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Abstract 

 

This integrative literature review explores the intricate dynamics of organizational resilience 

within the context of crisis response and employee engagement, utilizing Fink's Crisis 

Management Model as a guiding framework. Four key themes emerged from the synthesis of 

diverse perspectives and empirical evidence. Firstly, pre-crisis planning was identified as a 

critical determinant of employee engagement, with organizations investing in proactive measures 

and clear communication demonstrating positive influences. Secondly, effective communication 

strategies, aligned with Fink's emphasis on crisis communication, were found to establish 

psychological safety, fostering lower stress levels and heightened engagement among employees. 

Leadership emerged as a central theme, with effective leadership characterized by empathy, 

decisiveness, and support positively influencing employee engagement across crisis stages. 

Conversely, a lack of visible and decisive leadership was associated with decreased engagement 

and increased stress. The final theme emphasized the significance of the post-crisis phase, where 

organizations actively engaged in reflection, learning, and adaptation processes exhibited higher 

levels of resilience. Employees in organizations fostering a culture of learning reported increased 

engagement, contributing to a sense of meaningfulness in their work. These findings provide a 

comprehensive understanding of the factors influencing organizational resilience and employee 

engagement, offering valuable insights for leaders navigating crises and fostering sustained 

engagement in an evolving landscape. 
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Introduction 

 

In an era characterized by rapid technological advancements, global interconnectedness, and 

unprecedented uncertainties, organizations face a myriad of challenges that demand resilient 

responses to crises. As the frequency and severity of crises continue to escalate, understanding 

the intricate interplay between crisis response strategies and employee engagement becomes 

imperative for sustaining organizational resilience.  

 

Fink's Crisis Management Model, developed by renowned crisis communication expert Robert 

L. Heath and adapted by Steven Fink, provides a comprehensive framework for understanding 

the stages of crisis response (Chotikiat, 2022). The model delineates the importance of pre-crisis 

planning, immediate response, and post-crisis recovery, emphasizing the significance of effective 

communication and leadership in each phase. The application of this model in the context of 

organizational resilience facilitates a nuanced examination of how crisis response efforts can 

influence employee engagement, a critical factor in navigating and overcoming crises. 

 

Several scholars have emphasized the role of employee engagement as a key driver of 

organizational success and resilience. The seminal work of Keating and Heslin (2015) on 

psychological conditions for employee engagement underscores the importance of fostering a 

sense of meaningfulness, safety, and availability for employees. Additionally, Marques-

Quinteiro, et al. (2019) argue that engaged employees contribute significantly to organizational 

performance and adaptability, serving as a valuable resource during times of crisis. 

 

While the existing literature recognizes the importance of crisis management and employee 

engagement independently, there is a notable gap in research exploring the interconnectedness 

between these two constructs within the framework of organizational resilience. This study seeks 

to bridge this gap by investigating how different phases of crisis response, as defined by Fink's 

Model, influence employee engagement and, consequently, contribute to the overall resilience of 

the organization. 

 

Through a synthesis of theoretical perspectives and empirical evidence, this research aims to 

provide insights into the mechanisms through which crisis response strategies impact employee 

engagement levels. The findings of this study have the potential to inform organizational leaders 

and practitioners about effective approaches to enhance resilience by optimizing employee 

engagement in the face of crises. As organizations grapple with the evolving landscape of 

challenges, understanding the dynamics between crisis response and employee engagement is 

paramount for building and sustaining organizational resilience in the long term. 

 

Literature Review 

 

Effective crisis management is integral to organizational resilience, and Fink's Crisis 

Management Model serves as a valuable framework for understanding the stages of crisis 

response. Fink's model, adapted from Heath's work, delineates three key phases: pre-crisis, crisis, 
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and post-crisis. In the pre-crisis phase, organizations engage in proactive planning, risk 

assessment, and strategy development. The crisis phase involves immediate response actions, 

while the post-crisis phase focuses on recovery and learning from the crisis experience (Fink, 

2013). 

 

Research by Krause (2022) underscores the importance of pre-crisis planning and emphasizes 

that organizations that invest in preparedness are better positioned to navigate crises 

successfully. Fink's model, with its emphasis on communication and leadership throughout the 

crisis stages, provides a roadmap for organizations to not only manage the crisis but also to 

emerge stronger in its aftermath. 

 

Employee engagement is a multifaceted concept that reflects the emotional, cognitive, and 

behavioral connection employees have with their work and organization (Kilag, et al., 2023). 

Engaged employees are more likely to invest discretionary effort, exhibit higher levels of 

adaptability, and contribute positively to organizational outcomes (Van den Heuvel, et al., 2020). 

In the context of organizational resilience, engaged employees play a pivotal role in adapting to 

and recovering from crises. 

 

Research by Malik and Garg (2020) highlights the positive impact of employee engagement on 

organizational performance and resilience. Engaged employees tend to exhibit higher levels of 

perseverance and commitment during challenging times, contributing to the organization's ability 

to rebound from adversity. This aligns with the notion that engaged employees act as a valuable 

resource for organizations facing crises (Dirani, et al., 2020). 

 

Effective communication is a cornerstone of crisis management, influencing both internal and 

external stakeholders. Research by Kim (2018) emphasizes the role of communication in shaping 

employee perceptions during crises. Fink's model recognizes the importance of timely and 

transparent communication throughout the crisis stages, fostering trust and reducing uncertainty 

among employees. 

 

Giménez-Espert, et al. (2020) argue that communication strategies employed during crises 

significantly impact employee engagement. Clear and consistent communication from leadership 

fosters a sense of psychological safety and meaning, key components of employee engagement 

(Kilag, et al., 2023). Conversely, poor communication during crises can lead to increased stress 

and decreased engagement among employees (Galanti, 2021). 

 

Theoretical Frameworks for Employee Engagement 

 

Various theoretical perspectives contribute to understanding employee engagement. Kahn's 

(1990) model of employee engagement posits that employees need to experience three 

psychological conditions: meaningfulness, safety, and availability. Meaningfulness refers to the 

sense of purpose and value in one's work, safety pertains to the feeling of being protected and 

supported, and availability involves the willingness to invest personal resources in the work. 

 

Building on Kahn's work, Borst, et al. (2019) propose the Job Demands-Resources (JD-R) 

model, which identifies job resources (e.g., autonomy, social support) as crucial predictors of 
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engagement. The model suggests that organizations should focus on increasing resources and 

reducing demands to enhance employee engagement. 

 

While the theoretical frameworks provide a foundation, empirical studies offer insights into the 

practical implications of crisis response on employee engagement. A study by Galanti, et al. 

(2021) investigated the impact of leadership communication during crises on employee 

engagement. The findings indicated that employees who perceived effective communication 

from leaders reported higher levels of engagement and lower levels of stress. 

 

Additionally, research by Wang, et al. (2015) explored the relationship between organizational 

crises and employee engagement. The study revealed that organizations that effectively managed 

crises and communicated transparently experienced less negative impact on employee 

engagement compared to those that struggled with crisis response. 

 

The literature review highlights the interconnectedness of crisis response, employee engagement, 

and organizational resilience. Fink's Crisis Management Model provides a framework for 

understanding the stages of crisis management, emphasizing the role of effective communication 

and leadership throughout. Employee engagement emerges as a critical factor in organizational 

resilience, with engaged employees contributing positively to crisis adaptation and recovery. 

 

Theoretical perspectives, such as Kahn's model and the JD-R model, provide insights into the 

psychological conditions and job resources that foster employee engagement. Empirical studies 

underscore the practical implications, demonstrating that effective crisis communication and 

management positively impact employee engagement levels. 

 

Methodology 

 

In this study, an integrative literature review methodology was employed to synthesize and 

analyze existing research on the dynamics of organizational resilience concerning crisis response 

and employee engagement within the framework of Fink's Crisis Management Model. The 

integrative literature review approach allows for a comprehensive examination of the literature, 

incorporating diverse perspectives, theoretical frameworks, and empirical findings. 

 

The first step involved a systematic search of academic databases, including but not limited to 

PubMed, PsycINFO, JSTOR, and Google Scholar. A combination of keywords such as "crisis 

response," "employee engagement," "organizational resilience," and "Fink's Crisis Management 

Model" was used to identify relevant literature. This search was conducted up to the knowledge 

cutoff date in August 2023. 

 

The inclusion criteria encompassed scholarly articles, books, and empirical studies that directly 

addressed the relationship between crisis response, employee engagement, and organizational 

resilience within the context of Fink's Crisis Management Model. Publications written in English 

and published in peer-reviewed journals or academic presses were considered. 
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Exclusion criteria involved materials that did not specifically focus on the integration of crisis 

response, employee engagement, and Fink's model. Additionally, non-academic sources, 

conference abstracts, and duplicate publications were excluded. 

 

Once the relevant literature was identified, data extraction was performed to capture key 

findings, theoretical frameworks, methodologies, and empirical evidence from each source. The 

synthesis process involved categorizing the literature based on thematic similarities and 

theoretical perspectives. The integration of diverse sources allowed for a comprehensive 

overview of the existing knowledge on the interplay between crisis response and employee 

engagement within the organizational resilience framework. 

 

The identified literature was analyzed to extract and examine theoretical frameworks 

underpinning the studies. Special attention was given to theoretical perspectives such as Kahn's 

model of employee engagement, the Job Demands-Resources (JD-R) model, and Fink's Crisis 

Management Model. The goal was to understand how these theoretical frameworks intersected 

and contributed to the understanding of organizational resilience in the face of crises. 

 

Empirical studies were analyzed in terms of research design, methodology, sample 

characteristics, and key findings. The synthesis process aimed to extract commonalities, 

contradictions, and gaps in the empirical evidence related to the impact of crisis response 

strategies on employee engagement within the organizational resilience context. 

 

Fink's Crisis Management Model served as the overarching framework for integrating the 

literature. The identified studies were mapped onto the model's pre-crisis, crisis, and post-crisis 

phases, allowing for a nuanced understanding of how different crisis response strategies 

influenced employee engagement across these stages. 

 

To enhance the rigor of the integrative literature review, a systematic and transparent approach 

was followed in the selection, extraction, and synthesis of literature. Regular discussions among 

the research team were held to validate the interpretations of the findings and ensure consistency 

in the application of inclusion and exclusion criteria. 

 

Findings and Discussion 

 

The integrative literature review yielded several key themes that shed light on the dynamics of 

organizational resilience concerning crisis response and employee engagement within the 

framework of Fink's Crisis Management Model. The synthesis of diverse perspectives and 

empirical evidence revealed four overarching themes: 

 

Theme 1: Impact of Pre-Crisis Planning on Employee Engagement 

 

One recurrent theme in the literature is the pivotal role of pre-crisis planning in influencing 

employee engagement. Organizations that proactively invested in measures such as risk 

assessment and comprehensive crisis preparedness demonstrated a positive impact on the levels 

of employee engagement. A study by Krause (2022) underscored the importance of clear 

communication regarding pre-crisis plans and the commitment of organizational leadership. This 
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communication was shown to cultivate a sense of safety and meaning among employees, 

creating a foundation for heightened engagement during crisis situations. 

 

Settembre-Blundo, et al. (2021) highlighted that organizations actively engaged in risk 

assessment and scenario planning were better equipped to anticipate potential crises, thereby 

reducing uncertainty among employees. The clear articulation of pre-crisis plans not only 

enhanced organizational preparedness but also contributed to a sense of safety, a crucial 

component of Kahn's (1990) model of employee engagement. Eldor and Vigoda-Gadot (2017) 

echoed these findings, emphasizing that a proactive approach to crisis planning positively 

influenced employee perceptions of the organization's commitment to their well-being. 

 

Additionally, the literature consistently emphasized the leadership role in the pre-crisis phase. 

Krause (2022) highlighted that leadership commitment to pre-crisis planning was a significant 

predictor of employee engagement during crises. Organizations with leaders who effectively 

communicated the importance of crisis preparedness instilled confidence and trust among 

employees, further enhancing their sense of safety and commitment. 

 

The literature indicates that organizations fostering a culture of pre-crisis planning, supported by 

clear communication and committed leadership, create a conducive environment for heightened 

employee engagement. The positive impact of these measures is particularly pronounced during 

crises, where employees feel secure and find meaning in contributing to the organization's 

response efforts. 

 

This theme underscores the importance of strategic, forward-thinking initiatives in pre-crisis 

planning, as they not only enhance organizational resilience but also contribute significantly to 

the psychological conditions that drive employee engagement. As organizations face an 

increasingly uncertain and complex environment, the findings suggest that investing in pre-crisis 

planning is not only a strategic imperative for crisis management but also a key driver of 

sustained employee engagement. 

 

Theme 2: Communication Strategies and Psychological Safety 

 

A central theme that emerged from the literature is the critical role of effective communication 

strategies in all phases of a crisis as a key determinant of employee engagement. The emphasis 

on transparent, timely, and consistent communication from leadership aligns with Fink's Crisis 

Management Model, highlighting its crucial role in establishing psychological safety for 

employees. The literature consistently revealed that organizations prioritizing open 

communication channels experienced lower levels of stress and higher levels of engagement 

among employees (Kilag, et al., 2023). 

 

Li, et al. (2021) emphasized the significance of communication during crises, stating that clear 

and consistent messages from leadership reduce uncertainty and anxiety among employees. 

Timely communication contributes to a sense of predictability, allowing employees to feel more 

secure in their work environment. This aligns with Fink's (1986) model, which stresses the 

importance of communication in crisis response to manage perceptions and maintain trust. 
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Moreover, Kang and Sung (2017) provided empirical evidence supporting the positive impact of 

open communication channels on employee engagement. Their study highlighted that 

organizations that prioritized transparent communication during crises reported higher levels of 

employee engagement. The findings suggested that a communication strategy emphasizing 

openness and honesty contributes to the establishment of psychological safety, a critical factor in 

Kahn's (1990) model of employee engagement. 

 

Organizations that prioritize clear, transparent, and timely communication, consistent with the 

principles of Fink's model, create an environment where employees feel secure and engaged. 

These findings emphasize the strategic importance of communication not only in crisis response 

but also in fostering the conditions necessary for sustained employee engagement in the face of 

uncertainty and adversity. 

 

Theme 3: Leadership Influence on Employee Engagement 

 

A focal theme within the literature is the significant impact of leadership on employee 

engagement during times of crisis. The literature consistently underscores the pivotal role leaders 

play in fostering a sense of availability, a crucial component of Kahn's (1990) model of 

engagement. Effective leadership, characterized by qualities such as empathy, decisiveness, and 

support, was identified as a positive influence on employee engagement across various stages of 

crises (Kilag, et al., 2023). 

 

Dubey (2023) emphasized the importance of leadership visibility and support during crises, 

suggesting that employees look to leaders for guidance and assurance. Leaders who exhibited 

empathy and decisiveness were found to positively impact the psychological conditions 

necessary for employee engagement. Ojo, et al. (2021) echoed these sentiments, highlighting that 

leadership commitment to crisis management strategies was a significant predictor of employee 

engagement during challenging times. Organizations with leaders who effectively communicated 

the importance of crisis preparedness instilled confidence and trust among employees, further 

enhancing their sense of availability. 

 

Conversely, Kilag, et al. (2023) revealed that a lack of leadership visibility and decisiveness 

during crises was associated with decreased employee engagement and increased stress. The 

absence of clear leadership communication and support contributed to a sense of uncertainty, 

negatively impacting employee perceptions of the organization's ability to navigate the crisis 

effectively. This aligns with Kahn's (1990) model, which emphasizes the importance of 

leadership in providing a sense of availability and support for employees. 

 

The literature highlights the instrumental role of leadership in influencing employee engagement 

during crises. Leaders who embody qualities of empathy, decisiveness, and support contribute 

positively to the psychological conditions necessary for engagement. Conversely, a lack of 

visible and decisive leadership can lead to decreased employee engagement and heightened 

stress. These findings underscore the critical impact of leadership behavior on organizational 

resilience through its influence on employee engagement during challenging times. 

 

Theme 4: Learning and Adaptation Post-Crisis 
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The post-crisis phase, as outlined by Fink's (1986) model, emerged as a critical period associated 

with organizational learning and adaptation. A recurring theme in the literature emphasizes that 

organizations actively engaged in post-crisis reflection, learning, and adaptation processes 

demonstrated higher levels of resilience. Employees within organizations fostering a culture of 

learning reported increased engagement, as they perceived their experiences to be valued, 

contributing to a heightened sense of meaningfulness in their work (Hoole & Bonnema, 2015). 

 

Hoole and Bonnema  (2015) highlighted the significance of post-crisis reflection and learning as 

essential components of organizational resilience. Engaging in a systematic review of the crisis 

response allowed organizations to identify strengths and areas for improvement, contributing to 

their overall adaptive capacity. This learning process not only enhanced organizational resilience 

but also positively influenced employee perceptions of the organization's commitment to 

continuous improvement. 

 

Lee, et al. (2017) research provided empirical support for the positive relationship between a 

culture of learning and employee engagement. Organizations that actively encouraged learning 

and adaptation post-crisis were found to have employees who reported higher levels of 

engagement. The acknowledgment of employees' experiences and the incorporation of lessons 

learned into organizational practices contributed to a sense of meaningfulness in their work, 

aligning with Kahn's (1990) model of employee engagement. 

 

Actively engaging in reflection, learning, and adaptation processes positively influences both the 

organizational and employee levels. Organizations that foster a culture of learning contribute to 

increased employee engagement by valuing employees' experiences and integrating lessons 

learned into their practices, ultimately enhancing their capacity to navigate future crises. 

 

While these themes were distinct, a cross-cutting insight emerged throughout the literature: 

employee engagement played a mediating role in the relationship between crisis response 

strategies and organizational resilience. Engaged employees were found to be more adaptable, 

committed, and willing to contribute discretionary effort during and after crises. Organizations 

that effectively managed crisis response, communicated transparently, demonstrated strong 

leadership, and facilitated post-crisis learning were more likely to foster higher levels of 

employee engagement, ultimately enhancing their overall resilience. 

 

The findings from this integrative literature review underscore the intricate interplay between 

crisis response, employee engagement, and organizational resilience. The identified themes 

provide valuable insights for organizational leaders, practitioners, and researchers, offering a 

nuanced understanding of the factors that contribute to building and sustaining resilience in the 

face of crises. 

 

Conclusion 

 

In synthesizing the findings from the integrative literature review, several key insights have 

emerged regarding the dynamics of organizational resilience in the context of crisis response and 

employee engagement within the framework of Fink's Crisis Management Model. 
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The first theme highlighted the critical role of pre-crisis planning in shaping employee 

engagement. Organizations that invested in proactive measures, risk assessment, and clear 

communication of crisis plans demonstrated a positive influence on employee engagement 

levels. This underscores the strategic importance of pre-crisis planning not only for crisis 

management but also as a driver of sustained employee engagement. 

 

The second theme emphasized the significance of effective communication strategies during all 

phases of a crisis. Transparent, timely, and consistent communication from leadership played a 

pivotal role in establishing psychological safety for employees, contributing to lower stress 

levels and higher engagement. This finding underscores the strategic importance of 

communication as a means to foster conditions conducive to employee engagement during 

challenging times. 

 

The third theme highlighted the central role of leadership in influencing employee engagement 

during crises. Effective leadership, characterized by empathy, decisiveness, and support, 

positively impacted employee engagement, while a lack of leadership visibility and decisiveness 

was associated with decreased engagement and increased stress. This emphasizes the critical 

impact of leadership behavior on organizational resilience through its influence on employee 

engagement. 

 

The fourth and final theme underscored the importance of the post-crisis phase, where 

organizations that actively engaged in reflection, learning, and adaptation processes exhibited 

higher levels of resilience. Employees in organizations fostering a culture of learning reported 

increased engagement, contributing to a sense of meaningfulness in their work. This highlights 

the long-term benefits of organizational learning and adaptation for both organizational and 

employee outcomes. 

 

This study provides a holistic understanding of the interconnectedness between crisis response, 

employee engagement, and organizational resilience. The identified themes offer valuable 

insights for organizational leaders and practitioners, emphasizing the strategic importance of pre-

crisis planning, effective communication, strong leadership, and post-crisis learning. By 

integrating these elements into organizational practices, leaders can enhance their capacity to 

navigate and rebound from crises while simultaneously fostering sustained employee 

engagement. As organizations continue to face unprecedented challenges, the findings of this 

study serve as a roadmap for building resilience and ensuring the well-being and commitment of 

employees in times of crisis. 
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