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Abstract
This study examines the moderating role of employee ambidexterity on how high-performance work systems and employee 
resilience relates to organisational resilience and employee well-being during crises. Additionally, it explores the influence 
of organisational resilience on employee well-being during crises. This study used a quantitative approach. Two-wave cross-
sectional data were obtained from 324 employees of pharmaceutical manufacturing firms in Ghana and analysed using Struc-
tural Equation Modelling-Partial Least Squares. The findings indicated that a high-performance work system plays a crucial 
role in enhancing the link between organizational resilience and employee well-being. Although employee resilience was 
found to influence on organizational resilience and employee well-being positively, this effect is not statistically significant. 
The results also indicate that the role of exploitation ambidexterity is vital in strengthening the relationship between high-
performance work systems, employee resilience, organizational resilience, and employee well-being, particularly during 
crises. This provides a comprehensive analysis of the influence of high-performance work systems, employee resilience, 
and employee ambidexterity on both organizational resilience and employee well-being. Additionally, using personal and 
organisational resources to examine how they promote employee well-being during crises empirically provides new insights 
into resilience and well-being literature.
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Introduction

Given the challenges of a disruptive business environment, 
organisational resilience and employee well-being have 
become increasingly essential research areas. Among the 

industries prone to business disruption is the pharmaceutical 
industry. Although Ghana’s pharmaceutical manufacturing 
sector has experienced significant growth, it is disposed to 
fierce competition, economic downturns, and an annual pop-
ulation growth rate of 2.1 per cent (Access & Delivery Part-
nership, 2016; Aduhene & Osei-Assibey, 2021; Ghana Sta-
tistical Service, 2021). The sector also operates in a highly 
regulated and complex environment, coupled with strin-
gent quality standards, evolving regulatory requirements, 
the need for rapid innovation, supply chain disruptions, 
and global health emergencies (Aduhene & Osei-Assibey, 
2021; Agyekum et al., 2021), posing significant challenges 
to organisational resilience and employee well-being. Given 
these sector characteristics, understanding the factors that 
can enable pharmaceutical firms effectively manage crises 
and concurrently promote their employees’ well-being is 
critical for their long-term success and sustainability (Mao 
et al., 2023; Näswall et al., 2019; Rasool et al., 2021).

The human resource management literature suggests 
that organisations can implement high-performance work 
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systems (HPWS) programmes, such as improving employee 
abilities, motivation, and opportunities, to enhance organi-
sational resilience and well-being (Al-Taweel, 2021; Näs-
wall et al., 2019). However, organisational resilience is also 
a function of other factors, such as individual resilience, 
described as an individual’s ability to cope with adversity 
(Hillmann & Guenther, 2021; Näswall et al., 2019). This is 
because resilient employees can maintain their well-being, 
engage in work, and help the organisation adapt and over-
come challenges (Al-Taweel, 2021; Hillmann & Guenther, 
2021). Moreover, organisational resilience can directly affect 
employee well-being by providing a safe and supportive 
work environment (Liu et al., 2019).

Additionally, this study suggests that employees’ ambi-
dextrous behaviour, which refers to their ability to balance 
competing demands and be both explorative and exploitative 
in their work, can also influence how HPWS and employee 
resilience relate to organisational resilience and employee 
well-being (Caniëls & Veld, 2019; Mu et al., 2022). Scholars 
reported that ambidextrous employees can navigate work 
challenges, demonstrate resilience, and better contribute to 
organisational resilience and well-being (Heinze, 2022; Mu 
et al., 2022).

Existing studies have emphasised the predictive influence 
of HPWS and employee resilience on organisational resil-
ience (Al-Taweel, 2021; Zhou et al., 2022) and employee 
well-being (Miao & Cao, 2019; Zhang et al., 2020). How-
ever, a void exists in the literature regarding which factor 
has a greater influence on organisational resilience and 
employee well-being during crises, especially in an emerg-
ing economy. Furthermore, there is a limited understanding 
of organisational resilience’s predictive role in promoting 
employee well-being during crises (Hillmann & Guenther, 
2021; Prayag et al., 2020). Additionally, while research on 
ambidexterity has examined its antecedents and outcomes 
(Affum-Osei et  al., 2020; Heinze, 2022), a significant 
research gap remains. Notably, no study has explored the 
distinct moderating roles of exploitation and exploration 
ambidexterity in relation to HPWS, employee resilience, 
organisational resilience, and employee well-being during 
crises (Rintala et al., 2022). Therefore, there is a need to 
examine the differential impacts of these two ambidexterity 
dimensions on the relationships among HPWS, employee 
resilience, organisational resilience, and employee well-
being during challenging times.

This study addresses the gaps by comprehensively inves-
tigating how HPWS, employee resilience, and employee 
ambidexterity interact to promote organisational resilience 
and employee well-being during crises in Ghana’s phar-
maceutical manufacturing sector. Specifically, the study 
examines the combined effects of how HPWS and employee 
resilience relate to organisational resilience and employee 
well-being. Furthermore, the study delves into the influence 

of organisational resilience on employee well-being in 
this context. Finally, it assesses the moderating effect of 
employee ambidexterity types on how HPWS and employee 
resilience relate to organisational resilience and employee 
well-being during crises within the research context.

This study draws on the Conservation of Resources 
(COR) and the Ability-Motivation-Opportunity (AMO) 
theories. The COR theory, proposed by Hobfoll (1989), sug-
gests that individuals and organisations strive to acquire, 
protect, and retain resources to maintain and enhance well-
being. Resource loss threatens employee well-being during 
crises, leading to adaptation efforts (Hobfoll et al., 2018). 
In this study, the COR theory explains crises’ effect on 
resources and the role of HPWS and employee resilience 
in promoting organisational resilience and employee well-
being (Güler & Çetin, 2019; Hobfoll et al., 2018). Moreover, 
employee ambidexterity moderates resource depletion risk 
by balancing exploitation and exploration (Güler & Çetin, 
2019; Hobfoll et al., 2018). Thus, the COR theory informs 
the study’s conceptualisation, recognising the resource chal-
lenges faced by the pharmaceutical manufacturing sector in 
Ghana during crises. The study views HPWS and employee 
resilience as resources organisations use to enhance resil-
ience and mitigate the adverse effects of crises on employee 
well-being.

The AMO theory emphasises the significance of 
employee abilities, motivation, and opportunity in achieving 
performance outcomes (Mu et al., 2022; Rosing & Zacher, 
2017). In this study, the AMO theory helps examine how 
employee ability, motivation, and opportunity affect organ-
isational resilience and well-being during crises. HPWS 
equips employees to perform their jobs effectively, espe-
cially in challenging times. The AMO theory also recog-
nises employee resilience and ambidexterity as components 
of employee motivation. Employee resilience reflects the 
drive to overcome challenges and adapt to change, while 
employee ambidexterity refers to balancing exploration 
and exploitation. Additionally, organisational resilience 
enables employees to leverage their abilities, motivation, 
and opportunity to promote their well-being despite crises-
related challenges. By incorporating the AMO theory, this 
study provides a theoretical framework that links HPWS, 
employee resilience, employee ambidexterity, organisational 
resilience, and employee well-being.

By examining the combined effects of HPWS, employee 
resilience, and employee ambidexterity on organisational 
resilience and employee well-being, this study provides a 
comprehensive understanding of the complex relationships 
between these variables. Additionally, investigating the dis-
tinct moderating roles of exploitation and exploration ambi-
dexterity provides a better understanding of how different 
employee ambidexterity types can influence these relation-
ships within the research context. Drawing on the COR and 
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the AMO theories, this study extends the theoretical under-
standing of these relationships in an emerging economy con-
text. The study’s focus on Ghana’s pharmaceutical manu-
facturing firms, acknowledging its unique challenges and 
characteristics, contributes to industry-specific knowledge, 
guiding managers in managing adversity and supporting 
employee well-being. The findings stress the significance 
of implementing HPWS, promoting employee resilience, and 
developing employee ambidexterity as actionable strategies 
for enhancing organisational resilience and employee well-
being during crises in the pharmaceutical manufacturing 
sector of emerging economies.

The remaining sections focused on a review of research 
conceptualisation and hypothesis development, research 
methodology, and results interpretation. Finally, the study 
concludes with discussions of results within the research 
context, contributions, limitations, and future research 
direction.

Theoretical background and hypothesis 
development

Organisational resilience

Researchers and practitioners have shown increasing interest 
in organisational resilience, which is essential to managing 
a disruptive business environment. Resilience is “an organi-
zation’s comprehensive situational awareness and effective 
management of critical weaknesses and adaptability within a 
complex, ever-changing, and interconnected setting” (Seville 
et al., 2008, p. 259). A resilient organisation is future-ready 
to adapt, survive, and thrive when facing challenges (Leng-
nick-Hall et al., 2011; Seville, 2017). Resilient organisations 
anticipate, prepare for, respond, and adapt to maintain their 
functions and recover from adversities threatening their sur-
vival (Hillmann & Guenther, 2021; Liang & Cao, 2021).

The literature documents varied conceptualisations of 
organisational resilience. This study focused on planned and 
adaptive resilience conceptualisation, which concerns organ-
isations’ processes to be resilient (Duchek, 2020; Seville, 
2017). For example, planned resilience involves deliberate 
plans organisations undertake in preparing for and adapting 
to challenges (Hepfer & Lawrence, 2022; Ma et al., 2019). 
This requires organisations to initiate, update and redesign 
organisational structures, predetermined plans, capabilities, 
and relationships to enhance their ability to thrive in adver-
sity (Lee et al., 2013; Prayag et al., 2020). Thus, firms are 
resilient to the extent that they deliberately and continuously 
develop resilient capabilities that they can activate before, 
during, and after a crisis (Tasic et al., 2020).

Contrarily, adaptive resilience refers to “the firm’s capac-
ity to adeptly assimilate, create tailored strategies for unique 

situations, and ultimately embrace transformative endeav-
ours to leverage unexpected disruptions that pose a risk to 
the firm’s survival” (Lengnick-Hall et al., 2011, p. 224). 
The adaptive process goes beyond simply ‘bouncing back’ 
to the previous state to emerging stronger from adversity 
by ‘bouncing forward’ to exploit opportunities and build a 
successful future (Lengnick-Hall et al., 2011; Ruiz-Martin 
et al., 2018). Adaptive resilience requires organisations to 
develop new capabilities in responding to changing situ-
ations, reinventing their business models, and changing 
before it becomes apparent (Cooper et al., 2014; Lengnick-
Hall et al., 2011).

Studies focusing on planned and adaptive resilience con-
cern factors that can make organisations resilient. Research-
ers posit many antecedents and measures of organisational 
resilience (Linnenluecke, 2017; Seville, 2017). This study 
examines organisational resilience based on thirteen resil-
ient indicators (e.g., Lee et al., 2013; Seville, 2017). These 
authors identified leadership and culture, change readiness, 
and networks and relationships as the three main pillars of 
organisational resilience.

The effect of organisational resilience on employee 
well‑being

The “well-being” concept is integral to measuring employ-
ees’ health and happiness, especially during crises. 
Employee well-being is the general assessment of one’s life, 
encompassing both the quality of an employee’s experience 
and their performance at work, incorporates factors such 
as life satisfaction and emotional well-being, all of which 
impact individual productivity (Huang et al., 2016). Hedonic 
and subjective well-being are two distinct ways to measure 
employee well-being (Braaten & Huta, 2018; Diener et al., 
2017; Pradhan & Hati, 2022). While hedonic well-being 
focuses on an individual’s happiness and contentment in 
life, subjective well-being pertains to their overall level of 
satisfaction with their life (Braaten & Huta, 2018; Czerw, 
2019; Dhiman, 2021; Diener et al., 2017).

Employee well-being can be adversely affected during 
crises. For example, employees may experience fear, uncer-
tainty, increased stress levels, anxiety, emotional exhaustion 
and loss of associates during crises, such as the COVID-19 
pandemic or other significant disruptions (Charoensukmong-
kol & Phungsoonthorn, 2021; Chen & Eyoun, 2021). Work-
life balance can also be compromised due to remote work 
arrangements, increased workloads, and blurred boundaries 
between work and personal life (Adisa et al., 2022; Akanji 
et al., 2022). Additionally, job insecurity and concerns about 
health and safety may add to employees’ distress (Anand 
et al., 2023; Chen & Eyoun, 2021).

However, not all employees experience the same level of 
well-being during crises. The literature reports that resilient 
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organisations can manage challenges enabling their employ-
ees to achieve higher job satisfaction and psychological 
well-being (Diener et al., 2017; Pradhan & Hati, 2022). For 
example, Lamb and Cogan (2016) noted the influence of 
resilience on employee well-being in a qualitative study. In 
quantitative studies, limited studies linked organisational 
resilience to employee well-being, such as emotional well-
being, life satisfaction, and overall job satisfaction (Liu et al., 
2019). Taking a clue from organisations’ role in facilitating 
employee well-being, this study posits that:

H1: Organisational resilience will positively and signifi-
cantly affect employee well-being during crises.

The effect of HPWS on organisational resilience 
and employee well‑being

The extant literature on strategic human resource manage-
ment emphasises using HR systems that are internally con-
sistent and reinforcing to achieve individual and organisa-
tional performance instead of concentrating on a distinct 
HR practice (Bartram et al., 2021; Guest, 2017). One such 
HR system is the high-performance work system (HPWS), 
a a holistic approach to managing employees, encompassing 
thorough recruitment and selection processes, motivating 
compensation and performance management systems, as 
well as active engagement and extensive training initiatives 
aimed at enhancing the expertise and capabilities of both 
existing and potential staff within a company” (Huselid, 
1995, p. 635). Some researchers have grounded HPWS on 
the Ability-Motivation-Opportunity model (Fu et al., 2015; 
Shahzad et al., 2019). The AMO framework suggests that 
ability, motivation, and opportunity are resources employ-
ees must have to perform successfully in a specific context 
(Boxall & Purcell, 2011; Cai et al., 2020; Mat et al., 2021).

Ability refers to the skills, knowledge, talent, and experi-
ence an organisation requires employees to possess (Nadeem 
& Rahat, 2021). Organisations develop employee abilities 
through scientific recruitment and selection processes, job 
rotation, training, and continuous development strategies 
(Nadeem & Rahat, 2021; Zhang et al., 2020). Besides, moti-
vation describes the willingness and enthusiasm with which 
employees perform their work (Nadeem & Rahat, 2021); 
Motivation-enhancing practices such as performance man-
agement, incentives and rewards, extensive benefits, job 
security, and career development are designed to stimulate 
employees’ efforts and behaviours toward accomplishing 
specific goals (Nadeem & Rahat, 2021; Zhang et al., 2020). 
Opportunity-enhancing practices inspire employees to be 
creative, share new ideas, assume responsibility for setting 
goals and complete their expected tasks (Bhatti et al., 2021). 
Such activities include employee participation in decision-
making, teamwork, flexible job design, knowledge sharing, 

employee involvement, goal setting, and increased job auton-
omy (de Reuver et al., 2021; Zhang et al., 2020).

A well-designed HPWS has three dimensions that mutu-
ally reinforce HR practices, and no single component of the 
AMO model is sufficient to achieve performance and agility 
(Shahzad et al., 2019). One example of a high-performance 
work system is a robust performance management system. 
This system clearly defines and aligns employees’ perfor-
mance goals and expectations with the organisation’s strate-
gic objectives. Managers and supervisors provide continuous 
feedback, coaching, and support to help employees achieve 
their targets and enhance their capabilities (Kubiak, 2022; 
Lu et al., 2023). Regular performance evaluations are con-
ducted to assess individual progress and identify areas for 
improvement. Additionally, employees who meet or exceed 
their performance targets are acknowledged through recog-
nition programs, such as bonuses, salary increments, and 
opportunities for career advancement, awards, or certificates 
of excellence (Manzoor et al., 2021). Studies have suggested 
that implementing such a high-performance work system 
cultivates a culture of continuous improvement and supports 
employees in developing their skills and competencies, ulti-
mately contributing to improved organisational resilience 
times (Al-Taweel, 2021; Guerrero, 2021; Hanu & Khumalo, 
2023; Zhou et al., 2022) and employee well-being (Agarwal, 
2021; Miao & Cao, 2019; Zhang et al., 2020) during chal-
lenging. In the context of the pharmaceutical manufacturing 
sector in Ghana, a well-designed HPWS can be a valuable 
asset during crises such as the COVID-19 pandemic. By pro-
viding employees with the necessary skills, motivation, and 
opportunity, the organisation can maintain agility despite 
disruptions. Therefore, this study posits that

H2: HPWS will significantly and positively affect organi-
sational resilience during crises.
H3: HPWS will have a significant positive effect on 
employee well-being during crises.

The effect of employee resilience on organisational 
resilience and employee well‑being

Employee resilience is gaining increasing attention because 
of the challenges associated with the modern workplace 
(Annor & Amponsah-Tawiah, 2020; Zhou et al., 2022). 
According to Luthans (2002), employee resilience is an indi-
vidual’s ability to effectively deal with substantial changes, 
challenges, or potential risks. It embodies the positive men-
tal strength to recover and adapt from adverse situations, 
uncertainties, conflicts, failures, and even positive transi-
tions, progress, and added responsibilities (p. 702). This 
research operationalised employee resilience as an essen-
tial internal resource that enables an employee to adapt and 
respond to challenging circumstances effectively (Näswall 
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et al., 2015; Tonkin et al., 2018). Thus, resilient employees 
can thrive and respond positively to challenges confronting 
the organisations’ existence and competitiveness (Liang & 
Cao, 2021; Linnenluecke, 2017).

Some studies reported that employee resilience is posi-
tively related to organisational resilience during crises 
(Hillmann & Guenther, 2021; Liang & Cao, 2021; Prayag 
et al., 2023; Zhou et al., 2022). These authors emphasise 
that enhancing employee resilience is vital for organisational 
resilience because the latter is a function of employee skills, 
knowledge, abilities, and traits. However, a survey of 312 US 
employees of the Bureau of Land Management revealed that 
employees perceived themselves as resilient but had very 
low confidence in their organisation’s resilience (Nyaupane 
et al., 2020). Despite the contrary view by Nyaupane et al. 
(2020), this study focuses on the predictive role of employee 
resilience.

Additionally, researchers posit that individuals’ specific 
traits or personal resources are equally responsible for their 
well-being (Tripathi, 2011). Consequently, the resilience lit-
erature has examined the influence of employee resilience 
in facilitating employee well-being (Bhattacharyya et al., 
2019; Malik & Garg, 2020; Prayag et al., 2020). Taking a 
clue from these empirical studies, this study put forth the 
following hypotheses:

H4: Employee resilience will significantly positively 
affect organisational resilience during crises.
H5: Employee resilience will significantly positively 
affect well-being during crises.

The moderating role of employee ambidexterity 
on H2‑H5

Employee ambidexterity describes employees’ behavioural 
orientation towards combining exploration and exploita-
tion-related activities within a specific time (Mom et al., 
2009; Mu et al., 2022). Individual ambidexterity refers to 
employees’ ability to balance and integrate exploration 
and exploitation demands in adapting to changing envi-
ronments. Exploration ambidexterity involves employee 
behaviours associated with risk-taking, searching for, dis-
covering, creating, and experimenting with new oppor-
tunities (Hanu et al., 2023), while exploitation ambidex-
terity focuses on employees’ ability to select, implement, 
improve, and refine existing processes and activities 
(Caniëls & Veld, 2019; Rosing & Zacher, 2017). Thus, 
employee ambidexterity involves cycling between differ-
ent activities flexibly by exploiting existing competen-
cies and exploring new capabilities in changing environ-
ments (Good & Michel, 2013; Rosing & Zacher, 2017). 
The extant individual ambidexterity literature essen-
tially examined the investigated the factors that lead to 

ambidexterity and the resulting consequences (Caniëls & 
Veld, 2019; Mu et al., 2022). While some studies focused 
on the ambidextrous behaviours of managers and leaders 
(Bell & Hofmeyr, 2021; Heinze, 2022; Hou et al., 2022; 
Jiang et al., 2021), others focused on operative employees’ 
ambidexterity (Hanu et al., 2023; Affum-Osei et al., 2020). 
Although ambidexterity is the sum of exploitation and 
exploration activities, some scholars have examined their 
distinct impact on individual and organisational outcomes 
(Hanu et al., 2023; Mom et al., 2007). However, limited 
studies have examined their distinct moderating role on 
relationships between different variables (Rintala et al., 
2022). Examining their differential effect is vital since 
exploitation and exploration activities differ. For instance, 
if employees exhibit higher exploitative ambidexterity lev-
els, the effect of HPWS and employee resilience on organi-
sational resilience and employee well-being will be more 
pronounced (Cooke et al., 2019; Mu et al., 2022; Rosing 
& Zacher, 2017).

In contrast, the effect of exploratory ambidexterity on 
HPWS and employee resilience related to organisational 
resilience and employee well-being will reduce if employ-
ees demonstrate a higher level of exploratory ambidexter-
ity. This is because exploratory ambidexterity focuses on 
searching for and developing new knowledge and resources, 
which requires greater flexibility and adaptation that is inad-
equate to ensure organisational resilience and employee 
well-being in the face of significant disruptions or changes 
(Luu et al., 2018; Mu et al., 2022). Given the study context 
and grounded on relevant literature (Bell & Hofmeyr, 2021; 
Hanu et al., 2023; Heinze, 2022; Mu et al., 2022), this study 
argues that employees will activate distinct ambidextrous 
behaviours during crises and hence posits the following 
hypotheses:

H2a: Exploitation ambidexterity enhances the positive 
relationship between HPWS and organisational resilience 
during crises.
H2b: Exploration ambidexterity will reduce the positive 
relationship between HPWS and organisational resilience 
during crises.
H3a: Exploitation ambidexterity will enhance the positive 
relationship between HPWS and employee well-being 
during crises.
H3b: Exploration ambidexterity will reduce the positive 
relationship between HPWS and employee well-being 
during crises.
H4a: Exploitation ambidexterity will enhance the positive 
relationship between employee and organisational resil-
ience during crises.
H4b: Exploration ambidexterity will reduce the positive 
relationship between employee and organisational resil-
ience during crises.



9960 Current Psychology (2024) 43:9955–9968

1 3

H5a: Exploitation ambidexterity will enhance the positive 
relationship between employee and organisational resil-
ience during crises.
H5b: Exploration ambidexterity will reduce the positive 
relationship between employee resilience and well-being 
during crises.

Conceptual framework

Figure 1 represents the conceptual framework of this study. 
The framework shows the influence of HPWS and employee 
resilience (independent variables) on organisational resil-
ience and employee well-being (dependent variables). The 
model also suggests that although exploitation and explo-
ration ambidexterity are individual behavioural tendencies, 
they can influence the relationship between the organisa-
tional-level factors (HPWS and organisational resilience) 
and the individual-level factors (employee resilience and 
well-being). Thus, this study posits that the independent 
factors’ influence on the dependent constructs may vary 
depending on the ambidexterity dimension. Finally, the 
model suggests that organisational resilience will enhance 
employee well-being during crises. The study develops and 
tests five primary and eight sub-hypotheses based on the 
relevant literature.

Methodology

Sample and procedure

This study employed a quantitative approach, collecting 
data from 324 respondents in 40 pharmaceutical manufac-
turing firms in Ghana through an online questionnaire. The 
respondents were selected using a simple random technique 
facilitated by the researchers’ access to the entire target 
sample frame (Martínez-Mesa et al., 2016). Deliberately 
focusing on pharmaceutical manufacturing firms allowed 

for a more precise examination of the research hypotheses 
within a sector characterised by shared industry dynamics, 
organisational structures, and workforce composition. This 
targeted approach also enhanced the validity and applica-
bility of contextually relevant findings directly applied to 
pharmaceutical firms.

Data were collected in two waves. Time 1 took four 
weeks and gathered information on employee resilience, 
exploratory ambidexterity, and ability-enhancing practices 
of the HPWS. Time 2 data collection began four weeks after 
Time 1 ended and lasted six weeks. During Time 2, data 
on organisational resilience, exploitation ambidexterity, 
opportunity-enhancing practices, and motivation-enhancing 
practices were collected. This temporal design enables the 
examination of cause-effect relationships and minimises the 
likelihood of encountering common method variance (Maier 
et al., 2023; Podsakoff et al., 2012). The questionnaires pro-
vided clear instructions, inviting voluntary participation 
while ensuring respondent confidentiality and anonymity.

The questionnaires used in this study required a digital 
consent code for both Time 1 and Time 2. The purpose of 
the code was to merge the datasets. Scholars commonly use 
this approach, as demonstrated in previous management 
literature (e.g., Greenbaum et al., 2012; Lai et al., 2021). 
The online questionnaire was administered through the offi-
cial WhatsApp platform of the focal firms, with approval 
obtained from the HR department of each firm. An HR 
official was assigned to facilitate the questionnaire admin-
istration within each firm. To ensure data collection, one 
of the researchers maintained periodic contact with the HR 
officials by phone.

At the end of Time 1, 371 responses were received, and 
342 responses were obtained at the end of Time 2. After 
matching the data and accounting for the valid datasets, 
324 valid data were obtained. The demographic profiles 
of the respondents, in terms of gender (male: 58.34%, 
female: 41.66%), age group (21–30 years: 22.53%, 31–40 
years: 59.25%, 41–50 years: 13.88%, 51–60 years: 4.32%), 

Fig. 1  The research model
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education (Diploma: 11.11%, undergraduate: 47.83%, post-
graduate: 33.33%, Others: 7.72), length of service (1–3 
years: 19.75%, 4–6 years: 33.64%, 7–10 years: 31.79%, 11 
years and above: 14.81%).

Measures

Employee resilience was evaluated by employing a set of 
nine items taken from Näswall et al. (2019). These items 
were used as they had been constructed in the original ver-
sion. An example of one of these items is: “I often re-eval-
uate my performance and continually improve the way I do 
my work.“

In addition, high-performance work systems were meas-
ured using the 22 items from Bhatti et al. (2020). The items 
consisted of ability-enhancing practices (seven items), 
motivation-enhancing practices (six items), and opportunity-
enhancing practices (nine items). A sample item is: “The 
work majority of the staff do in this company is organized 
around teams.”

Exploration and exploitation ambidexterity was assessed 
with six and five items, respectively. The items were sourced 
from those Mom et al. (2007) developed to measure manag-
ers’ ambidextrous behaviours. For example, a sample item 
of exploitation ambidexterity is: “From last year, I have been 
involved in tasks that I can properly conduct at work by 
using my present knowledge”, while a sample for explo-
ration ambidexterity is: “From last year, I undertook work 
activities that required learning new skills or knowledge.”

Further, data on organisational resilience were elicited 
using 13 items adopted from Lee et al. (2013). Five of the 
13 items in the original version were modified. A sample 
item is: “My company builds strong and trusting relation-
ships with other organisations we might have to work with 
during a crisis”.

Furthermore, the assessment of employee well-being was 
conducted using the set of eight adapted items devised by 
Diener et al. (2010). An example of the items is: “My work 
life is purposeful and meaningful.”

It was necessary to modify some of the previously vali-
dated items to make them simple to comprehend and to fit 
the context of the pharmaceutical industry in an emerging 
economy. The items are anchored on a five-point Likert scale 
ranging from “strongly disagree (1)” to strongly agree (5).

Common method bias

An exploratory factor analysis of the items using Harman’s 
single-factor test accounted for 23.17% of the variance, sat-
isfying the recommended value of less than 50%. Addition-
ally, the non-response rate for the two phases of the data 
revealed insignificant differences between the first 25% and 
the last 25% of the data responses. The results showed no 

substantial differences (p > 0.05) between each phase of 
the constructs measured. These outcomes demonstrate that 
common method variance and non-response bias posed no 
challenges in this study (Armstrong & Overton, 1977; Har-
man, 1976).

Results

Measurement assessment

The data quality for the study was tested following the proce-
dure Hair et al. (2017) recommended. The results (Table 1) 
show that the item loading, Cronbach’s alpha, and composite 
reliability have estimates greater than 0.70 minimum cri-
terion, indicating that the scales satisfy reliability require-
ments (Hair et al., 2017). Table 1 also shows that constructs 
have an AVE exceeding the 0.50 threshold, satisfying the 
convergent validity and accounts for over 50% of the vari-
ance in their respective items (Hair et al., 2020; Sarstedt 
et al., 2021).

The results of the constructs’ discriminant validities are 
shown in Table 2. The Fornell-Larcker values exceed the 
minimum 0.70 threshold of the AVE square root (Fornell 
& Larcker, 1981; Henseler et al., 2015). Additionally, the 
heterotrait–monotrait (HTMT) ratio shows that all the values 
satisfy the recommended threshold, which is below 0.85 for 
distinct concepts and 0.90 for similar concepts (Henseler 
et al., 2015). Hence, the Fornell-Larcker criterion and the 
HTMT values indicate that the constructs are distinct.

Structural model assessment

The Structural model assessment result is shown in Table 3. 
The study’s result revealed a significant positive relationship 
between organisational resilience and employee well-being 
(β = 0.693, t-value = 12.360, p = 0.000), confirming  H1. 
Further, the results showed that HPWS significantly posi-
tively affects organisational resilience (β = 0.687, t = 5.977, 
p = 0.000) and employee well-being (β = 0.584, t = 8.585, 
p = 0.000), confirming  H2 and  H3 respectively. Additionally, 
the findings indicate a positive but insignificant relationship 
between employee and organisational resilience (β = 0.168, 
t = 1.541, p = 0.124) and employee well-being (β = 0.117, 
t-value = 1.530, p = 0.127), objecting to  H4 and  H5.

The moderating analysis indicates that exploitation ambi-
dexterity has a significant positive moderating effect on 
HPWS and organisational resilience linkage was positive 
and significant (β = 0.449, t-value = 2.916, p = 0.000), which 
supports  H2a. In contrast, the moderating effect of explo-
ration ambidexterity on this relationship was positive but 
insignificant (β = 0.274, t-value = 1.616, p = 0.064), rejecting 
 H2b. Further, the results show a significant positive moderate 
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effect of how exploitation ambidexterity strengthens HPWS 
and employee well-being linkage (β = 0.601, t-value = 3.417, 
p = 0.002), supporting  H3a. However, exploration ambidex-
terity was found to have a positive but insignificant mod-
erating effect on HPWS and employee well-being rela-
tionship (β = 0.091, t-value = 1.910, p = 0.056), rejecting 
 H3b. Regarding the predictive role of employee resilience, 
exploitation ambidexterity had a significant positive effect 
on its relationship with organisational resilience (β = 0.372, 
t-value = 4.311, p = 0.001), while exploration ambidex-
terity had a negative but significant moderating influ-
ence of employee resilience and organisational resilience 

relationship (β = -0.296, t-value = 4.211, p = 0.002), support-
ing  H4a and  H4b, respectively. Finally, exploitation ambidex-
terity had a significant positive moderating influence on the 
employee resilience and employee well-being relationship 
(β = 0.452, t-value = 5.842, p = 0.000), whiles the exploration 
dimension had a negative but significant moderating impact 
on employee resilience and employee well-being linkage (β 
= -0.449, t-value = 2.916, p = 0.004), accepting  H5a and  H5b.

The data were further analysed for the variance inflation 
factor (VIF). The VIF results show that the item values are 
below 0.3, meaning multicollinearity is not a problem in 
the data set. Table 4 shows the models’ explanatory power 

Table 1  Reliability and validity 
assessment

Constructs Item Loading Cron-
bach’s 
Alpha

rho_A Composite 
Reliability

Average Variance 
Extracted (AVE)

HPWS 0.867 0.873 0.900 0.601
AB3 0.814
AB4 0.808
MO4 0.795
MO6 0.721
OP2 0.787

OP3  0.719
Employee Resilience 0.860 0.863 0.905 0.705

EmR1 0.813
EmR5 0.859
EmR8 0.901
EmR9 0.781

Organisational Resilience 0.787 0.788 0.863 0.612
OR3 0.861
OR10 0.779
OR11 0.706
OR12 0.777

Exploitation ambidexterity 0.852 0.888 0.911 0.773
ExpL1 0.890
ExpL2 0.938
ExpL4 0.805

Exploration ambidexterity 0.859 0.890 0.904 0.703
ExpR1 0.909
ExpR3 0.915
ExpR4 0.780
ExpR5 0.736

Employee well-being 0.902 0.927 0.924 0.671
EWB1 0.905
EWB2 0.796
EWB3 0.863
EWB6 0.705
EWB7 0.878
EWB 0.748
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assessment, effect size, and predictive relevance. The results 
show that explanatory power was high, the effect sizes were 
acceptable, and the model’s predictive relevance was ade-
quate and satisfactory (Hair et al., 2020).

Discussion

Employee well-being involves various dimensions con-
tributing to employees’ positive experiences, satisfaction, 
and flourishing in the workplace (Pradhan & Hati, 2022). 
Resilience is a crucial trait within the broader context of 
employee well-being, enabling individuals to cope effec-
tively with crises. This study used COR and AMO theo-
ries to examine how personal and organisational resources 
influence employee well-being, specifically focusing on 
organisational resilience, HPWS, and employee resilience. 
The study developed and tested five main and eight sub-
hypotheses, revealing the significance of these factors in 
promoting well-being of employee. The results enrich 

Table 2  Discriminant validity Constructs 1 2 3 4 5 6

Fornell-Larcker Criterion
 Employee Resilience (1) 0.840
 Employee Well-being (2) 0.715 0.819
 Exploitation Ambidexterity (3) 0.379 0.381 0.879
 Exploration Ambidexterity (4) 0.497 0.576 0.663 0.839
 HPWS (5) 0.623 0.688 0.461 0.550 0.775
 Organisational Resilience (6) 0.550 0.592 0.585 0.439 0.699 0.782

Heterotrait-monotrait Ratio
 Employee Resilience (1)
 Employee Well-being (2) 0.841
 Exploitation Ambidexterity (3) 0.447 0.417
 Exploration Ambidexterity (4) 0.554 0.627 0.776
 HPWS (5) 0.712 0.760 0.511 0.603
 Organisational Resilience (6) 0.650 0.666 0.695 0.511 0.853

Table 3  Summary of path 
coefficients and significance 
levels

EmRes: Employee resilience; OrgRes: Organisational resilience; ExpLAmbi: Exploitation Ambidexterity; 
ExpRAmbi: Exploration Ambidexterity; EWB: Employee well-being

Constructs β T p Decision

OrgRes -> EWB 0.693 12.360 0.000 H1 = Supported
HPWS -> OrgRes 0.687 5.977 0.000 H2 = Supported
HPWS -> EWB 0.584 8.585 0.000 H3 = Supported
EmRes -> OrgRes 0.168 1.541 0.124 H4 = Not Supported
EmRes -> EWB 0.117 1.530 0.127 H5 = Not Supported
Moderating effect
 ExpLAmbi x HPWS-> OrgRes 0.449 2.916 0.000 H2a = Supported
 ExpRAmbi x HPWS-> OrgRes 0.274 1.616 0.064 H2b = Not Supported
 ExpLAmbi x HPWS-> EWB 0.601 3.417 0.002 H3a = Supported
 ExpRAmbi x HPWS-> EWB 0.091 1.910 0.056 H3b = Not Supported
 ExpLAmbi x EmRes->OrgRes 0.372 4.311 0.001 H4a = Supported
 ExpRAmbi x EmRes->OrgRes -0.296 4.211 0.001 H4b = Supported
 ExpLAmbi x EmRes->EWB 0.451 5.842 0.000 H5a = Supported
 ExpRAmbi x EmRes-> EWB -0.449 2.916 0.004 H5b = Supported

Table 4  Explanatory power assessment results  (R2,  f2 and  Q2)

Construct R2 Adjusted  R2 f2 Q2

HPWS - - 0.349 -
Employee resilience - - 0.046 -
Exploitation ambidexterity - - 0.248 -
Exploration ambidexterity - - 0.052 -
Organisational resilience 0.608 0.595 0.540 0.295
Employee well-being 0.351 0.346 - 0.037
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understanding of how organisations can support their 
employees during challenging times. The results are dis-
cussed in the subsequent sections.

Main hypotheses

First, this study examined the influence of organisational 
resilience on employee well-being during crises  (H1). The 
positive and significant relationship between organisational 
resilience and employee well-being is consistent with pre-
vious studies that underscored the importance of resilient 
organisations in promoting positive outcomes for employees 
(Lamb & Cogan, 2016; Liu et al., 2020). The result sug-
gests that a resilient organisation can effectively manage 
its resources, maintain operations, and provide support to 
employees contributing to their well-being (Chen & Chi-Kin 
Lee, 2022; Huang et al., 2016). Pharmaceutical manufactur-
ing firms that navigate crises provide job security, training, 
and support to enable employees to perform effectively and 
enhance their well-being (Braaten & Huta, 2018; Diener 
et al., 2017). Resilient firms in this study context create an 
environment where employees can cope with stress, adapt to 
change, and build positive relationships that promote well-
being. By nurturing resilient organisations, pharmaceutical 
manufacturing firms can cultivate a workforce that thrives 
in challenging situations and experiences enhanced well-
being outcomes.

Second, the study found a significant positive influence 
of HPWS on organisational resilience (H2) and employee 
well-being (H3). HPWS was identified as the most critical 
predictor compared to employee resilience in pharmaceu-
tical manufacturing firms. The results are consistent with 
prior studies that emphasise the role of HPWS in enhancing 
organisational resilience (Al-Taweel, 2021; Guerrero, 2021; 
Hanu & Khumalo, 2023; Zhou et al., 2022) and employee 
well-being (Agarwal, 2021; Miao & Cao, 2019; Zhang 
et al., 2020). The study suggests that HPWS practices, such 
as training, skill development, and employee involvement, 
provide employees with the necessary resources and oppor-
tunities to effectively respond to crises and maintain their 
well-being (Guerrero, 2021). Thus, implementing compre-
hensive HR systems that support employee abilities, motiva-
tion, and opportunities is essential for enhancing organisa-
tional resilience and employee well-being (Agarwal, 2021; 
Miao & Cao, 2019).

Third, resilient employees contribute significantly to 
organisational resilience and employee well-being. Resil-
ient employees are flexible, adaptable, and thrive in dynamic 
environments. Resilient individuals build positive relation-
ships, manage stress effectively, and maintain a positive 
outlook, leading to higher job satisfaction, motivation, and 
overall employee well-being (Chitra & Karunanidhi, 2021; 
Prayag et al., 2020). In examining the effect of employee 

resilience on organisational resilience  (H4) and employee 
well-being  (H5), the finding suggests that while employee 
resilience influences organisational resilience, its effect is 
not as strong as that of HPWS, which is inconsistent with 
previous studies establishing the positive influence of 
employee resilience on organisational outcomes (Liang & 
Cao, 2021; Nilakant et al., 2016). However, this finding sug-
gests that in the research context, employee resilience alone 
may not be sufficient for organisation resilience, consistent 
with a study conducted by Nyaupane et al. (2020). Thus, 
employees may rely on other factors, such as a supportive 
work environment, employee engagement, continuous learn-
ing and development, and a positive organisational culture, 
to navigate crises rather than solely relying on resilience. 
During crises, employees may also prioritise other factors 
such as resource access, work-life balance, or job security 
(Ortiz-Bonnin et al., 2023; Straus et al., 2022). For example, 
employees with a proactive mindset can take the initiative, 
continuously improve their performance, anticipate future 
challenges, and seek opportunities (Hanu et al., 2023; Shih 
& Nguyen, 2023).

Similarly, work-life balance plays a crucial role in 
employee well-being (Nabawanuka & Ekmekcioglu, 2022; 
Yang & Jo, 2022), and organisations that value and sup-
portive work-life balance help employees manage their 
personal and professional responsibilities effectively. The 
insignificant employee resilience and well-being relationship 
in this study may be due to limited opportunities for resil-
ience utilisation in the research context. This finding con-
trasts with studies by Prayag et al. (2020) and Bhattacharyya 
et al. (2019), highlighting employee resilience’s significant 
contribution to outcomes.

The moderating role of exploitation and exploration 
ambidexterity

The study examines how exploitation and exploration 
ambidexterity moderate the relationships among HPWS, 
employee resilience, organisational resilience, and employee 
well-being during crises. The results revealed that exploi-
tation ambidexterity positively and significantly moder-
ates the link between HPWS and organisational resilience 
 (H2a), indicating that leveraging existing resources enhances 
organisational resilience in the research context. In contrast, 
exploration ambidexterity has a positive but insignificant 
moderating effect on HPWS and organisational resilience 
linkage  (H2b), suggesting that exploration activities may not 
significantly contribute to organisational resilience during 
crises. These findings align with previous studies empha-
sising the importance of leveraging existing resources for 
resilience while acknowledging the challenges of exploration 
activities (Agarwal, 2021; Rintala et al., 2022).
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Regarding employee resilience and well-being, the 
study found that exploitation ambidexterity positively 
moderates HPWS and employee well-being relationships 
during crises  (H3a). This indicates that employees who 
engage in exploitation activities effectively utilise HPWS 
resources to maintain well-being during crises. This result 
is consistent with previous research emphasising the 
importance of resource utilisation in promoting employee 
well-being (Agarwal, 2021; Park et al., 2014). However, 
the exploration ambidexterity’s moderating effect on the 
HPWS and employee well-being relationship was positive 
but insignificant  (H3b), suggesting that employees engag-
ing in exploration activities during crises may struggle 
to leverage HPWS resources to maintain their well-being 
(Agarwal, 2021). Exploration activities may be challeng-
ing to integrate with HPWS due to limited resources avail-
ability or support during crises in the study context (Agar-
wal, 2021; Hanu et al., 2023).

Additionally, the study found that exploitation ambidex-
terity positively moderates how employee resilience relates 
to organisational resilience  (H4b). This result indicates that 
employees who exploit existing resources during a crisis 
contribute positively to organisational resilience. On the 
other hand, employee exploration ambidexterity, though sig-
nificant, have a negative effect on employee resilience and 
organisational resilience linkage  (H4b). This suggests that 
employees prioritising exploration activities during crises 
may hinder the organisation’s resilience. Prior studies have 
emphasised that balancing exploration and exploitation is 
crucial for enhancing organisational resilience (e.g., Heinze, 
2022; Rosing & Zacher, 2017). Thus, excessive focus on 
exploration can deplete employee resilience and eventually 
decrease organisational resilience (Cai et al., 2020; Hobfoll 
et al., 2018; Mat et al., 2021). These findings align with 
previous research emphasising the importance of balancing 
exploration and exploitation (Mat et al., 2021; Cai et al., 
2020). Therefore, maintaining a balance between the two is 
vital for overall organisational resilience.

Finally, the study found that employee exploitation ambi-
dexterity positively moderates the influence of employee 
resilience on well-being (H5a), meaning that employees 
who engage in exploitation behaviours can increase their 
resilience and improve their well-being during a crisis. This 
is consistent with previous studies highlighting the role of 
resource conservation in promoting well-being (Hobfoll 
et al., 2018). On the other hand, employee exploration ambi-
dexterity negatively moderates how employee resilience 
relates to well-being during crises (H5b). This suggests 
employees’ well-being may decline when they explore new 
skills and opportunities to cope with crises. This is because 
they may not have the necessary resources or support to deal 
with the crisis, which can negatively affect their well-being. 
Thus, the study’s findings indicate that pursuing exploration 

may come at the expense of maintaining well-being and 
resilience during challenging times.

Theoretical implications

The theoretical implications of this study are twofold. First, 
this study extends understanding of factors contributing to 
employee well-being. By examining the role of employee 
resilience, ambidexterity, HPWS, and organisational resil-
ience, this study provides insights into how these resources 
interact and influence employee well-being during crises. 
The findings suggest that organisational resilience is sig-
nificant in promoting employee well-being, highlighting the 
need for organisations to adapt and respond to challenges. 
This study extends the COR theory by emphasising the sig-
nificance of organisational resources in facilitating employee 
well-being during crises.

Second, this research adds to the literature on individual 
ambidexterity by investigating the distinct moderating roles 
of exploitation and exploration ambidexterity. The findings 
indicate that exploitation ambidexterity enhances HPWS, 
organisational resilience, and employee well-being relation-
ships, whereas exploration ambidexterity has a limited mod-
erating effect. This finding emphasises balancing exploration 
and exploitation activities during crises. This study contrib-
utes to understanding how different ambidextrous behav-
iours influence the relationships between variables during 
crises and provides insights into the boundary conditions 
of ambidexterity and its implications for organisational and 
employee outcomes.

Practical implications

This study has several important implications for managers. 
First, the findings emphasise the significant positive effects 
of HPWS on organisational resilience and employee well-
being during crises. Therefore, it is imperative for managers 
to give precedence to incorporating High-Performance Work 
Systems (HPWS) into their operations. These may include 
activities like refining employee recruitment and selection 
processes, establishing effective incentive compensation 
and performance management systems, and fostering broad 
employee engagement and training initiatives (Bhatti et al., 
2021; Nadeem & Rahat, 2021). These practices can enhance 
employee abilities, motivation, and opportunities, ultimately 
contributing to organisational resilience and improving 
employee well-being.

Second, this study underscores the importance of build-
ing and maintaining organisational resilience to support 
employee well-being. Managers should invest in strategies 
and initiatives to enhance organisational resilience, such as 
developing strong leadership and a supportive organisational 
culture, fostering change readiness, and building networks 
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and relationships (Seville, 2017). By doing so, organisations 
can better navigate crises, maintain operations, and provide a 
safe and supportive work environment, positively impacting 
employee well-being.

Third, while employee resilience positively affected 
organisational resilience, its impact was not sufficiently 
significant to rely solely on employee resilience to enhance 
resilience. Therefore, managers should continue to nurture 
employee resilience through training, support, and imple-
mentation of other strategies to build organisational resil-
ience. This includes fostering innovation and creativity, 
developing strong networks and relationships, and imple-
menting robust business continuity plans (Seville, 2017). By 
diversifying resilience-building strategies, organisations can 
enhance their ability to withstand and recover from crises 
while supporting employee well-being.

Finally, the study underlines the differential effects of 
exploitation and exploration ambidexterity on the relation-
ships between HPWS, employee resilience, organisational 
resilience, and employee well-being (Cooke et al., 2019). 
Managers should recognise the importance of balancing 
exploitation and exploration activities during crises. This 
involves creating a work environment that supports and 
encourages employees to exploit existing resources and 
capabilities while promoting a culture of exploration, adap-
tation, and learning. By acknowledging and promoting both 
dimensions of ambidexterity, managers can harness the full 
potential of their employees and enhance organisational 
resilience and employee well-being during crises.

Limitations and future direction

This study has some limitations. First, the data collection 
was cross-sectional, making establishing a cause-effect 
relationship difficult. Future studies may use longitudinal 
designs to test the framework and outcomes. The study 
conceptualised HPWS as a composite construct, and future 
studies may examine the distinct effects of ability, motiva-
tion, and opportunity-enhancing practices on organisational 
resilience and employee well-being. Furthermore, it is worth 
noting that while the study augments our comprehension of 
employee well-being during crises, other factors may also 
play a role in this context. Subsequent studies could exam-
ine additional characteristics and factors such as a proactive 
mindset, a positive organisational culture, ongoing learn-
ing opportunities, employee engagement, and maintaining a 
healthy work-life balance. These factors create a foundation 
for success in the face of challenges and enable individu-
als and organisations to thrive in a dynamic and complex 
work environment. Investigating them will provide a more 
comprehensive understanding of the complex dynamics 
in promoting employee well-being during crises. Finally, 
mixed methods studies may enhance the results of this study. 

Nonetheless, the study provides insights into how individual 
and organisational resources contribute to employee well-
being during crises.

Conclusion

This study used the COR and AMO theories to explore the 
influence of HPWS and employee resilience on organisa-
tional resilience and employee well-being. The study also 
examined the moderating effects of exploitation and explora-
tion ambidexterity on these relationships. The results sug-
gest that implementing HPWS better enhances employee 
well-being and organisational resilience during crises than 
employee resilience. Exploitation ambidexterity is a more 
effective coping strategy for improving employee well-being 
and organisational resilience during crises. Organisations 
can use the study’s findings to design and implement HPWS, 
ambidexterity, and resilience programs to achieve employee 
well-being during crises.
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