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Abstract

:

Because of the COVID-19 pandemic, the world has experienced major technological and procedural changes that will continue in the post-pandemic age. For this reason, firms are expected to learn from such an unprecedented experience and ensure that the managerial and workforce practices in the post-pandemic period are directed toward rebuilding and reinventing the workplace. Within the scope of the research topic: “Diversity, Innovations, and Entrepreneurship in Post-crisis Periods”, this study accentuates the positive impact of human capital development programs in enhancing employee performance. Moreover, the roles of resilience, empowerment, and mimetic isomorphism are analyzed to better enable firms to learn from their past experience and develop practices that fit the agile environment. A questionnaire was administered targeting 370 employees in 12 SMEs in Lebanon. A conditional analysis was used to test the hypotheses through SPSS, PROCESS. The results of this study showed that the deployment of developmental programs is deemed indispensable for enhancing the performance of SME employees and helping them overcome the challenges posed by the pandemic through empowerment and resilience. This study can be useful for academics who might benefit from its theoretical implications and prospective directions for future analyses. Moreover, its results can also be helpful for practitioners, specifically managers of SMEs who are seeking to reinvent their workplace in a responsive way in the post-pandemic age.
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1. Introduction


Besides holding a significant role in enhancing social and economic progress, Small and Medium Enterprises (SMEs) also hold the role of actively setting up work opportunities. The Lebanese economy is highly dependent on SMEs, as they play a vital role in securing job opportunities and enhancing the economic cycle (AL-Shboul 2019). Nevertheless, several factors presented the sector with obstacles that resulted in the withholding of its necessary growth and development, including the Coronavirus (COVID-19) pandemic and its subsequent consequences for the workplace. Moreover, exterior problems emerged, causing further distress for the Lebanese economy, such as the political struggles in the region and the economic situation that the country is encountering. Therefore, nourishing SMEs and rebuilding them in the post-pandemic era can result in considerable improvements economically, politically, and socially.



The emergence of the pandemic has caused radical changes in the operational procedures of businesses all across the world (Burn et al. 2022). Employees who used to ordinarily and systematically accomplish their work tasks within the physical frontiers of their organization were required to promptly adhere to unusual, unstructured, non-routine, and remote work processes. Organizations in general were supposed to swiftly handle the major interruptions and far-reaching changes at the levels of both work and social settings by traversing across an unusual era followed by procedural, biological, social, and technical changes that persist in the post-pandemic age. Although there are several advantages associated with teleworking and the numerous work flexibility options pursued by firms to boost organizational productivity (Zheng et al. 2015), the changes in work practices induced by the pandemic have created several problems that firms are expected to tackle and learn from in the post-pandemic age to avoid any similar pitfalls in the future (Cui and Li 2021; Burn et al. 2022; Orfei et al. 2022; Scherman et al. 2023). Moreover, although teleworking and the various pandemic-caused work options gave organizations the possibility to carry on work practices during the acute phases of the pandemic, these new approaches were not accessible to organizations in general (Brussevich et al. 2020; Eaddy 2021; Xiao and Su 2022) and to the majority of the SMEs in Lebanon in particular, which were neither technically nor instructively ready to adopt new technologically driven work approaches (Zakhem et al. 2022).



Accordingly, as firms have experienced major technological and procedural changes that will continue in the post-pandemic age (Fenwick et al. 2021; Kramer and Kramer 2020), they are expected to learn from this unprecedented experience and ensure that the managerial and workforce practices in the post-pandemic period are directed toward rebuilding and reinventing the workplace to ensure responsiveness, agility, and flexibility (Freze et al. 2023; Prayag 2023).



Consequently, fine-tuning organizational operating procedures and institutional arrangements based on the pandemic experience has become a fundamental part of organizational tasks to diminish the interruptions generated by telework, make firms thoroughly equipped to meet future impulsive changes, and ensure the smooth flow of organizational operations (Carillo et al. 2021). That is to say that firms are supposed to equip their employees with the indispensable tools, material, knowledge, skills, and power to aid them in becoming accustomed to the “new normal” and getting ready to quickly cope with any potential variation that might occur at the level of socio-organizational practices in the future, especially in light of the high level of uncertainty present in the economic, health, political, and social environments worldwide. It is critical for organizations to take a proactive approach in this sense because the reformulation of policies and the development of knowledge during the time of crisis can be tough and extremely challenging tasks (Johnson et al. 2022), where training and education can purposefully play a key role (Zancajo et al. 2022).



More specifically, the consequences of the functional procedures and changes adopted by firms during the pandemic are still not completely clear and firms might encounter similar organizational uncertainties in the upcoming periods. Thus, essential questions arise: Are firms that adopted developmental programs prior to and during the pandemic premiers in adapting to change? Do employees’ adaptability and the firm’s level of task delegation play a role in shaping the relationship between the administration of developmental programs and the performance of employees? Is the tendency of firms to incorporate developmental programs, delegate tasks, and formulate a resilient culture affected by what their competitors do during critical and unusual times?



This research aims to understand the setting that would best help firms become quickly adaptive to the volatile environment and maintain their performance, taking the pandemic and post-pandemic age as a benchmark. More specifically, the current research features prominent research gaps acknowledged by scholars, first, by examining the relationship between human capital development programs and employee performance (Mikołajczyk 2022) within the context of SMEs in Lebanon, seeking to prove that the implementation of training and development programs by firms prior to and during the pandemic has helped employees extend their potential and minimize the impact of external factors on their productivity. Second, the said relationship will be analyzed through the mediation effects of employee resilience and employee empowerment (Blaique et al. 2022), assuming that the more adaptability and autonomy employees have had, the better their ability has been in deploying developmental programs and accordingly boosting their performance. In other words, we seek to prove that developing the competencies of the existing workforce is more lucrative than recruiting new employees, particularly during doubtful times. When organizations heavily capitalize on the strengths of their staff, the latter will feel more empowered and will have a high inclination toward accepting change and maximizing their potential. Furthermore, the current model tests the moderating impact of mimetic isomorphism (Klymenko and Lillebrygfjeld Halse 2022), assuming that the incorporation of developmental programs, the delegation of tasks, and the formulation of a resilient culture by firms are influenced by their tendency to adopt practices followed by competing and successful firms, especially during unusual times.



This paper aims to contribute to the literature through establishment of a solid theoretical model and to managers through the provision of implications that can be used in the post-pandemic age as a means of conducting business in the face of the unexpected changes that the workplace might encounter from now onward. Hence, this research paper encompasses five subsequent sections: literature review, methodology, analysis, results, and implications and conclusions that will help academics by contributing to the expansion of existing knowledge and practitioners by applying the current findings to the work setting.




2. Theoretical Foundation and Emergence of Hypotheses


2.1. Human Capital Development Programs (HCDPs) and Employee Performance (EP)


Training is considered a systematic approach that is used by firms to capacitate employees and enhance their skill set (Arthur et al. 2003; Salas and Cannon-Bowers 2001), improve their performance (Hill and Lent 2006; Aguinis and Kraiger 2009), and accordingly increase corporate performance. Human capital entails the human apprehension of skills, abilities, knowledge, and qualifications, whereas human capital development involves enhancing these skills and competencies to institute personal, social, and economic growth and welfare (Savrul et al. 2014). For this reason, the HCDP is the heart of successful business operations in all firms regardless of the industry in which they operate (Bendickson and Chandler 2019).



Developmental programs are becoming fundamental strategic decisions in light of automation, industrialization, and the changing work environments (Sima et al. 2020; Costa et al. 2023). In this sense, Vu and Nguyen (2022) accentuated that equipping employees with the awareness and knowledge is a necessity to navigate through the pre-crisis, during-crisis, and post-crisis stages. More specifically, Susanty et al. (2022) reported that it is important for highly vulnerable SMEs to pursue contingency plans to cope with the rapidly changing environment in response to COVID-19 through informative communication. Eventually, improvement attempts made by firms are directed toward one sacred goal, which is enhancing the performance of the firm (Ployhart et al. 2014; Bendickson and Chandler 2019; Javed et al. 2023). However, COVID-19 has significantly affected employee performance in SMEs, and the degree of influence is greatly determined by the SMEs’ absorptive capacity that is shaped by employees’ learning propensity and their ability to apply what they have learned (Khaliq et al. 2022). Moreover, Kwiotkowska and Gębczyńska (2022) found that job characteristics in the post-pandemic period are crucial for determining the level of satisfaction and job success.



In this regard, the foundation of this research is defended by the human capital theory. This theory proclaims that economic benefits are generated through solid investments in people whose presence in the firm is to be viewed as an asset, not as a liability (Sweetland 1996). That is to say that this theory is intended to justify that the implementation of human capital development programs can basically enhance employee performance by serving as a means for investing in employees through formal and informal education, training, development, coaching, guidance, and so forth. Hence, capitalizing on the skills, knowledge, and abilities of employees can have a positive influence on their performance. This is mainly due to the fact that employees’ levels of productivity can be significantly improved through well-defined, continuous, and systematic developmental programs.



Studies within the field of strategic management consider performance as the most prominent and valuable dimension of organizational success. Progressively, rebuilding organizational operating procedures to cope with the post-pandemic age has become a fundamental goal for maintaining sustainable organizational goals (Wang and Huang 2021; Wenzel et al. 2020). In the context of the current study, HCD programs are assumed to be of significance in terms of predicting the performance level of employees (Dachner et al. 2021; Gambardella et al. 2015), particularly in the case of the SMEs of Lebanon in light of the uncertainty generated by the pandemic. Hence, the following hypothesis emerged:



Hypothesis 1.

HCDPs have a significant impact on employee performance.






2.2. Mediating Role of Employee Resilience (ER)


Employee resilience and its role in shaping the performances of individuals and firms are becoming highly critical for ensuring organizational sustainability (Ollier-Malaterre 2010; Cooper et al. 2014; Prieto and Talukder 2023). Resilience is defined as the individual’s propensity to attune in an effective manner when faced with acute and intense hardships (Malik and Garg 2020; Oparah et al. 2021), while creating a route toward stability (Bonanno 2004). However, the literature still lacks sufficient empirical evidence in terms of the effects of resilience on employee performance during the critical times of the pandemic (Gröschke et al. 2022). On an international scale, organizations are clearly demonstrating a radical change toward adopting a compensation system that is merit-based, which reflects a substantial transition resulting in employees bearing the responsibility for competitiveness and success, instead of the firm itself (Zhao et al. 2012). This necessitates that employees exhibit or pursue a prominent level of resilience in addition to acquiring job-related skills, knowledge, and abilities (Wang et al. 2014). Ensuring a strong fit between employees and their job tasks in addition to having a sense of compliance and engagement are essential for attaining a firm’s goals (Cooke et al. 2019), especially at the level of SMEs in the post-pandemic age (Zutshi et al. 2021). Good job performance can result in motivating employees and providing them with a sense of achievement and triumph, which in turn encourages them to exert higher levels of effort in a non-compulsory manner (Bonias et al. 2010).



Developing a culture that fosters resilience helps in confronting the challenges and defeats that organizations face during the course of their operations (Jenkins et al. 2014; Liu et al. 2023). More specifically, resilience is deemed a useful tool to overcome the frustrations faced by SMEs during the pandemic (Agarwal et al. 2023). For instance, Moore et al. (2022) found that the modern workplace and the post-pandemic recovery necessitate the ability of employees to cope with the emerging technological actors more readily and easily.



The notion of resilience and the associated studies concerned with organizational difficulties are entrenched in the field of positive psychology (Luthans 2002; Luthans et al. 2010; Nieuwborg et al. 2023). Fredrickson (2001) asserted that positive thoughts and their derived aspects, such as resilience, may be activated when an individual experiences authentic engagement or liberty when practicing the job. On a similar note, Ang et al. (2022) determined that digital training and flexible training programs help individuals build resilience by exercising higher levels of authenticity. This was also asserted by Galanti et al. (2023) and Ngoc Su et al. (2021), who proclaimed that resilience is enhanced through solid human resource management practices such as clear training plans and goal-oriented training and development programs. Likewise, Zeng et al. (2023) confirmed that capital development in general and psychological capital development in particular essentially help in building an employee composition that is highly resilient and adaptive.



Positive psychological resources are applauded as a main source of prosperity (Higgs and Dulewicz 2014; Cooper et al. 2014) and serve as a mediator in the relation between managerial supervision and employees’ productive behavior (Gupta and Singh 2014). Accordingly, positive psychology supports our theoretical foundation that human capital development policies may possibly foster employee resilience (Mubarik et al. 2022), thus permitting the firm to elevate its performance (Bardoel et al. 2014). Hence, the review conducted on employee resilience led to the emergence of the following hypothesis:



Hypothesis 2.

Employee resilience mediates the relationship between HCDPs and employee performance.






2.3. Mediating Role of Employee Empowerment (EE)


Firms are experiencing a growing need to provide creative and original ideas and to model innovation throughout their business dealings in order to gain a competitive advantage (Ferreira et al. 2020) and to ensure business success in the modern and unstable environment (Darvishmotevali et al. 2020; Tang et al. 2020). A look at the literature conveys that there are two approaches used to describe empowerment: a structural perspective and a psychological perspective. From a structural standpoint, empowerment is denoted as the diverse procedures of a firm and the respective guidelines in place, which result in managers sharing some of the power they possess with the workers and thus providing the latter with a sense of commitment and independence (Wallace et al. 2011). From a psychological standpoint, empowerment is denoted as a psychological genre that is associated with “increased intrinsic task motivation” derived from a worker’s feeling of autonomy, value, influence, and capacity (Bartunek and Spreitzer 2006; Wallace et al. 2011). Thomas and Velthouse (1990) described empowerment as an amplified sense of genuine determination to accomplish what is required or a personal sense of responsibility toward the job, which can be observed using four testing tools: significance, abilities, self-determination, and worthiness or meaning obtained from the job. As the worker looks at these tools and acknowledges them positively in connection to the job, they will experience an amplified sense of determination and eventually feel empowered. The firm’s productivity can be described as “the extent to which firms accomplish their business goals” (Beltrán 2020). Studies have shown that employees who are becoming empowered structurally or psychologically are more devoted to their jobs and thus found to be highly productive (Bonias et al. 2010; Baird et al. 2020; Ochoa Pacheco et al. 2023). Empowering workers may reflect positively on productivity, especially when empowerment is constructed of procedures oriented toward passing on general or job-relevant knowledge, or when empowerment is based on granting employees a sense of power and freedom in accomplishing their work tasks (Bonias et al. 2010). Within the context of this study, employee empowerment is deemed critical for ensuring that employees acquire and effectively utilize the necessary job-related knowledge and skills at the level of SMEs (Çakar and Ertürk 2010), particularly in the pandemic and post-pandemic age where the ability of employees to cope rapidly with the contextual and environmental changes taking place is considered highly important (Alarifi and Adam 2023). For instance, Hadjielias et al. (2022) argued that knowledge co-production enhances and harmonizes the decision-making process in small businesses and makes employee actions more efficient in the COVID-19 age.



In this regard, the broaden-and-build theory (Fredrickson 2001) can be of aid as it states that positive emotions are a great contributor to how employees cope with workplace elements they are subjected to and utilize different resources. Furthermore, we assume that employees who receive attention from their firms through various developmental programs such as coaching, training, and orientation are more likely to perform better. This is based on the social exchange theory in terms of reciprocation (Blau 2017), which assumes that when benefits exceed costs, the social interaction will be sustained (Gould-Williams and Davies 2005). More specifically, that is to say that when employees realize that the benefits resulting from such trainings and developmental programs outweigh the costs in terms of time and effort they are expected to exert, they will most likely choose to continue with this social interaction and achieve fruitful results. Therefore, the broaden-and-build theory supports the notion of this research regarding empowering employees and its effect on their performance through an enhanced workplace environment, while the social exchange theory provides a basis for employees to reciprocate to their firms as they perceive the benefits received from their organization (e.g., empowerment, resilience, developmental programs), which can benefit them both individually and professionally.



Hence, empowered workers tend to be more adapting when faced with abrupt obstacles. They also tend to be better at enhancing their connections with stakeholders and to use their time more efficiently (Baird et al. 2020). Empowerment can also improve the technical information and abilities that workers gain in the form of groups, allowing them to conduct their job more productively (Ramovš et al. 2019). It is then assumed that the existence of employee empowerment can lead to higher levels of trust toward managers and/or leaders, which subsequently enhances performance levels (Baird et al. 2020), especially at the level of micro, small, and medium enterprises where the performance of every single organizational member is highly important in shaping the overall performance of the business (Sulistyono et al. 2022). Thus, the current research assumes that there is a mediating effect of employee empowerment so that when employees are acquainted with the needed knowledge, coaching, and development, their sense of empowerment and autonomy will increase and thus will improve their job-related performance.



Hypothesis 3.

Employee empowerment mediates the linkage between HCDPs and employee performance.






2.4. Moderating Role of Mimetic Isomorphism (MI)


As an organizational practice, mimetic isomorphism is defined as the act through which a firm conforms by imitating the practices of another firm, especially when the goals of the former are unclear (Haveman 1993). This complies with the study by DiMaggio and Powell (2012), who outlined three kinds of isomorphism: coercive, normative, and mimetic. In this sense, mimetic isomorphism entails that firms tend to copy other prosperous firms when confronted with doubtfulness and obscurity. That is to say that mimetic isomorphism takes place when firms try to manage that obscurity by following the lead of other prosperous firms and copying their actions. The influence of mimetic isomorphism is recognized as a crucial part when it comes to the firm and the way it performs (e.g., Abrahamson and Rosenkopf 1993; Gao 2010; Canello 2022). Considering that settling certain fluctuations and conflicts includes significant studying and observation expenses, firms can benchmark identical prospering firms. In this respect, mimetic isomorphism can be a constructive fix for organizational problems (Canello 2022).



A study conducted by Amor-Esteban et al. (2018) showed that mimetic forces are to be taken into consideration as influential elements that can lead the firm toward sustainable development and successful performance. This variable has been shown to have positive effects on performance with regard to innovation, processes, technology, diffusion, and can encourage the firm toward further development (e.g., Hausman 2005; Yang and Nowell 2021). In addition, Ettorchi-Tardy et al. (2012) asserted that benchmarking organizational acts and following the initiatives of successful firms are core steps in applying best practices. In this regard, we argue that the practices to be followed by the imitating firms can include successful coaching, training, and developmental programs encompassing health and/or job-related content. In addition, Larkin et al. (2015) reported that the best practices related to organizational resilience can also be learned through benchmarking. Similarly, Sweis et al. (2013) highlighted that benchmarking strongly shapes employee empowerment decisions. Such benchmarking run-throughs become more important during critical times, such as during pandemic periods (Krammer 2022). Likewise, Klymenko and Lillebrygfjeld Halse (2022) stated that the mimetic practices of successful industry actors help organizations implement sustainable strategies in the post COVID-19 period.



Based on the aforementioned evidence, we argue that when SMEs adopt the training pillars of other firms, especially during uncertain times such as COVID-19, this will help them implement ideal developmental practices and aid their employees in enhancing their decision abilities and accepting change more certainly. Hence, mimetic isomorphism can be regarded as a predictor of positive outcomes as it allows the firm to follow a reputable or solid framework during uncertainty, which can subsequently help employees to perform better, as the benchmarked systems have already shown. Thus, the current research assumes that mimetic isomorphism can act as a moderator (buffer) in terms of aiding the firm in fostering better employee performance.



Hypothesis 4.

Mimetic isomorphism acts as a moderator for the linkage between HCDPs and employee resilience and empowerment.







3. Research Methods


This research adopted a quantitative measure in which a self-administered questionnaire was implemented for the purpose of proving the hypotheses of the study in hand. As previously mentioned, the model and the consequent assumptions were derived from prominent gaps within the realm of literature, and scales are clearly developed and illustrated in the upcoming sections.



The questionnaire addressed employees working for SMEs in Beirut, Lebanon. The bases of selection and data collection were the SMEs that were subject to procedural and technical problems during COVID-19 and were also making attempts to improve their organizational practices amid the pandemic. The researchers deployed contacts with managers of the targeted SMEs and established a basic understanding of the existence of HCDP measures during the COVID-19 period. Relevant permissions were granted for conducting the questionnaire. In addition, various online meetings were held with the managers and owners to ensure compliance with ethics as well as access to employees in a convenient time to avoid clashes with their imminent tasks.



3.1. Sampling Procedure


The current study took samples from the SMEs located in Beirut through a convenience sampling method. Employees were selected based on their availability according to the time that fit their schedules, and firms were selected based on their size. A total of 550 employees were occupied in these firms, and questionnaires were sent to 450, with an 82% response rate (370), providing a satisfactory threshold. However, the total population of employees in SMEs in Lebanon was estimated at over 20,000. These employees were included from a total of 12 enterprises.



As the research entailed a deductive and quantitative approach, the measurement was designed based on the Likert 5-point scale. The scores were assigned as follows: 5 = strongly agree, 4 = agree, 3 = neutral, 2 = disagree, and 1 = strongly disagree. The data collection process began after conducting a pilot test for assuring the validity and understandability of indicators. The final data collection process was conducted over a period of 1 month between September and October 2022. In this sense, the respondents were informed of the purpose of the research as well as data confidentiality. The questionnaire did not consist of personal data (e.g., religion, income, and the like), and was administered anonymously to further encourage truthful answers. Furthermore, owners, managers, and relevant authorities within each SME were contacted and necessary permissions were obtained.




3.2. Measurements


The original survey was translated from English to Arabic and then translated back to English by a second translator to ensure that no discrepancies took place (Perrewé et al. 2002). Selection criteria were established within the format of the convenience sampling method. This increased the willingness of participants as well as the accessibility. In addition, the questionnaire was designed based on the most recent and relevant measurement scales existing in the literature. The survey was composed of six sections, where the first section entailed demographic questions (gender, educational level, and age) and the remaining five sections covered the five main constructs of the study, respectively. In this sense, MI was extracted from the work of Daddi et al. (2016), while EE was measured through the scales derived from the work of Matthews et al. (2003). Additionally, ER was measured based on the work of Näswall et al. (2015), and EP was merged with the scales proposed by Koopmans et al. (2013). Finally, the HCDP was measured through the scale developed by Lai Wan (2007).




3.3. Data Analysis


The proposed model of this research was analyzed through various statistical means via SPSS version 23, PROCESS macro (Hayes 2012, 2017) for SPSS, and interaction plots. Hierarchical regressions were used to show the moderating effect of the buffer variable, while multiple mediation analysis was used for testing the effect of mediators. Variables are shown based on their codes (e.g., ER = employee resilience). Factor loadings, AVE, CR, reliability, and demographic statistics were also conducted to report profiles of respondents as well as to exhibit the validity and reliability of parameters and indicators involved in the current theoretical model. These methods were recommended by Hayes (2017) with regards to the current model. Regressions were a tool for analyzing the effects and impacts within the human resource management realm that had implications for human resource practices in general (Pera 2019; Fernandez 2019) and post COVID-19 practices in particular to create a new agile work environment that is responsive to change (Dirani et al. 2020; McGuire et al. 2021; Zancajo et al. 2022):



The model (Figure 1) was derived from the mathematical equation modeling that is presented below:


M1 = IM1 +a1X + a2W + a3XW + EM1












M2 = IM2 + dX + a4W + a5XW + EM2












Y = IY + CX + bM1 + eM2 + EY








where M1 is Employee Resilience; X is the HCDP; a1 is the HCDP to M1; W is mimetic isomorphism; a2 is W to M1; a3 is the link between XW and M1; I is the intercept; E is estimated error; M2 is employee empowerment; Y is employee performance; a4 is the link between W and M2; a5 is XW to M2; d is X to M2; e is M2 to Y; b is M1 to Y; and C is the direct effect of X on Y.





4. Analysis


To draw the interaction plot of moderation effect, the mean and standard deviation of the independent variable and moderator were used (see Table 1). Variable data (Table 2) reflected the main characteristics of the sample in terms of gender, educational level, and age, and the correlation coefficient matrix (Table 3) showed a positive correlation between the main variables, which provided an acceptable foundation to proceed with further analyses. Furthermore, anonymity and confidentiality were ensured and measures of different constructs in the questionnaire were separated for the purpose of mitigating the potential effects of the common method variance (CMV) in the analyses of results. In addition, the common method bias was tested where the total variance extracted by each factor did not exceed 50% (all were below 30%), and since data were collected from a single source, the common method bias was tested through Harman’s single-factor test (Podsakoff et al. 2003). The first factor accounted for 13.9% of total variance, thus showing that the survey did not suffer from a common method bias.



Table 4 shows a satisfactory statistical significance in terms of validity (all AVE values were above 0.5), reliability (all CR values were above 0.8 and all Cronbach’s alpha values were above 0.7), and the loadings of parameters and indicators that were selected for current theoretical model (Hair et al. 2010). Thus, analyses were conducted to test the hypotheses of the current research.




5. Results


Table 5 shows that the mediation effect took place, as the inclusion of mediating variables led to EP and HCDP being insignificant (p = 0.604), which reflected a full mediation effect posed by both mediators involved in the model, as the direct effect was no longer significant. Indirect effects of both mediators can be seen in Table 5 as the values of p and R2 implied the occurrence of a full mediation. More specifically, the p value of the relationship between the independent variable (HCDP) and the dependent variable (EP) was 0.604, which indicated an insignificant relationship. On the contrary, the p values of HCDP-ER (0.031), HCDP-EE (0.032), ER-EP (0.000), and EE-EP (0.000) were all below 0.05, thus indicating a significant relationship, which implied that the linkage between human capital development programs and employee performance was fully mediated by employee empowerment and employee resilience. The aforementioned results support Hypotheses 2 and 3, while rejecting Hypothesis 1. However, it is crucial to highlight the influence of the moderating variable (MI) that strengthened both mediators and their linkage with HCDP.



Table 6 and Table 7 alongside Figure 2 and Figure 3 exhibit the moderation effect, while providing support for the moderation hypothesis with reference to Hayes’ Process Macro (Hayes 2015). The moderation effect can be interpreted as the R-square was 0.543 for ER and 0.535 for EE with a confidence interval of 0.001, thus providing support for Hypothesis 4. This is further illustrated in the interaction plots below.



Furthermore, interaction of the moderating variable (MI) exhibited significance in terms of p-value and t-value as well as exhibition of a satisfactory R-square, which implies that MI moderates the relationship between HCDP and both mediators included in the model, namely, employee resilience and employee empowerment.



Accordingly, the interaction plot using standard deviation and means of variables clearly shows the moderating impact of MI on the relationship between HCDP and the mediator variables. More specifically, Figure 2 and Figure 3 represent the interaction effect in a plot, where mimetic isomorphism enhanced the positive linkages between human capital development programs and employee empowerment and employee resilience, respectively, even on lower levels (i.e., the lower line in each figure is also ascending but with a smaller slope). That is to say that mimetic isomorphism buffered the relationship between human capital development programs and the two mediators (employee empowerment and employee resilience) by making such a relationship a stronger one. This further supports the fourth hypothesis of the current research. It is also noteworthy to mention that the moderation effect showed more significance for resilience when compared to empowerment, reflecting its vitality and importance, which were relatively higher than empowerment.




6. Implications and Conclusions


Based on the findings of the current analyses, it can be seen that the mediating effects of ER and EE cannot be ignored, as our results showed that the inclusion of these factors imposed a full mediation effect (i.e., Table 5 shows no direct relationship between HCDP and EP, where the p value was above 0.05). Furthermore, in terms of moderation, our results showed that MI even in low levels can protect the organization from having low resilience and/or empowerment if the HCDP level is low. This is while higher levels of MI can lead to relatively higher degrees of performance for employees, which is the desire of every firm, especially SMEs, as the existence of MI leads to higher degrees of resilience and empowerment (Figure 2 and Figure 3). We argue that through mimetic isomorphism, employees perceive a higher sense of legitimacy in terms of the organization’s management during uncertain times such as COVID-19, which further allows them to experience positive outcomes such as feelings of empowerment and resilience. In turn, this leads to increased levels of performance. Accordingly, Hypotheses 2, 3, and 4 of the study are supported, whereas Hypothesis 1 is rejected, indicating that employee empowerment and employee resilience assume a full mediation effect on the relationship between human capital development programs and employee performance. This implies both theoretical and practical settings, which reflects the moderating effect of MI on both the resilience and empowerment of employees. Managers should take this into consideration in their firms so that their staff can perceive legitimacy and the intention to grow toward international standards on a higher level, especially during uncertain times, including the post-pandemic period. Managers can benefit from this finding by taking note of this effect in the future to reconstruct their workforce in a responsive way in the post-pandemic age.



Additionally, resilience was found to be more significant than empowerment, from which it can be deduced that employees with higher levels of resilience tend to perceive a certain degree of empowerment, which can be enhanced through other means within the company. Therefore, the current results showed that while both mediators are to be included for full mediation, resilience is more significant. These results showed that for SMEs, and particularly those functioning in Lebanon in the pandemic and post-pandemic period, it is crucial to take the resilience and empowerment of employees into account if they are to improve their performance level and make their workplace a sustainable and agile one. Mimetic isomorphism can also play a vital role in maintaining high performance, even if HCDPs or other elements are relatively low. Enhancing the impact of MI is significant, and thus, it is to be noted by the managers and business owners of Lebanon. These results are consistent with the findings in the extant literature (e.g., Amor-Esteban et al. 2018; Cooke et al. 2019; Pera 2019). This finding contributes to the current understanding of how SMEs can enhance their performance in the post COVID-19 era and thus gain competitive advantage in their markets. Managers can focus on these factors in their firms to ensure improvement in the performance of their staff. Particularly for the Lebanese workforce, as current research implies the importance of both empowerment and resilience for employees, managers can retain their skilled workforce and enhance their employee performance by enabling the optimum performance of staff through proactive human capital development programs including education, person-focused pay plans, technical training, problem-solving pillars, health and job-related awareness sessions, etc.



Benchmarking strategies adopted by successful firms in the post-pandemic age can also lead to increased legitimacy, which further yields positive perceptions and initiatives for employees. These findings add to the literature in terms of HCDP research and performance attributes within small and medium enterprises while expanding the limits of the literature by examining Lebanese cases. Additionally, the empirical evidence and modern analytical tools used in this research were designed to aid the extant literature of the subject. Employees who are empowered in their tasks and operate in a culture that fosters resilience are more likely to perform better and easily cope with the rapid changes resulting from the COVID-19 pandemic. In the case of Lebanese SMEs, it is important that managers provide an atmosphere of learning and development, where staff members feel motivated, encouraged, and empowered. This is to be combined with a culture that appreciates resilience, so employees will be able to handle challenging situations resulting from the pandemic more smoothly. It is also to be noted that if managers and owners of SMEs in Lebanon benchmark other strategies (e.g., training programs, healthcare programs, orientation sessions, coaching, and other practices pursued by successful firms rebuilding their structure in the post-pandemic period) and implement tested and sound mechanisms within their firms, their employees will more likely exhibit higher levels of performance and be ready to confront any uncertain event in the future. Thus, it is imperative for SMEs in Lebanon to enhance their functions with modern models of business conduct that incorporate proactive approaches to training, development, coaching, empowerment, and resilience. Through advanced practices, SMEs can further reshape their structure in the post-pandemic period and contribute to the economy of the country during the crisis. These results agree with recent existing literature, which contends that firms’ new HR practices are supposed to be tailored in a way that makes the work environment more flexible and agile to respond to change (Dirani et al. 2020; Chen 2021; McGuire et al. 2021; Zancajo et al. 2022; Kohnová and Salajová 2023).



In short, it can be concluded that SME managers can rebuild their structures in the post COVID-19 age by following systematic human capital development programs, including formal and informal training, quality education, healthcare programs, coaching, development campaigns, awareness sessions, etc. These programs can be derived from other programs implemented by successful firms that took a proactive approach to reinventing their workplaces and making them highly responsive to the uncertain environment resulting from the pandemic. Moreover, SMEs are advised to develop a culture that fosters empowerment and resilience to help employees easily cope with change and absorb developmental programs more quickly. These practices will help firms in general and SMEs in particular to enhance the performance of their employees and create a structure that is equipped with the necessary tools, arrangements, practices, and knowledge needed to respond effortlessly to the dynamic work environment. Finally, governments are encouraged to mandate that SMEs establish developmental programs to empower employees and enhance their resilience in the uncertain post-pandemic age. By legislating and monitoring these initiatives, governments can foster employee empowerment, improve performance, and contribute to the SMEs’ overall adaptability to uncertainty.




7. Limitations and Recommendations


The current research is limited in terms of sample scale as the number of available SMEs in Beirut is limited. Thus, a relatively bigger sample can be an adequate way to assess the factors included in the current model. This will increase the generalizability of the current findings. Furthermore, the current model can be tested based on goodness-of-fit and other more complicated statistical means (i.e., PLS-SEM). Similar models can also be examined in the region to see the differences among nations in the MENA region (Middle East and North Africa), especially because the majority of Arab nations were not familiar with telecommuting practices prior to the COVID-19 pandemic. Furthermore, the current study was limited in terms of data collection as it was conducted in a single stage. Future studies may conduct the data collection in two or more stages to increase the reliability and validity of the answers. In addition, factors such as supervisor support, digitization of work practices, and minimization of organizational layers can be tested to further develop the theoretical model of this study as a means of rebuilding the workplace as a dynamic work environment. Future studies may also follow a qualitative approach and conduct interviews to gain more in-depth insight into the challenges that would hamper the implementation of human capital development programs at the level of SMEs. Finally, a longitudinal analysis of performance can be used to understand the effects of implied HCDPs within SMEs in the post-pandemic age.







Author Contributions


All authors contributed equally to this research work in terms of writing, collecting data, analyzing data, and proofreading the final output. All authors have read and agreed to the published version of the manuscript.




Funding


This research received no external funding.




Institutional Review Board Statement


The study was conducted in accordance with the standards set and approved by the Institutional Review Board at the Lebanese International University, Beirut, Lebanon.




Informed Consent Statement


Informed consent was obtained from all subjects involved in the study.




Data Availability Statement


Data supporting the findings of this research are available upon request from the corresponding author because of privacy/ethical restrictions, as the raw data consist of the names of the selected organizations.




Conflicts of Interest


The authors declare no conflict of interest.




References


	



Abrahamson, Eric, and Lori Rosenkopf. 1993. Institutional and competitive bandwagons: Using mathematical modeling as a tool to explore innovation diffusion. Academy of Management Review 18: 487–517. [Google Scholar] [CrossRef]

	



Agarwal, Vernika, K. Mathiyazhagan, Snigdha Malhotra, and Busayamas Pimpunchat. 2023. Building resilience for sustainability of MSMEs post COVID-19 outbreak: An Indian handicraft industry outlook. Socio-Economic Planning Sciences 85: 101443. [Google Scholar] [CrossRef]

	



Aguinis, Herman, and Kurt Kraiger. 2009. Benefits of training and development for individuals and teams, organizations, and society. Annual Review of Psychology 60: 451–74. [Google Scholar] [CrossRef] [PubMed]

	



Alarifi, Ghadah, and Nawal A. Adam. 2023. The Role of Participatory Leadership and Employee Innovative Behavior on SMEs’ Endurance. Sustainability 15: 2740. [Google Scholar] [CrossRef]

	



AL-Shboul, Moh’D. Anwer. 2019. Towards better understanding of determinants logistical factors in SMEs for cloud ERP adoption in developing economies. Business Process Management Journal 25: 887–907. [Google Scholar] [CrossRef]

	



Amor-Esteban, Víctor, Ma P. Galindo-Villardón, and Isabel-María García-Sánchez. 2018. Industry mimetic isomorphism and sustainable development based on the X-STATIS and HJ-biplot methods. Environmental Science and Pollution Research 25: 26192–208. [Google Scholar] [CrossRef]

	



Ang, Wei H. Darryl, Han S. J. Chew, Jie Dong, Huso Yi, Rathi Mahendren, and Ying Lau. 2022. Digital training for building resilience: Systematic review, meta-analysis, and meta-regression. Stress and Health 38: 848–69. [Google Scholar] [CrossRef]

	



Arthur, Winfred, Jr., Winston Bennett Jr., Pamela S. Edens, and Suzanne T. Bell. 2003. Effectiveness of training in organizations: A meta-analysis of design and evaluation features. Journal of Applied Psychology 88: 234. [Google Scholar] [CrossRef]

	



Baird, Kevin, Amy Tung, and Sophia Su. 2020. Employee empowerment, performance appraisal quality and performance. Journal of Management Control 31: 451–74. [Google Scholar] [CrossRef]

	



Bardoel, E. Anne, Trisha Michelle Pettit, Helen De Cieri, and Lindsay McMillan. 2014. Employee resilience: An emerging challenge for HRM. Asia Pacific Journal of Human Resources 52: 279–97. [Google Scholar] [CrossRef]

	



Bartunek, Jean M., and Gretchen M. Spreitzer. 2006. The interdisciplinary career of a popular construct used in management: Empowerment in the late 20th century. Journal of Management Inquiry 15: 255–73. [Google Scholar] [CrossRef]

	



Beltrán, Arlette. 2020. Informal sector competition and firm productivity. Applied Economics Letters 27: 1243–46. [Google Scholar] [CrossRef]

	



Bendickson, Joshua S., and Timothy D. Chandler. 2019. Operational performance: The mediator between human capital developmental programs and financial performance. Journal of Business Research 94: 162–71. [Google Scholar] [CrossRef]

	



Blaique, Lama, Hussein Nabil Ismail, and Hazem Aldabbas. 2022. Organizational learning, resilience and psychological empowerment as antecedents of work engagement during COVID-19. International Journal of Productivity and Performance Management 72: 1584–607. [Google Scholar] [CrossRef]

	



Blau, Peter. 2017. Exchange and Power in Social Life. London: Routledge. [Google Scholar]

	



Bonanno, George A. 2004. Loss, trauma, and human resilience: Have we underestimated the human capacity to thrive after extremely aversive events? American Psychologist 59: 20–28. [Google Scholar] [CrossRef]

	



Bonias, Dimitra, Timothy Bartram, Sandra G. Leggat, and Pauline Stanton. 2010. Does psychological empowerment mediate the relationship between high performance work systems and patient care quality in hospitals? Asia Pacific Journal of Human Resources 48: 319–37. [Google Scholar] [CrossRef]

	



Brussevich, Mariya, Ms Era Dabla-Norris, and Salma Khalid. 2020. Who Will Bear the Brunt of Lockdown Policies? Evidence from Tele-Workability Measures across Countries. Washington, DC: International Monetary Fund. [Google Scholar]

	



Burn, Emily, Giulia Tattarini, Iestyn Williams, Linda Lombi, and Nicola Kay Gale. 2022. Women’s Experience of Depressive Symptoms While Working From Home During the COVID-19 Pandemic: Evidence From an International Web Survey. Frontiers in Sociology 7: 763088. [Google Scholar] [CrossRef]

	



Çakar, Nigar Demircan, and Alper Ertürk. 2010. Comparing innovation capability of small and medium-sized enterprises: Examining the effects of organizational culture and empowerment. Journal of Small Business Management 48: 325–59. [Google Scholar] [CrossRef]

	



Canello, Jacopo. 2022. Mimetic isomorphism, offshore outsourcing and backshoring decisions among micro and small enterprises. Regional Studies 56: 719–36. [Google Scholar] [CrossRef]

	



Carillo, Kevin, Gaëlle Cachat-Rosset, Josianne Marsan, Tania Saba, and Alain Klarsfeld. 2021. Adjusting to epidemic-induced telework: Empirical insights from teleworkers in France. European Journal of Information Systems 30: 69–88. [Google Scholar] [CrossRef]

	



Chen, Zhisheng. 2021. Influence of working from home during the COVID-19 crisis and HR practitioner response. Frontiers in Psychology 12: 4177. [Google Scholar] [CrossRef] [PubMed]

	



Cooke, Fang Lee, Brian Cooper, Tim Bartram, Jue Wang, and Hexuan Mei. 2019. Mapping the relationships between high-performance work systems, employee resilience and engagement: A study of the banking industry in China. The International Journal of Human Resource Management 30: 1239–60. [Google Scholar]

	



Cooper, Cary L., Yipeng Liu, and Shlomo Y. Tarba. 2014. Resilience, HRM practices and impact on organizational performance and employee well-being: International Journal of Human Resource Management 2015 Special Issue. The International Journal of Human Resource Management 25: 2466–71. [Google Scholar] [CrossRef]

	



Costa, Joana, Mariana Pádua, and António Carrizo Moreira. 2023. Leadership Styles and Innovation Management: What Is the Role of Human Capital? Administrative Sciences 13: 47. [Google Scholar] [CrossRef]

	



Cui, Zilong, and Yuyin Li. 2021. The relationship between proactive behavior and work-family conflict: A moderated mediation model. Frontiers in Psychology 12: 657863. [Google Scholar] [CrossRef]

	



Dachner, Alison M., Jill E. Ellingson, Raymond A. Noe, and Brian M. Saxton. 2021. The future of employee development. Human Resource Management Review 31: 100732. [Google Scholar] [CrossRef]

	



Daddi, Tiberio, Francesco Testa, Marco Frey, and Fabio Iraldo. 2016. Exploring the link between institutional pressures and environmental management systems effectiveness: An empirical study. Journal of Environmental Management 183: 647–56. [Google Scholar] [CrossRef]

	



Darvishmotevali, Mahlagha, Levent Altinay, and Mehmet Ali Köseoglu. 2020. The link between environmental uncertainty, organizational agility, and organizational creativity in the hotel industry. International Journal of Hospitality Management 87: 102499. [Google Scholar] [CrossRef]

	



DiMaggio, Paul J., and Walter W. Powell. 2012. The iron cage revisited: Institutional isomorphism and collective rationality in organizational fields [1983]. Contemporary Sociological Theory 175: 147–60. [Google Scholar]

	



Dirani, Khalil M., Mehrangiz Abadi, Amin Alizadeh, Bhagyashree Barhate, Rosemary Capuchino Garza, Noeline Gunasekara, Ghassan Ibrahim, and Zachery Majzun. 2020. Leadership competencies and the essential role of human resource development in times of crisis: A response to COVID-19 pandemic. Human Resource Development International 23: 380–94. [Google Scholar] [CrossRef]

	



Eaddy, LaShonda L. 2021. Unearthing the facets of crisis history in crisis communication: A conceptual framework and introduction of the crisis history salience scale. International Journal of Business Communication. [Google Scholar] [CrossRef]

	



Ettorchi-Tardy, Amina, Marie Levif, and Philippe Michel. 2012. Benchmarking: A method for continuous quality improvement in health. Healthcare Policy 7: e101. [Google Scholar] [CrossRef] [PubMed]

	



Fenwick, Mark, Joseph A. McCahery, and Erik PM Vermeulen. 2021. Will the world ever be the same after COVID-19? Two lessons from the first global crisis of a digital age. European Business Organization Law Review 22: 125–45. [Google Scholar] [CrossRef]

	



Fernandez, Julie. 2019. The ball of wax we call HR analytics. Strategic HR Review 18: 21–25. [Google Scholar] [CrossRef]

	



Ferreira, Jorge, Arnaldo Coelho, and Luiz Moutinho. 2020. Dynamic capabilities, creativity and innovation capability and their impact on competitive advantage and firm performance: The moderating role of entrepreneurial orientation. Technovation 92: 102061. [Google Scholar] [CrossRef]

	



Fredrickson, Barbara L. 2001. The role of positive emotions in positive psychology: The broaden-and-build theory of positive emotions. American Psychologist 56: 218. [Google Scholar] [CrossRef] [PubMed]

	



Freze, Tatiana, Artem Korneev, Raisa Krayneva, Tatiana Oruch, Wadim Kandalov, and Wadim Strielkowski. 2023. Business Leadership and Corporate Social Responsibility in the Post-COVID Era. Economies 11: 98. [Google Scholar] [CrossRef]

	



Galanti, Teresa, Clara De Vincenzi, Ilaria Buonomo, and Paula Benevene. 2023. Digital Transformation: Inevitable Change or Sizable Opportunity? The Strategic Role of HR Management in Industry 4.0. Administrative Sciences 13: 30. [Google Scholar] [CrossRef]

	



Gambardella, Alfonso, Claudio Panico, and Giovanni Valentini. 2015. Strategic incentives to human capital. Strategic Management Journal 36: 37–52. [Google Scholar] [CrossRef]

	



Gao, Yongqiang. 2010. Mimetic isomorphism, market competition, perceived benefit and bribery of firms in transitional China. Australian Journal of Management 35: 203–22. [Google Scholar]

	



Gould-Williams, Julian, and Fiona Davies. 2005. Using social exchange theory to predict the effects of HRM practice on employee outcomes: An analysis of public sector workers. Public Management Review 7: 1–24. [Google Scholar] [CrossRef]

	



Gröschke, Daniela, Elisa Hofmann, Nadine D. Müller, and Judith Wolf. 2022. Individual and organizational resilience—Insights from healthcare providers in Germany during the COVID-19 pandemic. Frontiers in Psychology 13: 965380. [Google Scholar] [CrossRef] [PubMed]

	



Gupta, Vishal, and Shailendra Singh. 2014. Psychological Capital as a Mediator of the Relationship between Leadership and Creative Performance Behaviors: Empirical Evidence from the Indian R&D Sector. The International Journal of Human Resource Management 25: 1373–94. [Google Scholar]

	



Hadjielias, Elias, Michael Christofi, and Shlomo Tarba. 2022. Contextualizing small business resilience during the COVID-19 pandemic: Evidence from small business owner-managers. Small Business Economics 59: 1351–80. [Google Scholar] [CrossRef]

	



Hair, Joseph F., Rolph E. Anderson, Barry J. Babin, and Wiiliam C. Black. 2010. Multivariate Data Analysis: A Global Perspective. New York: Pearson Education. [Google Scholar]

	



Hausman, Angela. 2005. Innovativeness among small businesses: Theory and propositions for future research. Industrial Marketing Management 34: 773–82. [Google Scholar] [CrossRef]

	



Haveman, Heather A. 1993. Follow the leader: Mimetic isomorphism and entry into new markets. Administrative Science Quarterly 38: 593–627. [Google Scholar] [CrossRef]

	



Hayes, Andrew F. 2012. PROCESS: A Versatile Computational Tool for Observed Variable Mediation, Moderation, and Conditional Process Modeling [White Paper]. Available online: http://www.afhayes.com (accessed on 1 June 2023).

	



Hayes, Andrew F. 2015. An index and test of linear moderated mediation. Multivariate Behavioral Research 50: 1–22. [Google Scholar] [CrossRef]

	



Hayes, Andrew F. 2017. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach. New York: Guilford Publications. [Google Scholar]

	



Higgs, Malcolm, and Victor Dulewicz. 2014. Antecedents of Well-Being: A Study to Examine the Extent to Which Personality and Emotional Intelligence Contribute to Well-Being. The International Journal of Human Resource Management 25: 718–35. [Google Scholar] [CrossRef]

	



Hill, Clara E., and Robert W. Lent. 2006. A narrative and meta-analytic review of helping skills training: Time to revive a dormant area of inquiry. Psychotherapy: Theory, Research, Practice, Training 43: 154. [Google Scholar] [CrossRef]

	



Javed, Hafiz Ali, Naveed Ahmad Khan, Silke Michalk, Noor Ullah Khan, and Muhammad Kamran. 2023. High-Performance Work System and Innovation Capabilities: The Mediating Role of Intellectual Capital. Administrative Sciences 13: 23. [Google Scholar] [CrossRef]

	



Jenkins, Anna S., Johan Wiklund, and Ethel Brundin. 2014. Individual Responses to Firm Failure: Appraisals, Grief, and the Influence of Prior Failure Experience. Journal of Business Venturing 29: 17–33. [Google Scholar] [CrossRef]

	



Johnson, Gregory, Kasen Wally, Janna R. Willoughby, Ryan Williamson, Kathryn Corvey, Mina Becker, Thomas Moorman, and Kelly Dunning. 2022. Application of the Policy Regime Framework to understand COVID-19 policy response in the Southeast US: How RAPID research can provide lessons learned after a public health crisis. Frontiers in Sociology 7: 959553. [Google Scholar] [CrossRef] [PubMed]

	



Khaliq, Anum, Shunaid Ali, Ziyi Chen, Sehrish Kanwal, Farina Khan, Abdul Aziz Khan Niazi, and Leping Chen. 2022. Effects of the COVID-19 Pandemic on the Success of Traditional Small and Medium Enterprises (SMEs): An Investigation of the Footprints of Economic Crisis Attributable to COVID-19. Frontiers in Psychology 13: 924340. [Google Scholar] [CrossRef]

	



Klymenko, Olena, and Lise Lillebrygfjeld Halse. 2022. Sustainability practices during COVID-19: An institutional perspective. International Journal of Logistics Management 33: 1315–35. [Google Scholar] [CrossRef]

	



Kohnová, Lucia, and Nikola Salajová. 2023. Impact of Industry 4.0 on Companies: Value Chain Model Analysis. Administrative Sciences 13: 35. [Google Scholar] [CrossRef]

	



Koopmans, Linda, Claire Bernaards, Vincent Hildebrandt, Stef Van Buuren, Allard J. Van der Beek, and Henrica CW De Vet. 2013. Development of an individual work performance questionnaire. International Journal of Productivity and Performance Management 62: 6–28. [Google Scholar] [CrossRef]

	



Kramer, Amit, and Karen Z. Kramer. 2020. The potential impact of the COVID-19 pandemic on occupational status, work from home, and occupational mobility. Journal of Vocational Behavior 119: 103442. [Google Scholar] [CrossRef]

	



Krammer, Sorin M. 2022. Navigating the New Normal: Which firms have adapted better to the COVID-19 disruption? Technovation 110: 102368. [Google Scholar] [CrossRef]

	



Kwiotkowska, Anna, and Magdalena Gębczyńska. 2022. Job satisfaction and work characteristics combinations in Industry 4.0 environment—Insight from the Polish SMEs in the Post–Pandemic era. Sustainability 14: 12978. [Google Scholar] [CrossRef]

	



Lai Wan, Hooi. 2007. Human capital development policies: Enhancing employees’ satisfaction. Journal of European Industrial Training 31: 297–322. [Google Scholar] [CrossRef]

	



Larkin, Sabrina, Cate Fox-Lent, Daniel A. Eisenberg, Benjamin D. Trump, Sean Wallace, Colin Chadderton, and Igor Linkov. 2015. Benchmarking agency and organizational practices in resilience decision making. Environment Systems and Decisions 35: 185–95. [Google Scholar] [CrossRef]

	



Liu, Jiaguo, Yumeng Xi, and Junjin Wang. 2023. Resilience strategies for sustainable supply chains under budget constraints in the post COVID-19 era. Frontiers of Engineering Management 10: 143–57. [Google Scholar] [CrossRef]

	



Luthans, Fred. 2002. Positive organizational behavior: Developing and managing psychological strengths. Academy of Management Executive 16: 57–72. [Google Scholar] [CrossRef]

	



Luthans, Fred, James B. Avey, Bruce J. Avolio, and Suzanne J. Peterson. 2010. The development and resulting performance impact of positive psychological capital. Human Resource Development Quarterly 21: 41–67. [Google Scholar] [CrossRef]

	



Malik, Parul, and Pooja Garg. 2020. Learning organization and work engagement: The mediating role of employee resilience. The International Journal of Human Resource Management 31: 1071–94. [Google Scholar] [CrossRef]

	



Matthews, Russell A., Wendy Michelle Diaz, and Steven G. Cole. 2003. The organizational empowerment scale. Personnel Review 32: 297–318. [Google Scholar] [CrossRef]

	



McGuire, David, Marie-Line Germain, and Kae Reynolds. 2021. Reshaping HRD in light of the COVID-19 pandemic: An ethics of care approach. Advances in Developing Human Resources 23: 26–40. [Google Scholar] [CrossRef]

	



Mikołajczyk, Katarzyna. 2022. Changes in the approach to employee development in organisations as a result of the COVID-19 pandemic. European Journal of Training and Development 46: 544–62. [Google Scholar] [CrossRef]

	



Moore, Neil, Lisa Rowe, Peter Stokes, Jessica Lichy, Peter Rodgers, and Simon M. Smith. 2022. An examination of the dynamics of intergenerational tensions and technological change in the context of post-pandemic recovery. Production Planning & Control, 1–18. [Google Scholar] [CrossRef]

	



Mubarik, Muhammad Shujaat, Nick Bontis, Mobasher Mubarik, and Tarique Mahmood. 2022. Intellectual capital and supply chain resilience. Journal of Intellectual Capital 23: 713–38. [Google Scholar] [CrossRef]

	



Näswall, Katharina, Joana Kuntz, Morgana Hodliffe, and Sanna Malinen. 2015. Employee Resilience Scale (EmpRes) Measurement Properties. Christchurch: Resilient Organizations Research Programme, pp. 1–4. [Google Scholar]

	



Ngoc Su, Diep, Diep Luc Tra, Hanh My Thi Huynh, Hai Hong Thi Nguyen, and Barry O’Mahony. 2021. Enhancing resilience in the Covid-19 crisis: Lessons from human resource management practices in Vietnam. Current Issues in Tourism 24: 3189–205. [Google Scholar] [CrossRef]

	



Nieuwborg, Alexander, Suzanne Hiemstra-van Mastrigt, Marijke Melles, Jan Zekveld, and Sicco Santema. 2023. A Categorization of Resilience: A Scoping Review. Administrative Sciences 13: 95. [Google Scholar] [CrossRef]

	



Ochoa Pacheco, Paola, David Coello-Montecel, and Michelle Tello. 2023. Psychological Empowerment and Job Performance: Examining Serial Mediation Effects of Self-Efficacy and Affective Commitment. Administrative Sciences 13: 76. [Google Scholar] [CrossRef]

	



Ollier-Malaterre, Ariane. 2010. Contributions of work-life and resilience initiatives to the individual/organization relationship. Human Relations 63: 41–62. [Google Scholar] [CrossRef]

	



Oparah, Julia Chinyere, Jennifer E. James, Destany Barnett, Linda Marie Jones, Daphina Melbourne, Sayida Peprah, and Jessica A. Walker. 2021. Creativity, resilience and resistance: Black birthworkers’ responses to the COVID-19 pandemic. Frontiers in Sociology 6: 636029. [Google Scholar] [CrossRef]

	



Orfei, Maria Donata, Desirée Estela Porcari, Sonia D’Arcangelo, Francesca Maggi, Dario Russignaga, Nicola Lattanzi, Andrea Patricelli Malizia, and Emiliano Ricciardi. 2022. COVID-19 and stressful adjustment to work: A long-term prospective study about homeworking for bank employees in Italy. Frontiers in Psychology 13: 843095. [Google Scholar] [CrossRef]

	



Pera, Aurel. 2019. Towards effective workforce management: Hiring algorithms, big data-driven accountability systems, and organizational performance. Psychosociological Issues in Human Resource Management 7: 19–24. [Google Scholar]

	



Perrewé, Pamela L., Wayne A. Hochwarter, Ana Maria Rossi, Alan Wallace, Isabelle Maignan, Stephanie L. Castro, and David A. Ralston. 2002. Are work stress relationships universal? A nine-region examination of role stressors, general self-efficacy, and burnout. Journal of International Management 8: 163–87. [Google Scholar] [CrossRef]

	



Ployhart, Robert E., Anthony J. Nyberg, Greg Reilly, and Mark A. Maltarich. 2014. Human capital is dead; long live human capital resources. Journal of Management 40: 371–98. [Google Scholar] [CrossRef]

	



Podsakoff, Philip M., Scott B. MacKenzie, Jeong-Yeon Lee, and Nathan P. Podsakoff. 2003. Common method biases in behavioral research: A critical review of the literature and recommended remedies. Journal of Applied Psychology 88: 879. [Google Scholar] [CrossRef]

	



Prayag, Girish. 2023. Tourism resilience in the ‘new normal’: Beyond jingle and jangle fallacies? Journal of Hospitality and Tourism Management 54: 513–20. [Google Scholar] [CrossRef]

	



Prieto, Leonel, and Md Farid Talukder. 2023. Resilient Agility: A Necessary Condition for Employee and Organizational Sustainability. Sustainability 15: 1552. [Google Scholar] [CrossRef]

	



Ramovš, Jože, Ana Ramovš, and Ajda Svetelšek. 2019. Informal carers training: In-group social learning as an effective method for quality care empowerment. Frontiers in Sociology 4: 63. [Google Scholar] [CrossRef]

	



Salas, Eduardo, and Janis A. Cannon-Bowers. 2001. The science of training: A decade of progress. Annual Review of Psychology 52: 471–99. [Google Scholar] [CrossRef]

	



Savrul, Mesut, Ahmet Incekara, and Sefer Sener. 2014. The potential of e-commerce for SMEs in a globalizing business environment. Procedia-Social and Behavioral Sciences 150: 35–45. [Google Scholar] [CrossRef]

	



Scherman, Rhoda, Gabriela Misca, David Walker, and Geneviève Pagè. 2023. COVID-19 and beyond: From (forced) remote teaching and learning to “the new normal” in higher education. In Frontiers in Education. Lausanne: Frontiers Media, vol. 8, pp. 1–4. [Google Scholar]

	



Sima, Violeta, Ileana Georgiana Gheorghe, Jonel Subić, and Dumitru Nancu. 2020. Influences of the industry 4.0 revolution on the human capital development and consumer behavior: A systematic review. Sustainability 12: 4035. [Google Scholar] [CrossRef]

	



Sulistyono, Mochammad, Yusuf Hidayat, and Muhammad Riduansyah Syafari. 2022. Strategy for empowerment of micro, small and medium enterprises (MSMEs) food sector by the office of cooperatives, small/micro businesses and industry of balangan regency. Journal of Development Studies 1: 39–48. [Google Scholar]

	



Susanty, Aries, Nia Budi Puspitasari, Arfan Bakhtiar, and Feby Prasetya. 2022. Assessing the impact of the COVID-19 pandemic on small and medium-sized enterprises performance. Frontiers in Psychology 13: 927628. [Google Scholar] [CrossRef]

	



Sweetland, Scott R. 1996. Human capital theory: Foundations of a field of inquiry. Review of Educational Research 66: 341–59. [Google Scholar] [CrossRef]

	



Sweis, Rateb J., Ali Al-Mansour, Mohammad Tarawneh, and Ghadeer Al-Dweik. 2013. The impact of total quality management practices on employee empowerment in the healthcare sector in Saudi Arabia: A study of King Khalid Hospital. International Journal of Productivity and Quality Management 12: 271–86. [Google Scholar] [CrossRef]

	



Tang, Chaoying, Huijuan Ma, Stefanie E. Naumann, and Ziwei Xing. 2020. Perceived work uncertainty and creativity during the covid-19 pandemic: The roles of Zhongyong and creative self-efficacy. Frontiers in Psychology 11: 596232. [Google Scholar] [CrossRef] [PubMed]

	



Thomas, Kenneth W., and Betty Velthouse. 1990. Cognitive elements of empowerment: An “interpretive” model of intrinsic task motivation. Academy of Management Review 15: 666–81. [Google Scholar]

	



Vu, Mai Chi, and Loi A. Nguyen. 2022. Mindful unlearning in unprecedented times: Implications for management and organizations. Management Learning 53: 797–817. [Google Scholar] [CrossRef]

	



Wallace, J. Craig, Paul D. Johnson, Kimberly Mathe, and Jeff Paul. 2011. Structural and psychological empowerment climates, performance, and the moderating role of shared felt accountability: A managerial perspective. Journal of Applied Psychology 96: 840. [Google Scholar] [CrossRef] [PubMed]

	



Wang, Jue, Fang Lee Cooke, and Wenhui Huang. 2014. How resilient is the (future) workforce in China? A study of the banking sector and implications for human resource development. Asia Pacific Journal of Human Resources 52: 132–54. [Google Scholar] [CrossRef]

	



Wang, Qiang, and Rui Huang. 2021. The impact of COVID-19 pandemic on sustainable development goals–a survey. Environmental Research 202: 111637. [Google Scholar] [CrossRef]

	



Wenzel, Matthias, Sarah Stanske, and Marvin B. Lieberman. 2020. Strategic responses to crisis. Strategic Management Journal 41: 3161. [Google Scholar]

	



Xiao, Daiyou, and Jinxia Su. 2022. Macroeconomic lockdown effects of COVID-19 on small business in China: Empirical insights from SEM technique. Environmental Science and Pollution Research 29: 63344–56. [Google Scholar] [CrossRef]

	



Yang, Zheng, and Branda Nowell. 2021. Network isomorphism?: A network perspective on the symbolic performance of purpose-oriented networks. International Public Management Journal 24: 350–77. [Google Scholar] [CrossRef]

	



Zakhem, Najib Bou, Panteha Farmanesh, Pouya Zargar, and Abdulnasser Kassar. 2022. Wellbeing during a pandemic: An empirical research examining autonomy, work-family conflict and informational support among SME Remployees. Frontiers in Psychology 13: 890265. [Google Scholar] [CrossRef]

	



Zancajo, Adrián, Antoni Verger, and Pedro Bolea. 2022. Digitalization and beyond: The effects of Covid-19 on post-pandemic educational policy and delivery in Europe. Policy and Society 41: 111–28. [Google Scholar] [CrossRef]

	



Zeng, Na, Ming Zhang, Shanna Fu, Qin Xiao, and Tahira Javed. 2023. Online experimental research on the psychological capital development of new venture entrepreneur under the COVID-19 pneumonia epidemic. Frontiers in Psychology 13: 963439. [Google Scholar] [CrossRef] [PubMed]

	



Zhao, Shuming, Jie Zhang, Wei Zhao, and Teresa Shuk-Ching Poon. 2012. Changing employment relations in china: A comparative study of the auto and banking industries. The International Journal of Human Resource Management 23: 2051–64. [Google Scholar] [CrossRef]

	



Zheng, Connie, John Molineux, Soheila Mirshekary, and Simona Scarparo. 2015. Developing individual and organisational work-life balance strategies to improve employee health and wellbeing. Employee Relations 37: 354–79. [Google Scholar] [CrossRef]

	



Zutshi, Ambika, John Mendy, Gagan Deep Sharma, Asha Thomas, and Tapan Sarker. 2021. From challenges to creativity: Enhancing SMEs’ resilience in the context of COVID-19. Sustainability 13: 6542. [Google Scholar] [CrossRef]








[image: Admsci 13 00164 g001 550] 





Figure 1. Theoretical model. 






Figure 1. Theoretical model.
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Figure 2. Interaction plot for moderation effect on M1. 
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Figure 3. Interaction plot for moderation effect on M2. 






Figure 3. Interaction plot for moderation effect on M2.



[image: Admsci 13 00164 g003]







[image: Table] 





Table 1. Descriptive statistics.






Table 1. Descriptive statistics.











	
	Mean
	Std. Deviation
	N





	Mimetic Isomorphism
	3.05
	0.833
	370



	Empowerment
	2.36
	0.623
	370



	Employee Resilience
	2.65
	0.654
	370



	HCPD
	3.59
	0.765
	370
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Table 2. Variable data.






Table 2. Variable data.





	

	
Frequency

	
Percent

	
Valid Percent

	
Cumulative Percent






	
Gender

	
Female

	
181

	
48.9

	
48.9

	
48.9




	
Male

	
189

	
51.1

	
51.1

	
100.0




	
Total

	
370

	
100.0

	
100.0

	




	
Educational Level

	
Bachelor’s Degree

	
195

	
52.7

	
52.7

	
52.7




	
Master’s Degree

	
133

	
35.9

	
35.9

	
88.6




	
Others

	
4

	
1.1

	
1.1

	
89.7




	
PhD

	
24

	
6.5

	
6.5

	
96.2




	
Secondary Education

	
14

	
3.8

	
3.8

	
100.0




	
Total

	
370

	
100.0

	
100.0

	




	
Age Range

	
18–25

	
101

	
27.3

	
27.3

	
27.3




	
26–35

	
127

	
34.3

	
34.3

	
61.6




	
36–45

	
85

	
23.0

	
23.0

	
84.6




	
46 and up

	
57

	
15.4

	
15.4

	
100.0




	
Total

	
370

	
100.0

	
100.0
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Table 3. Correlation coefficients matrix (N = 370).
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	Variables
	Age
	Gender
	Education
	HCDP
	MI
	ER
	EE





	Gender
	0.10 *
	
	
	
	
	
	



	Education
	0.48 **
	0.31 **
	
	
	
	
	



	HCDP
	−0.02
	0.04
	0.02
	
	
	
	



	MI
	0.05
	0.03
	0.02
	0.34 *
	
	
	



	ER
	0.03
	0.06
	0.04
	0.62 ***
	0.50 ***
	
	



	EE
	0.02
	0.05
	0.03
	0.59 ***
	0.29 **
	0.18 *
	



	EP
	0.09*
	0.03
	0.05
	0.34 ***
	0.39 ***
	0.57 ***
	0.61 ***







Note 1: * p < 0.05; ** p < 0.01; *** p < 0.001. Note 2: HCDP = Human Capital Development Program, MI = Mimetic Isomorphism, ER = Employee Resilience, EE = Employee Empowerment, and EP = Employee Performance.
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Table 4. Factor loading, composite reliability, alpha and AVE.
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Construct

	
Item

	
Factor Loading

	
Composite Reliability

	
Cronbach’s α

	
AVE






	
HCDP

	
HCDP1

	
0.761

	
0.82

	
0.83

	
0.594




	
HCDP2

	
0.775




	
HCDP3

	
0.797




	
HCDP4

	
0.687




	
HCDP5

	
0.695




	
ER

	
ER1

	
0.768

	
0.81

	
0.79

	
0.661




	
ER2

	
0.739




	
ER3

	
0.656




	
ER4

	
0.684




	
ER5

	
0.726




	
EE

	
EE1

	
0.732

	
0.81

	
0.80

	
0.609




	
EE2

	
0.671




	
EE3

	
0.792




	
EE4

	
0.731




	
EP

	
EP1

	
0.781

	
0.82

	
0.81

	
0.591




	
EP2

	
0.732




	
EP3

	
0.721




	
EP4

	
0.648




	
EP5

	
0.635
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Table 5. Multiple mediation analysis.






Table 5. Multiple mediation analysis.





	

	
Consequence




	

	
ER

	
EE

	
EP




	
Antecedent

	
Coeff.

	
SE

	
p

	
Coeff.

	
SE

	
p

	
Coeff.

	
SE

	
p






	
HCDP

	
0.541

	
0.234

	
0.031

	
0.403

	
0.134

	
0.032

	
0.184

	
0.193

	
0.604




	
ER

	
–

	
–

	
–

	
–

	
–

	
–

	
0.412

	
0.113

	
0.000




	
EE

	
–

	
–

	
–

	
–

	
–

	
–

	
0.374

	
0.082

	
0.000




	
Constant

	
4.149

	
0.118

	
0.011

	
5.307

	
0.149

	
0.000

	
1.259

	
0.481

	
0.570




	

	
R2 = 0.068

F (1, 243) = 3.192,

p = 0.031

	
R2 = 0.061

F (1, 243) = 4.712,

p = 0.032

	
R2 = 0.446

F (1, 252) = 20.152,

p = 0.604
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Table 6. PROCESS results for the moderation effect (M1).
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	ER
	
	
	





	
	
	
	
	
	CL
	



	Variables
	B (se)
	∆R2
	R2
	t
	UL LL
	Overall F



	Main Effects
	
	
	0.513
	
	
	20.82 ***



	HCDP
	0.507 (0.05) ***
	
	
	6.08
	0.10, 0.49
	



	MI
	0.461 (0.05) ***
	
	
	5.18
	0.07, 0.38
	



	Interaction
	
	0.030 **
	0.543
	
	
	18.41 ***



	HCDP × MI
	0.390 (0.07) ***
	
	
	5.71
	0.12, 0.07
	







** p < 0.01; *** p < 0.001.
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Table 7. PROCESS results for the moderation effect (M2).






Table 7. PROCESS results for the moderation effect (M2).














	
	
	
	EE
	
	
	





	
	
	
	
	
	CL
	



	Variables
	B (se)
	∆R2
	R2
	t
	UL LL
	Overall F



	Main Effects
	
	
	0.508
	
	
	190.34 ***



	HCDP
	0.512 (0.05) ***
	
	
	50.91
	0.10, 0.44
	



	MI
	0.402 (0.04) ***
	
	
	40.87
	0.06, 0.46
	



	Interaction
	
	0.027 **
	0.535
	
	
	170.08 ***



	HCDP × MI
	0.287 (0.06) ***
	
	
	50.16
	0.11, 0.32
	







** p < 0.01; *** p < 0.001. Notes for Moderation Analysis: Age, gender and education are the control variables for each independent variable, while unstandardized beta (b) and its corresponding standard error (se) represent independent variables.
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