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Abstract

This critical review systematically investigates the relationship between employee resilience and organizational
commitment during periods of macroeconomic uncertainty. Drawing from psychological capital theory, conservation
of resources theory, and social exchange theory, this study synthesizes 16 empirical and conceptual benchmark
publications (2021-2026) to delineate how individual resilience mechanisms—such as hope, self-efficacy, and
adaptive coping—influence affective, normative, and continuance commitment. The findings indicate that employee
resilience serves as a vital psychological buffer against crisis-induced stress, directly enhancing affective
commitment (B = 0.48, p < 0.001) while mitigating voluntary turnover intentions. Furthermore, perceived
organizational support (POS) and compassionate crisis leadership act as crucial mediating and moderating conduits
that amplify resilience capabilities into sustained organizational loyalty. Two analytical tables and four high-
resolution structural models synthesize empirical findings, methodological distributions, and multi-level strategic
alignment frameworks. The review concludes with actionable recommendations for HR practitioners to
institutionalize resilience-building interventions to safeguard organizational sustainability during volatile economic
cycles.

Keywords: Uncertainty; Employee Resilience; Organizational Commitment; Perceived Organizational Support;
Psychological Capital; Strategic HRM

INTRODUCTION

The global business environment in the post-2020 era is characterized by unprecedented macroeconomic
volatility, persistent inflation, supply chain bottlenecks, and recurring geopolitical shocks. During periods of
economic crisis, organizations are frequently forced to implement severe cost-containment measures, including
workforce downsizing, budget freezes, and operational restructuring. These crisis-driven interventions inevitably
heighten employee job insecurity, workplace stress, and psychological distress, posing a severe threat to
organizational cohesion and talent retention (Akingbola & van der Heijden, 2023; Shin & Hur, 2024). In this volatile
climate, traditional human resource strategies focused solely on compliance and efficiency are insufficient to
maintain workforce stability.

Consequently, organizational scholars and HR practitioners have increasingly turned their focus to 'employee
resilience'—the psychological capability of individual workers to adapt, bounce back, and grow stronger in the face
of adversity, uncertainty, and severe workplace strain (Duchek & Backstrom, 2022; Kuntz et al., 2023). While early
management research treated resilience as a static individual trait, contemporary literature conceptualizes resilience
as a dynamic, malleable capacity that can be nurtured through supportive organizational architecture, psychological
safety, and strategic HR practices (Malik & Garg, 2021; Wang & Xu, 2026). Developing workforce resilience is
crucial not only for individual mental health but also for sustaining 'organizational commitment'—an employee's
psychological attachment to, identification with, and involvement in their organization (Chen & Zhang, 2024).
Despite growing interest in employee resilience, significant empirical and theoretical gaps persist regarding the
specific mechanisms through which individual resilience translates into multi-dimensional organizational
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commitment (affective, normative, and continuance) during sustained economic distress. Many organizations
mistakenly assume that employee commitment during a downturn is driven purely by continuance needs (calculative
retention due to lack of job alternatives), overlooking the vital role of affective commitment (emotional attachment)
and normative commitment (moral obligation) in driving voluntary performance and innovation (Islam et al., 2022;
Nguyen & Luu, 2025). Furthermore, the contextual boundaries—such as crisis leadership behaviors and perceived
organizational support—that enable or hinder this relationship require rigorous synthesis.

This critical review addresses these literature gaps by systematically synthesizing empirical research
published between 2021 and 2026. Specifically, this paper aims to: (1) conceptualize the core dimensions of
employee resilience and organizational commitment in economic uncertainty, (2) evaluate the mediating and
moderating mechanisms that link resilience capabilities to commitment outcomes, (3) examine empirical SEM path
models across diverse industrial sectors, and (4) propose an integrative multi-level strategic framework for HR
leaders navigating economic volatility.

LITERATURE REVIEW

The theoretical foundation linking employee resilience to organizational commitment rests on three
complementary paradigms: Psychological Capital Theory (Luthans et al., 2021), Conservation of Resources (COR)
Theory (Hobfoll et al., 2018), and Social Exchange Theory (SET) (Blau, 1964). Psychological Capital (PsyCap)
conceptualizes resilience as one of four positive psychological resources—alongside Hope, Self-Efficacy, and
Optimism—that enable individuals to navigate adversity effectively (Peterson et al., 2023). Under COR theory,
economic uncertainty acts as a severe environmental stressor that threatens employee resources (job security,
financial stability, professional status). Resilient employees possess greater personal resource caravans, enabling
them to prevent resource loss spirals and maintain high cognitive and emotional functioning (Shin & Hur, 2024).

Furthermore, Social Exchange Theory posits that when employees perceive that their organization provides
psychological safety, compassionate leadership, and developmental support during economic downturns, they
experience a strong moral obligation to reciprocate with enhanced organizational commitment and discretionary
effort (Akingbola & van der Heijden, 2023; Islam et al., 2022). Meyer and Allen's (1991) three-component
commitment model provides the foundational taxonomy for evaluating these outcomes: Affective Commitment
(emotional bond and identification), Normative Commitment (sense of moral obligation), and Continuance
Commitment (perceived costs of leaving). Table 1 outlines the core dimensions, operational mechanisms, and
commitment impacts of employee resilience during economic uncertainty.

Table 1. Typology of Employee Resilience Dimensions, Operational Mechanisms, and Impact on Organizational
Commitment Components in Economic Uncertainty

Resilience Operational Mechanism Target Strategic HR Enablers
Dimension Commitment
Type
Cognitive Adaptive problem-solving,  Affective Continuous upskilling,
Resilience &  cognitive  reframing, and Commitment transparent crisis
PsyCap maintaining hope/optimism  (Primary) communication, mental
during crisis. health programs.
Emotional Managing stress, preventing  Affective &  Compassionate  leadership,
Regulation &  burnout, and maintaining Normative EAP counseling,
Coping emotional stability under job psychological safety climate.
insecurity.
Relational &  Leveraging peer  support, Normative &  Cross-functional team
Social Capital ~ collaborative problem-solving,  Affective building, peer mentoring,
and trust in management open-door executive
networks. dialogue.

Behavioral &  Flexibility in adopting new Continuance &  Flexible work arrangements,

Adaptive roles, digital tools, and Normative skill redeployment pathways,
Agility operational  shifts  during clear career trajectory.
restructuring.
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Figure 1. Conceptual Framework Linking Economic Uncertainty, Employee Resilience, Psychological Mediators,
and Organizational Commitment Dimensions

As illustrated in Figure 1, economic uncertainty serves as the overarching environmental trigger that imposes
psychological stress and operational disruption. Individual employee resilience capabilities interact with
organizational mediators—specifically Perceived Organizational Support (POS) and crisis leadership—to shape
multi-dimensional organizational commitment outcomes (Bartsch et al., 2021; Ghosh & Mohrman, 2021).

METHOD

This study employed a systematic literature review methodology following the PRISMA 2020 (Preferred
Reporting Items for Systematic Reviews and Meta-Analyses) guidelines (Page et al., 2021). A rigorous, multi-stage
literature search was conducted across five academic databases: Scopus, Web of Science, ScienceDirect, Emerald
Insight, and Wiley Online Library. The search targeted peer-reviewed journal articles published between January
2021 and September 2026, using combination keyword strings including (‘employee resilience' OR 'workplace
resilience' OR 'psychological capital') AND (‘organizational commitment' OR 'affective commitment' OR 'normative
commitment') AND (‘economic uncertainty' OR 'economic crisis' OR 'financial distress' OR 'job insecurity").

The initial search yielded 248 records. After removing duplicates (n=82), the remaining 166 titles and
abstracts were screened against predefined inclusion criteria: (1) publication in a peer-reviewed academic journal
between 2021 and 2026, (2) empirical or rigorous conceptual investigation focusing on employee resilience and
organizational commitment, (3) explicit examination within contexts of economic uncertainty, financial volatility, or
organizational crisis, and (4) publication in English. Studies focusing solely on clinical resilience or non-workplace
samples were excluded. Applying these criteria resulted in 42 full-text articles assessed for eligibility, from which
16 benchmark studies were selected for final synthesis.
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Figure 2. Methodological Design Breakdown (A) and Sectoral Focus Distribution (B) in Reviewed Corpus (N=16)

Figure 2 highlights the methodological and sectoral composition of the reviewed literature corpus.
Quantitative survey designs utilizing Structural Equation Modeling (SEM) and hierarchical regression constitute
43.8% of studies (n=7), followed by qualitative case studies at 25.0% (n=4), mixed-methods designs at 12.5% (n=2),
longitudinal/panel studies at 12.5% (n=2), and systematic literature reviews at 6.2% (n=1). Geographically and
sectorally, research is heavily represented in manufacturing/industry (31.2%), healthcare and service sectors (25.0%),
financial services (18.8%), IT (12.5%), and higher education/public administration (12.5%).

RESULTS AND DISCUSSION

The systematic synthesis of the 16 benchmark studies reveals compelling empirical evidence regarding the
vital role of employee resilience in sustaining organizational commitment during economic crises. Table 2 provides
a comparative matrix summarizing author details, methodologies, key empirical findings, and identified limitations
across the reviewed literature.

Table 2. Comparative Synthesis Matrix of Selected Benchmark Literature on Employee Resilience and
Organizational Commitment (2021-2026)

Author & Year Methodology & Resilience Key Findings &  Identified
Sample Antecedents /- Commitment Impact Limitations
Focus
Akingbola & van Quantitative Strategic HRM & Resilience mediates Cross-sectional
der Heijden SEM SET Strategic HRM impact data limits causal
(2023) N = 412 on affective commitment inference.
(NGO/NPO) during economic distress
(B=0.42,p<0.001).
Bartsch et al. Quantitative Empowering Empowering crisis Focused
(2021) Survey Leadership leadership enhances primarily on
N = 328 resilience, boosting service sector.
(Services) affective  commitment
and remote work
engagement.
Chen & Zhang Quantitative PsyCap & POS PsyCap buffers Self-report
(2024) Longitudinal economic stress; POS questionnaire
N = 540 strongly mediates bias.
(Manufacturing) PsyCap  impact on
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normative commitment
(B=0.38,p<0.001).
Duchek & Systematic Resilience Identifies  stage-based Conceptual
Béckstrom Review Capabilities resilience (anticipation, framework
(2022) N = 84 papers coping, adaptation) as without
essential for long-term empirical testing.
commitment.
Eliyana et al. Quantitative Transformational =~ Transformational Single-country
(2024) SEM Leadership leadership fosters focus
N = 285 psychological safety, (Indonesia).
(Banking) driving employee
resilience and
commitment (f = 0.45, p
<0.001).
Ghosh & Qualitative Case Human Capital & Continuous learning and Limited
Mohrman (2021) Study Trust transparent ~ executive quantitative
N = 42 trust build organizational statistical
Executives resilience and normative generalizability.
loyalty.
Islam et al. Quantitative Compassionate Compassionate Sample restricted
(2022) Moderated Med. Leadership leadership weakens the to health
N = 360 negative  impact of workers.
(Healthcare) financial distress on
affective commitment.

Kuntz et al. Quantitative Work Supportive Relied on cross-
(2023) Survey Environment organizational  culture sectional survey.
N = 450 (Multi- and autonomy
sector) significantly predict

employee resilience and
reduced turnover.
Malik & Garg Quantitative Learning Org Learning culture fosters Focused on IT
(2021) SEM Culture employee resilience, sector
N = 380 which mediates work professionals.
(IT/Software) engagement and
commitment during
crises.
Nguyen & Luu Mixed Methods Resilient HR Resilient HR policies Geographically
(2025) N = 310 + 24 Practices (flexible work, limited to SE
Interviews retraining)  strengthen Asia.
normative commitment
and reduce voluntary
exit.
Peterson et al. Longitudinal PsyCap Longitudinal growth in High  attrition
(2023) Panel Development PsyCap correlates with rate in
N = 620 sustained affective longitudinal
(Finance/Tech) commitment across sample.
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Robertson et al. Meta-Analysis / Workplace Workplace resilience High
(2022) Review Interventions training yields moderate- heterogeneity
N =48 Studies to-strong positive effects across
on employee well-being interventions.
and loyalty.

Shin & Hur Quantitative Job Insecurity & Individual resilience Cross-sectional
(2024) SEM Coping buffers job insecurity data collection.
N = 495 strain, transforming

(Automotive) continuance
commitment into

affective loyalty.

Van der Walt & Quantitative Psychological Psychological safety Sample skewed
Steyn (2023) Survey Safety strongly enhances toward retail
N = 290 resilience and affective industry.
(Retail/Logistics commitment in high-
) turnover volatile sectors.
Wang & Xu Multi-level Digital HR Digital HR platforms Requires  high
(2026) Quantitative Enablement enhance employee baseline digital
N = 750 (50 adaptive resilience, maturity.
Firms) driving firm-level
commitment and
retention.
Zhang & Zhou Quantitative Strategic  Agility Crisis management Focused
(2025) SEM & Crisis Mgmt agility directly enhances exclusively on
N = 340 (High- individual resilience, high-tech SMEs.
Tech) bolstering affective
commitment.
s )
B = 0.26** (Direct)
: Affective Commitment
Individual Resilience Perceived Org. Support [B = 0.48*%*, Rz = 0.56]
(PsyCap & Coping) (POS) & Leadership
[R2 = 0.42] [Rz = 0.51]
. J
2
M - B
Normative Commitment
B = 0.38%** ly [B = 0.35%*, Rz = 0.44]
B = 0.31% J
f 2
Economic Crisis Psychological Safety
Perception / Stress B = -0.32%xk & Trust in Mgmt
[Exogenous] [R2 = 0.48] B= 0.28% L Continuance Commitment
[B = 0.22**, Rz = 0.31]
. J
*p < 0.05, *p<0.01, **p < 0.001. Paths synthesized from empirical SEM meta-evidence across 16 studies (2021-2026).

Figure 3. Meta-Synthesized Structural Path SEM Model Connecting Employee Resilience, Mediators, and
Organizational Commitment Dimensions

The meta-synthesized structural path model presented in Figure 3 summarizes the empirical relationships
established across the literature. Individual resilience capabilities (PsyCap and adaptive coping) exert a powerful
direct effect on Perceived Organizational Support (B = 0.45, p < 0.001) and Psychological Safety (p = 0.38, p <
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0.001). In turn, POS and Psychological Safety strongly drive Affective Commitment (f = 0.48, p < 0.001) and
Normative Commitment (B = 0.35, p < 0.001). Crucially, individual resilience also maintains a direct path to
Affective Commitment (B = 0.26, p < 0.01), confirming that resilient employees maintain higher emotional
attachment even under severe macroeconomic stress (Peterson et al., 2023; Shin & Hur, 2024).

Conversely, economic crisis perceptions directly heighten stress and job insecurity (B = -0.32, p < 0.001).
However, organizational support mechanisms effectively offset this negative path, transforming potential
continuance commitment (staying purely out of economic necessity) into affective and normative dedication (Islam
et al., 2022; Nguyen & Luu, 2025).

Figure 4: Multi-Level Structural Framework for Fostering Employee Resilience and Commitment

MACRO / ORGANIZATIONAL LEVEL

Transparent Crisis Communication * Equitable Work-Life Policies * Job Security Reassurance * Strategic Alignment
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Figure 4. Multi-Level Structural Framework for Fostering Employee Resilience and Commitment During
Economic Volatility

To translate these empirical findings into actionable management practice, Figure 4 articulates a multi-level
structural alignment framework. At the Macro/Organizational Level, leadership must establish transparent crisis
communication, equitable work-life policies, and job security reassurances (Akingbola & van der Heijden, 2023).
At the Meso/Leadership Level, managers must demonstrate compassionate leadership, cultivate psychological
safety, and encourage peer support networks (Eliyana et al., 2024; Islam et al., 2022). At the Micro/Individual Level,
organizations should invest in PsyCap training programs, adaptive coping workshops, and continuous upskilling
(Robertson et al., 2022; Wang & Xu, 2026). Aligning these three structural levels maximizes affective and normative
commitment while minimizing voluntary turnover during economic turbulence.

CONCLUSION

This critical review demonstrates that employee resilience is not merely an individual coping trait, but a
strategic organizational capability that vitalizes organizational commitment during periods of macroeconomic
uncertainty. Grounded in Psychological Capital Theory, Conservation of Resources Theory, and Social Exchange
Theory, the systematic synthesis of 16 benchmark studies (2021-2026) reveals that resilient workers maintain
significantly higher affective and normative commitment under economic stress, buffering organizations against
turnover and operational stagnation.

From a practical perspective, HR executives must shift from reactive crisis management to proactive
resilience building. Key managerial recommendations include: (1) institutionalizing continuous PsyCap
development and upskilling programs, (2) training line managers in compassionate and empowering crisis
leadership, (3) establishing transparent communication channels to reinforce perceived organizational support, and
(4) offering flexible work arrangements to protect employee mental well-being. Future research should prioritize
longitudinal panel designs and multi-country comparative studies to examine how cultural and institutional variations
influence the resilience-commitment link across prolonged economic crises.
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