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Abstract
Environmental uncertainty and unexpected events can cause disruptions to organization and influence organizations’ operations and performance. Environmental disruptions have advocated several firms to implement crisis management approaches and strategies in order to reduce economic losses during uncertain events. However, most of these strategies focus on large organization, and little attention is given to Higher Educational Institutions (HEIs). HEIs have been under increasing pressure during the COVID-19 pandemic and several administrative departments in these institutions have developed contingency plans to overcome the challenges faced during COVID-19. 
During the COVID-19 pandemic, the Human Resources Management (HRM) has played a crucial role for developing working practices and strategies to maintain the organization’s performance. Indeed, traditional approaches, such as constant monitoring and static planning approaches have proved to be not effective during environmental disruptions. Hence, this research focuses on the role of HRM in maintaining HEIs’ performance during uncertain times such as COVID-19. 
The finding suggests that employee involvement, strengthening virtual teamwork, and empowerment are the most predominant practices that promote HRM resilience, and eventually will support organizations in maintaining their performance during disruptive events. First, employee involvement stimulates employees to make prompt decisions to unexpected events. It allows employees to apply their knowledge in problem solving, and acquiring responsibility for designing and directing the work not just carrying out their jobs. Second, virtual teamwork strengthen coordination between different functions across HEIs. It enhances employees to establish innovative approaches to overcome crises. Third, empowerment stimulates employees’ decision making process and can deliberately enhance employees’ flexibility, which is crucial during uncertain events that require fast decision making processes.  
This research has important implications for researchers and practitioners. The findings of this research can be considered a humble step toward establishing more resilient HRM practices in order to maintain organization’s performance during uncertain events. 
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Introduction
Environmental uncertainty and unexpected events can cause disruptions to organization and influence organizations’ operations and performance. Environmental disruptions have advocated several firms to implement crisis management approaches and strategies in order to reduce economic losses during uncertain events. However, most of these strategies focus on large organization, and little attention is given to Higher Educational Institutions (HEIs). HEIs have been under increasing pressure during the COVID-19 pandemic and several administrative departments in these institutions have developed contingency plans to overcome the challenges faced during COVID-19. The COVID- 19 pandemic has caused the hugest educational disruption in the history.
During the COVID-19 pandemic, the Human Resources Management (HRM) has played a crucial role for developing working practices and strategies to maintain the organization’s performance. Indeed, traditional approaches, such as constant monitoring and static planning approaches have proved to be not effective during environmental disruptions. Hence, this research focuses on the role of HRM in maintaining HEIs’ performance during uncertain times such as COVID-19.
This paper suggests that employees involvement, virtual teamwork, and empowerment are major HRM resilient practices in order to maintain the performance of HEIs during uncertain time. 
This research is organized as follows. The first section discuss resilience in further details and the impact on organizations. Second, the three factors that make HRM practices resilient are discussed next. The last section discusses the main findings and implications of this research. 
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Figure 1: The framework of this research.	

Resilience and Performance
Resilience is flexibility and adaptability that help HRM to face disruptive events and maintain the performance. Brezuleanu et al.(2015) defined resilience that is a capacity which a person, group, subject or system can develop when facing a situation affecting integrity, enabling them to hold up, recover, come out of it stronger. Seville (2008) said that resilience is the ability to anticipate, handle, and recover from disruptive challenges. It is about finding the “silver lining” seeking out the opportunities that always arise during a crisis to emerge stronger and better than before. McCann et al. (2009) demonstrated that resiliency is the capacity for resisting, absorbing and responding, even reinventing if required, in response to fast or disruptive change that cannot be avoided. Boin and van Eeten (2013) focused on precursor resilience and defined a resilient organization that it absorbs shocks and prevents emerging problems from escalation into full- blown crises while maintaining a high level of performance. Cooper et al.(2014) defined resilience as bouncing back from setbacks combined with remaining effective in the face of tough demands and difficult circumstances, and growing stronger in the process. A resilient organization is able to absorb, adapt, and recover quickly from unexpected events or changes to ensure continuous services or critical business function and operations (Abdullah et al., 2013). Resilient firms are flexible, adaptive, and agile firms (Esievo et al., 2019).
Resilience is triggered by an unexpected event which result from external or internal factors (Abdullah et al., 2013). Because of corona virus, we have become in need of HR departments and employees more resilient. Employees will need to be willing to deal with uncertainty and what achieves that is resilient practices from HRM. Cooke et al.(2020) pointed out that COVID- 19 requires firms to develop employee support systems including resilience- building practices and spiritual care provisions to help employees navigate through hard times. HRM practices has a role in cultivating an organizational environment to facilitate resilience- building for individuals that make them are better equipped to deal with stressful events at work (Cooper et al.,2014).
 The literature has highlighted that employee involvement, strengthening virtual teamwork, and empowerment are the most predominant practices that promote HRM resilience, and eventually will support organizations in maintaining their performance during disruptive events. Koronis and Ponis (2018) portrayed organizational survival and sustainability as being dependent on strategic characteristics rather than on the managerial ability to handle situations and manage crisis. They said that preparedness, responsiveness, adaptability, and learning abilities constitute organizational drivers of resilience. Seville(2008) demonstrated that involvement of staff, participation, devolved and responsive decision making are indicators of resilience. McCann et al.(2009) referred to ways to build resiliency such as creating information system firewalls, incorporating redundancy in operations, building reserves, using scenarios, engaging in enterprise risk management, and developing assets and talents. Developing strategies that create resilience for future crises that will make an organization stronger and recover without downsizing and reduced morale among employees (Adonu et al., 2020). Perceptual stance, contextual integrity, strategic capacity, and strategic acting are sources of organizational resilience that lead to organizational evolvability as its outcome (Kantur and lşeri-Say, 2012). Boin and van Eeten (2013) demonstrated that there is a relation between organizational characteristics, processes, and resilience. Esievo et al.(2019) advocated the creation of environment for adopting work place spirituality through organizational culture to induce robustness and adaptability for overall resilience. The characteristics of HR and environment condition support individual resilience that determines the organizational resilience level (Abdullah et al.,2013).
When HRM practices are based on resilience, HEIs will attain high levels of performance. Involved employees, virtual teamwork, and empowerment are practices make employees motivated, supported of their organization, committed, developed, and innovated. And this leads to lower turnover, increased job commitment, and higher productivity (Smith, 2014; Wilkinson, 1998). Kokubun et al.(2020) showed that employees with higher social capital and resilience were more supportive of the company’s measures against corona and less to have turnover intention. Bardoel et al. (2014) demonstrated that employee’s perceptions of resilience- enhancing HRM practices increase employee resilience via positive psychology and employee involvement, organizational commitment, job satisfaction, and job performance. McCann et al. (2009) pointed out that companies exhibiting higher levels of agility and resiliency are more competitive and profitable even with higher levels of turbulence because they are simply more capable. Agility and resiliency do promote organizational performance. Brezuleanu et al. (2015) referred to resilience- enhancing HR practices contribute to employee’s psychological capital, attitudes, and behavior and to organizational performance not only in turbulent circumstances but also during calm periods. 
HRM departments should always pursue of practices to increase resilience. Seville (2008) said that resilience is dynamic and organizations should have constant effort for resilience. Dalziell and McManus (2004) referred to we need to metrics for measuring and benchmarking the resilience of actual organizations. These metrics must be easily translatable into business case to invest to become more resilient.

Employee involvement
Employee involvement stimulates employees to make prompt decisions to unexpected events. It allows employees to apply their knowledge in problem solving, and acquiring responsibility for designing and directing the work not just carrying out their jobs. Smith (2014) said that workers seldom carry out their jobs simply because everything is prespecified and they are forced to comply. Managers should rely on worker’s initiatives and consent in order to achieve goals. Yet, (Esievo et al., 2019) said that individual’s purpose is larger than one’s self and should make a contribution to others or society.
Employee involvement reduces the complexity of HRM and increases the flexibility. Cooke, Xiao, Q., and  Xiao, M. (2020) pointed out that sharing staff is one of the ways to increase flexibility in labor supply. Employee involvement benefits employees to have new skills and be motivated for performing their tasks efficiently and effectively. Smith, (2014) said that employee involvement is a stunning example of how cotemporary managers draw on prevailing popular ideologies about participation to extract greater effort from workers since it gives them new competencies in simultaneously handling and deflecting stressful work relations, learning new communication techniques, taking turns, having free ideas without an evaluation on them, solving problem before a problem turns into a big crisis, and having authority in relations with co- workers. Also, (Chanana and Sangeeta, 2020) referred to organizations doing engagement activities for their employees are learning new skill,  developing themselves, feeling committed to the organization and stay motivated during this tough time of the COVID- 19 pandemic. 
Employee involvement can be enhanced by different HRM practices. Adonu, Opuni, and Dorkenoo (2020) demonstrated that employee involvement should include accounting for their emotions and listening to their opinions. Chanana and Sangeeta (2020) suggested methods to enhance employee involvement such as slightly flatter hierarchies, open- door policies, encouraging employee decision- making, and building solid communication channels. Involved employees are supported to any change occurs in their organization. Axelrod (1992)used the conference model to explain how employee involvement at all levels supported the change (organizational redesigning) because they were part of the consensus that developed it. There were greater speed, increased commitment, and reduced resistance in redesigning. Brannmark and Holden (2013) showed that continuous employee participation in organizational change programs like implementation of lean can have positive employee effects but the benefit of involving employee depends on the specific design of participation activities by an organization Since more participation may lead to more workload and role overload. Morgan and Zeffane (2010) pointed out that employee involvement - via direct consultation with supervisors and higher managers – leads to more trust in management by employee and thereby an employee is supported to change programs. Involving employees in decisions that affect them enhances the credibility of management and minimizes employee’s cynicism toward change initiatives.
Conservation of resources theory (i.e., a stress theory that explains the motivation that drives employees to maintain their current resources and pursue new resources which improve their performance) helps to explain the value of employee involvement and how employee involvement makes HRM resilient. Bardoel et al. (2014) defined  employee resilience on the foundations of positive psychology and Conservation of resources theory, and demonstrated that employees’ perceptions of resilient HRM practices such as employee involvement increase employee resilience, organizational commitment, job satisfaction, and job performance. Kantur and lşeri-Say (2012) showed that contextual integrity – indicates to employee involvement and empowerment – is one of the sources of organizational resilience that will lead to organizational evolvability. Brezuleanu et al. (2015) explained that employee involvement in companies’ governance might represent the basis for building up the organizational resilience.  Seville (2008) demonstrated that engagement and involvement of staff, participation of organizational members, devolved and responsive decision making are indicators of resilience. 

Virtual teamwork
In the era of corona virus, it is difficult for organizations to make face to face teams with bureaucratic hierarchy whose members located in different regions. The traditional approach for building teamwork is no longer effective to perform activities during uncertain events. Wildman et al. (2021) demonstrated that Collaborative teamwork is particularly susceptible to pandemic disruptions, as coordination across individuals becomes challenging in socially distanced and virtual contexts. Also, there are changes occurred in response to online working such as communication changes, task changes, and role changes. Those led to Progress disruptions, increased ambiguity, and morale loss.
To be HRM resilient, it needs to make virtual teamwork, especially in HEIs. virtual teamwork strengthen coordination between different functions across HEIs. It enhances employees to establish innovative approaches to overcome crises.
But the adage says, “out of sight, out of mind”, and virtual teamwork lack nonverbal communication (i.e., they lack motivated body language from supervisors, direct relationships between team’s members), many of their interactions are via virtual communication such as ZOOM meetings and email. 
Nunamaker et al. (2009) put nine principles to make effective virtual team work depending on two assumptions: interpersonal collaboration, and the technology employed by the virtual teams is reliable and secure. Those principles were: realign reward structures for virtual teams, find new ways to focus attention on task, design activities that cause people to get to know each other, build a virtual presence (reminders of who is participating), agree on standards and terminology, leverage anonymity when appropriate, be more explicit, train teams to self-facilitate, and embed collaboration technology into everyday work.
What we must consider that there is a difference between team are forced to be virtual and team are designed to be virtual. Stoverink et al. (2020) pointed out that we design resilient teamwork as team’s members are able to return to their preadversity performance level via adaptation and persistence. If we build virtual teamwork that is flexible, empowered, it will be resilient. And this will contribute to make resilient HRM.

Employee empowerment
Empowerment stimulates employees’ decision making process and can deliberately enhance employees’ flexibility, which is crucial during uncertain events that require fast decision making processes. Jawad et al. (2012) explained empowerment in two ways: situational approach (passing authority from higher- level management to employees by engaging them in decision making ), psychological approach (improving intrinsic motivation, it is less delegating of decision making ). 
Wilkinson (1998) demonstrated that empowerment is a form of employee involvement initiative which was widespread from the 1980s and focused on task-based involvement and attitudinal change. Empowerment tends to be direct (emphasizing direct business consideration such as quality, flexibility and productivity) and based on individuals or small groups. It  has largely been aimed at shop floor workers with the twin goals of increasing productivity and commitment to employers’ goals.
Empowerment can be seen as a rejection of the traditional classical model of management associated with Taylor and Ford where standardized products were made through economies of scale and the division of labor, and workers carried out fragmented and repetitive jobs.
Empowerment depends on  more flexibly specialized processes, which rely on employee skill, discretion and organizational capabilities, which be associated with more influence over decisions. 
Empowerment affects positively the performance of an organization. Yang, and Ok Choi (2009); Jawad et al. (2012) pointed out that there is a positive relationship between the four dimensions of empowerment_ autonomy, responsibility, information, creativity, and team performance. Yet, (Wilkinson, 1998) referred to empowerment increases  job satisfaction, and reduces turnover because workers feel more committed to organizational goals. Moreover, as workers are empowered this reduces the need for complex and indeed dysfunctional systems of control, hence increasing efficiency.

Findings and conclusion
The finding suggests that there are three factors that promote HRM resilience, and eventually will support organizations in maintaining their performance during disruptive events. These factors are:
First, employee involvement benefits employees to have new skills, be motivated for performing their tasks efficiently and effectively, solve the problems before they turn into crises, feel committed to the organization, make prompt decisions to unexpected events, and be supported to any change occurs in their organization. Second, virtual teamwork strengthen coordination between different functions across HEIs. It helps employees to be innovative to overcome crises. Third, empowerment encourages  employees to engage in decision making process and be flexible, which is crucial during uncertain events that require fast decision making processes. And this increases  job satisfaction, reduces work turnover and makes employees feel more committed to organizational goals.
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Figure 2: Factors that make HRM resilient and improve performance.

This research has important implications for researchers and practitioners. The findings of this research can be considered a humble step toward establishing more resilient HRM practices in order to maintain organization’s performance during uncertain events. 
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