropper, M. Ebers, C. Huxham, & P. Smith-Ring
(Eds.), Oxford handbook of inter-organizational relationships (pp. 289-312). Oxford

University Press.

Kim, K., & Park, H. (2018). The Effects Of Technostress On Information Technology
Acceptance . Journal of Theoretical and Applied Information Technology, 96(24).
https://doi.org/E-ISSN: 1817-3195

King, R. C., & Sethi, V. (1997). The moderating effect of organizational commitment on
burnout in information systems professionals. European Journal of Information Systems,
6(2), 86-96. https://doi.org/10.1057/palgrave.ejis.3000259

Kovach, K. A., & Cathcart, C. E. (1999). Human resource information systems (HRIS):
Providing business with rapid data access, information exchange and strategic advantage.
Public Personnel Management, 28(2), 275-282. doi:10.1177/009102609902800208

58



Kovach, K. A., Hughes, A. A., Fagan, P., & Maggitti, P. G. (2002). Administrative and Strategic
Advantages of HRIS. Employment Relations Today, 29(2), 43-48.
https://doi.org/10.1002/ert.10039

Kuntz, J. R., Malinen, S., & Néswall, K. (2017). Employee resilience: Directions for resilience
development. Consulting Psychology Journal: Practice and Research, 69(3), 223-242.
d0i:10.1037/cpb0000097

LaBerge, L., O’Toole, C., Schneider, J., & Smaje, K. (2020, October 5). McKinsey Digital and
Strategy &  Corporate  Finance  Practices. McKinsey &  Company.
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-
insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-

transformed-business-forever.

Langkamer, K. L., & Ervin, K. S. (2008). Psychological Climate, Organizational Commitment
and Morale: Implications for Army Captains' Career Intent. Military Psychology, 20(4),
219-236. https://doi.org/10.1080/08995600802345113

Lengnick-Hall, C. A., Beck, T. E., & Lengnick-Hall, M. L. (2011). Developing a capacity for
organizational resilience through strategic human resource management. Human
Resource Management Review, 21(3), 243-255.
https://doi.org/10.1016/j.hrmr.2010.07.001

Lippert, S. K., & Swiercz, P. M. (2005). Human resource information systems (HRIS) and
technology  trust.  Journal of Information  Science, 31(5), 340-353.
d0i:10.1177/0165551505055399

Luthans, F. (2002). The need for and meaning of positive organizational behavior. Journal of
Organizational Behavior, 23(6), 695-706. doi:10.1002/job.165

Luthans, F., Vogelgesang, G. R., & Lester, P. B. (2006). Developing the Psychological Capital
of Resiliency. Human Resource Development Review, 5(1), 25-44.
d0i:10.1177/1534484305285335

Luthans, F., Youssef, C., (2007) Positive Organizational Behavior in the Workplace: The
Impact of Hope, Optimism, and Resilience. Journal of Management, 33(5), 774-800. doi:
10.1177/0149206307305562

Parsons, T. (1968). The Structure of Social Action. New York: Free Press.

Maglio, P. P., & Spohrer, J. (2008). Fundamentals of service science. Journal of the Academy
of Marketing Science, 36(1), 18-20. doi:10.1007/s11747-007-0058-9

59


https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/how-covid-19-has-pushed-companies-over-the-technology-tipping-point-and-transformed-business-forever
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1177%2F0149206307305562

Mallak, L. (1998). “Putting Organizational Resilience to Work”.40, 8-12.

Marler, J. H. (2009). Making human resources strategic by going to the net: Reality or myth?
The International Journal of Human Resource Management, 20(3), 515-527.
doi:10.1080/09585190802707276

Marler, J. H., & Parry, E. (2016). Human resource management, strategic involvement and e-
hrm technology. The International Journal of Human Resource Management, 27(19),
2233-2253. doi:10.1080/09585192.2015.1091980

Martin, G., Reddington, M., & Alexander, H. (2008). Technology, outsourcing and

transforming Hr. Elsevier.
Maslow, A. H., (1943). A theory of human motivation. Psychological Review, 50(4), 370-396

Masten, A. S. (2001). Ordinary magic: Resilience processes in development. American
Psychologist, 56(3), 227-238. doi:10.1037/0003-066x.56.3.227

McClean, E., & Collins, C. J. (2011). High-commitment HR practices, employee effort, and
firm performance: Investigating the effects of HR practices across employee groups
within professional services firms. Human Resource Management, 50(3), 341-363.
https://doi.org/10.1002/hrm.20429

McManus, S., (2008). Attributes of effective formative assessment. Washington, DC: Council
for Chief State School Officers.

Meng, H., Luo, Y., Huang, L., Wen, J., Ma, J., & Xi, J. (2017). On the relationships of resilience
with organizational commitment and burnout: a social exchange perspective. The
International Journal of Human Resource Management, 30(15), 2231-2250.
https://doi.org/10.1080/09585192.2017.1381136

Meredith, Lisa S., Cathy D. Sherbourne, Sarah J. Gaillot, Lydia Hansell, Hans V. Ritschard,
Andrew M. Parker, and Glenda Wrenn, Promoting Psychological Resilience in the U.S.
Military, Santa Monica, Calif.. RAND Corporation, MG-996-OSD, 2011. As of
December 10, 2020: https://www.rand.org/pubs/monographs/MG996.html

Meyer, J. P., Klein, H. J., & Becker, T. E. (Eds.).(2009). Commitment in Organizations:
Accumulated  Wisdom  and New  Diretions  (1st  ed.). Routledge.
https://doi.org/10.4324/9780203883122

Miner, J. B. (2005). Essential theories of motivation and leadership. M.E. Sharpe.

60


https://www.rand.org/pubs/monographs/MG996.html

Moustaghfir, K. (2014). Strategic Human Resource Management: An HR Planning Toolkit. In
1291586016 951640336 D. Valerij & 1291586017 951640336 A. Rakowska (Eds.),
Strategic Approaches to Human Resources Management Practice (pp. 27-51). Lublin,
Poland: ToKnowPress. doi:isbn 978-83-65020-00-0

Mukherjee, A. N., Bhattacharyya, S., & Bera, R. (2014). Role of Information Technology in
Human Resource Management of SME: A Study on the use of Applicant Tracking
System. IBMRD's Journal of Management and Research, 3(1).

Néaswall, K., Kuntz, J., Hodliffe, M., & Malinen, S. (2013). (rep.). Employee Resilience Scale
(EmpRes): Technical Report (Vol. 6, pp. 1-10). Christchurch, New Zealand: University
of Canterbury.

Nivlouei, F. B. (2014). Electronic Human Resource Management System: The Main Element
in Capacitating Globalization Paradigm. International Journal of Business and Social
Science, 5(2), 147-159.

Organ, D. W. (1997). Organizational Citizenship Behavior: It's Construct Clean-Up Time.
Human Performance, 10(2), 85-97. https://doi.org/10.1207/s15327043hup1002_2

Panayotopoulou, L., Vakola, M., & Galanaki, E. (2007). E-HR adoption and the role of HRM.:
Evidence from Greece. Personnel Review, 36(2), 277-294.
d0i:10.1108/00483480710726145

Pfeffer, J., Anderson, P., Arthur, M. B., Baruch, J. J., Bowen, D. E., & Bessant, J. (2002).
Competitive Advantage Through People (1247475404 924513451 J. Henry &
1247475405 924513451 D. Mayle, Eds.). In Managing Innovation and Change (2nd ed.,
pp. 61-73). London, MK: SAGE Publications.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational
Citizenship Behaviors: A Critical Review of the Theoretical and Empirical Literature and
Suggestions for Future Research. Journal of Management, 26(3), 513-563.
https://doi.org/10.1177/014920630002600307

Porter, L. W. and Lawler, E. E. (1968). What Job Attitudes can Tell us about Employee
Motivation, Harvard Business Review, 46(1), 118-126.

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric technicians. Journal of
Applied Psychology, 59(5), 603-609. https://doi.org/10.1037/h0037335

61


https://doi.org/10.1177/014920630002600307

Rogers, E. (2003). Diffusion of Innovations (5th ed.). New York, NY: The Free Press, A

Division of Simon & Schuster.

Rothwell, A., & Arnold, J. (2005). How hr professionals rate ‘continuing professional
development'. Human Resource Management Journal, 15(3), 18-32. d0i:10.1111/j.1748-
8583.2005.th00151.x

Saha, N., Gregar, A., & Saha, P. (2017). Organizational agility and hrm strategy: Do they really
enhance firms’ competitiveness? International Journal of Organizational Leadership,

6(3), 323-334. d0i:10.33844/ijol.2017.60454

Sailer, M., Hense, J., Mandl, H., & Klevers, M. (2013). Psychological Perspectives on
Motivation through Gamification. Interaction Design and Architecture(s) Journal, 19, 28—
37.

Sareen, P. (2012). E-HRM: A Strategic Review. International Journal of Human Resource
Studies, 2(3). https://doi.org/10.5296/ijhrs.v2i3.2100

Sharma, J., & Dhar, R. L. (2016). Factors influencing job performance of nursing staff:
Mediating role of affective commitment. Personnel Review, 45(1), 161-182.
https://doi.org/10.1108/pr-01-2014-0007

Sheridan, T. B. (2008). Risk, Human Error, and System Resilience: Fundamental Ideas. Human
Factors: The Journal of the Human Factors and Ergonomics Society, 50(3), 418-426.
d0i:10.1518/001872008x250773

Shin, J., Taylor, M. S., & Seo, M.-G. (2012). Resources for Change: the Relationships of
Organizational Inducements and Psychological Resilience to Employees' Attitudes and
Behaviors toward Organizational Change. Academy of Management Journal, 55(3), 727—
748. https://doi.org/10.5465/amj.2010.0325

Shoss, M. K., Jiang, L., & Probst, T. M. (2018). Bending without breaking: A two-study
examination of employee resilience in the face of job insecurity. Journal of Occupational
Health Psychology, 23(1), 112-126. https://doi.org/10.1037/0cp0000060

Sinclair, R. R., Britt, T. W., Shen, W., Grossman, M. R., & Klieger, D. M. (2016). How Much
Do We Really Know About Employee Resilience? Industrial and Organizational
Psychology, 9(2), 378-404. doi:10.1017/iop.2015.107

Strohmeier, S. (2007). Research in e-hrm: Review and implications. Human Resource
Maagement Review, 17(1), 19-37. doi:10.1016/j.hrmr.2006.11.002

62


https://doi.org/10.5296/ijhrs.v2i3.2100

Strohmeier, S., & Kabst, R. (2014). Configurations of e-HRM — an empirical exploration.
Employee Relations, 36(4), 333-353. https://doi.org/10.1108/er-07-2013-0082

Strohmeier, S. (2020). Digital human resource management: A conceptual clarification.
German Journal of Human Resource Management: Zeitschrift Fir Personalforschung,
34(3), 345-365. d0i:10.1177/2397002220921131

Stout, J. K., & Posner, J. L. (1984). Stress, Role Ambiguity, and Role Conflict. Psychological
Reports, 55(3), 747—753. https://doi.org/10.2466/pr0.1984.55.3.747

Teo, T.S., Lim, G. S., & Fedric, S. A. (2007). The adoption and diffusion of human resources
information systems in Singapore. Asia Pacific Journal of Human Resources, 45(1), 44-
62. doi:10.1177/1038411107075402

The Economist Intelligence Unit. (2015)."Organizational Resilience: Building an Enduring
Enterprise™. The British Standards Institution. Retrieved from:
https://www.bsigroup.com/en-GB/our-services/Organizational-
Resilience/Organizational-Resilience-research-EIU/, As of 19 December 2020

Troshani, I., Jerram, C., & Gerrard, M. (2010), “Exploring the organizational adoption of
human resources information systems (HRIS) in the Australian public sector”,
Proceedings of the 21st Australasian Conference on Information Systems (ACIS2010),
Brisbane, Australia, December 1-3.

Tusaie, K., & Dyer, J. (2004). Resilience: A Historical Review of the Construct. Holistic
Nursing Practice, 18(1), 3-10. doi:10.1097/00004650-200401000-00002

Ulrich, D. (1998). A New Mandate for Human Resources. Harvard Businee Review, 01

Ulrich, D., Storey, J., & Wright, P. M. (2019). Strategic human resource management: A

research overview. Abingdon, Oxon: Routledge.

Van Dam, A., Noordzij, G., & Born, M. P. (2020). Linking the Fit Between Achievement Goal
Orientation and Learning Opportunities With Employee Well-Being and Absenteeism.
Journal of Personnel Psychology, 19(4), 184-196. https://doi.org/10.1027/1866-
5888/a000260

Yu, C., & Frenkel, S. J. (2012). Explaining task performance and creativity from perceived
organizational support theory: Which mechanisms are more important? Journal of
Organizational Behavior, 34(8), 1165-1181. https://doi.org/10.1002/job.1844

63



Yusliza, M., & Ramayah, T. (2012). Determinants of Attitude Towards E-HRM: an Empirical
Study Among HR Professionals. Procedia - Social and Behavioral Sciences, 57, 312-319.
https://doi.org/10.1016/j.sbspro.2012.09.1191

Yusoff, Y. M., Ramayah, T., & Othman, N. (2015). Why examining Adoption Factors, HR role
and attitude towards Using E-HRM is the START-OFF in determining the successfulness
of Green Hrm? Journal of Advanced Management Science, 337-343.
doi:10.12720/joams.3.4.337-343

Webster, N. (1977). The Merriam-Webster dictionary. New York: Pocket Books.

Whitby, T., Cleary, G., & Halfhide, C. P. (2020). Impact of covid-19 on training: A single-
centre survey of trainees. BMJ Paediatrics Open, 4(1). doi:10.1136/bmjpo-2020-000757

Williams, N., & Vorley, T. (2014). Economic resilience and entrepreneurship: Lessons from
the Sheffield City Region. Entrepreneurship & Regional Development, 26(3-4), 257-281.
doi:10.1080/08985626.2014.894129

World Health Organization. (2020, March 18) Mental health and psychological considerations
during Covid-19 outbreak. Who reference number: WHO/2019-
nCoV/MentalHealth/2020.1

Wright, P. M., & McMahan, G. C. (1992). Theoretical perspectives for Strategic human
resource management. Journal of Management, 18(2), 295-320.
d0i:10.1177/014920639201800205

Wu, C.-H., & Parker, S. K. (2016). The Role of Leader Support in Facilitating Proactive Work
Behavior. Journal of Management, 43(4), 1025-1049.
https://doi.org/10.1177/0149206314544745

Zhou, Y., Liu, G., Chang, X., & Wang, L. (2020). The impact of HRM digitalization on firm
performance: investigating three-way interactions. Asia Pacific Journal of Human

Resources, 59(1), 20—43. https://doi.org/10.1111/1744-7941.12258

64



APPENDIX:

Consent Form

Dear participant,

This study is conducted by Reyhan Baykara, thesis student in the Organizational Psychology
Department at the Istanbul Bilgi University, in order to understand the impact of the recently
accelarating digitalization of human resourcse and flexible working arrangements on employee
attitudes with regards to employee resilience.

The data to be obtained through the surveys will not be evaluated individually and the analysis
based on the data collected from the participants will be used only for scientific purposes. As
for the questions in this study, no negative consequences are expected on the survey
participants. The survey takes approximately 10 minutes and participation in the study is
absolutely voluntary. The data will be collected anonymously and the participants have the right
to decline to participate or withdraw at any point during the study without any consequence.

Please contact reyhan.baykara@outlook.fr for your questions or feedback.

Reyhan Baykara

Istanbul Bilgi University Organizational Psyscholoy MA Program with Thesis

1. I acknowledge that I read and understood the informative text regarding the purposes of this
study and | accept to be a part of this survey.

Yes, lagree ()

No, I donotagree ()

2. Your current job status:

Currently working ()

Unemployed ()
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Appendix A

Please answer the questions below with regards to the HR functions of your current

workplace.

On ascale of 1 to 10, what do you

My company’s HR
department’s ... is ...

. 2 ke, Eake
think of the level of digitalization s N g =
of your current company's HR | 2 g Sas
processes? — 'S =
© o0
=)
- N
Please indicate how = =
digitalized your current & g
company’s Human S S
Resources (HR) Department i=) ~ o o %
is in the following areas on a ° ks
scale of 1 to 10. § g—
(@]
- Q
o
—

1 recruitment function

2 orientation function

talent management
function

performance
management function

compensation and
benefits function

administrative functions
(updating HR
documents, overseeing
employee holidays,
maintaining employee
data, preparing HR
related presentations
etc.)
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training/personal

7 development tools and
platforms
internal communication
9
tools and platforms
flexible working tools
10
and platforms
11 leadership/mentoring

tools and platforms

(b}
|-
Please indicate how much you agree with the statements § § §
below. S g |7
Z\ [<3) — Z‘ =
<) D 3 > |2
c S fras} — c ©
. . . . . 8 % > (@)] E -
I am happy with the digitalization of... 3 o 2 <‘E 5 |3
1 |the general HR functions of my organization.
9 recruitment function.
3 |orientation function.
4  |talent management function.
5 |performance management function.
6 |compensation and benefits function.
administrative functions (updating HR documents,
7 |overseeing employee holidays, maintaining employee
data, preparing HR related presentations etc.)
8 |training/personal development tools and platforms.
9 [internal communication tools and platforms.
10 [flexible working tools and platforms.
11 |leadership/mentoring tools and platforms.
Please answer the questions below with regards to the
period of pandemic in the last 9 months.
During the period of pandemic in the last 9 months, have|
you worked with... > 3
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1 flexible working arrangment (working without time and
place constraints)?

2 |part-time working arragement?

3 compressed schedule arrangement (working 3-4 days
instead of 5-6 days for the equal amonunt of work)?

4 |working from home arrangement?
another flexible working arrangement? Please indicate.

5

Appendix B

Please indicate how much you agree with the statements below regarding your attitudes and

behaviors towards your workplace.

Please indicate how much you agree with the statements below.

Strongly
disagree

Disagree

Neutral

Agree

>
(@)
5 8
o<
= D)
o ©

| effectively collaborate with others to handle unexpected

1 challenges at work.

2 |l successfully manage a high workload for long periods of time.

3 |l have difficulties in resolving crises at work.

4 |l learn from mistakes at work and improve the way | do my job.

5 I re-evaluate my performance and continually improve the way
| do my work.

6 |l effectively respond to feedback at work, even criticism.

7 | find it difficult to seek assistance at work when | need specific
resources.

8 |l approach managers when I need their support.

9 |l use change at work as an opportunity for growth.

10 |l do not give up quickly when something does not work well.

11 I really do my best to get my work done, regardless of potential

difficulties.
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12 When I start an assignment | pursue it to the end.
13 It do not care much about what is expected from me.
14 I am trustworthy in the execution of the tasks that are assigned

to me.

15 [l really do my best to achieve the objectives of the organization.
16 [l do not think of myself as a hard worker.

17 |l really do my best in my job.

18 |l put a lot of energy into the tasks that | commence.

19

There are times when | do not exert hard during the execution
of my job.

(b}
e
Please answer the questios below with regards to your 2
attitute towards your organization. =28 |8 |5 >
25 |5 |5 |8 2
O © @ S o o
S0 |2 5] (=) =
noT O |2 |< n
I would be very happy to spend the rest of my career
1
with this organization.
2 |l enjoy discussing my organization with people outside it.
3 |l really feel as if this organization's problems are my own.
4 I think that | could easily become as attached to another
organization as | am to this one.
5 |l do not feel like 'part of the family' at my organization.
6 |l do not feel 'emotionally attached' to this organization.
7  [This organization has a great deal of personal meaning for me.
8 |l do not feel a strong sense of belonging to my organization.
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2. Which sector is your organization operating in?:

5. How many years has your organization been operating in this sector?
6. Which department are your working at?

7. How long have you been working in your current organization?

() 5years or below

( ) 6-10 years

() 11-15years

( ) 16 or above

8. What is your title at work?:
9. Age:

) 25 or below

(

() 26-35
() 36-45
(

) 46 or above
10. Gender

() Female

() Male
() Another
11. Education:

( ) Bachelor
() Master
() Doctorate

() Other (please indicate)
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