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Abstract. This study investigates the strategic role of human resource management (HRM) 

in responding to financial crises, focusing on Al-Hikma Pharmaceuticals in Jordan. Using a 

mixed-methods approach, we surveyed 110 employees and conducted regression and 

correlation analyses. Our findings reveal that while human resource capacity is positively 

related to strategic responses to external uncertainties, Al-Hikma Pharmaceuticals' strategic 

responses did not significantly mitigate the effects of financial crises. The study contributes 

to the literature by highlighting the complex relationship between HRM practices and 

organizational resilience in the pharmaceutical industry during financial turmoil. These 

findings have important implications for HR professionals and organizational leaders in 

developing strategic HRM practices to enhance crisis preparedness and response. 

Keywords: Al-Hikma Pharmaceuticals, Human Resources, Human Resource Management, 

Financial Crisis, Organization and Strategic Response. 
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1. Introduction 

The concept of Human Resources as a distinct management function emerged in the early 20th century, 

significantly influenced by the human relations movement. The success of any endeavor is significantly 

reliant on the proficiency and talents of its employees, as they form the fundamental cornerstone for 

achieving a competitive edge. This underscores the role of Human Resources Management (HRM) in 

contemporary organizations, emphasizing the efficient utilization of the human component in various 

establishments. Modern businesses and institutions recognize human resources management as a crucial 

organizational unit. Its significance is heightened during crises, serving as a vital aspect of crisis 

management (Hayes, 2020). Contingency theory states that organizations need to strengthen 

environmental adaptability in times of crisis (Zhou and Liu, 2013). Adapting to the environment 

includes management models of the organization apart from external social, cultural, and economic 

environments. Considering the new era of technological development, organizations face challenges 

from external factors such as disruptions arising from uncertainties in economies and internal 

management governance (Franco, 2021). 

Human Resource Management, a top-tier strategy seeks to achieve a competitive advantage by 

formulating a core strategy for a dedicated and skilled workforce. It employs an array of interpersonal 

and organizational methods and, individuals (Lloyd and Leslie, 2004). Human Resources Management 

is structured to organize and oversee the activities related to an organization's human assets (Storey, 

2007). Recent research indicates that companies prioritizing employee well-being during crises fare 

better than those solely focused on system security, operations, infrastructure, and traditional public 

relations (Bundy J. et al., 2017). HR must equip employees with essential information about potential 

business threats and clarify their responsibilities during crises. Human resources bring the necessary 

expertise to ensure employees can effectively participate in crisis management, enhancing the 

organization's resilience and longevity (Athamneh, S. 2018).  

During the crisis, internal management has a significant role as it provides resources such as 

management expertise, human resources, and strategies that can aid in better organizational 

performance (Severo et al., 2020). However, there is limited research on how organizations deal with 

risks and uncertainties during a crisis (Yi et al., 2021). Thus, a study of this kind would highlight the 

importance of human resource management during a crisis.  

Al-Hikma Pharmaceuticals, a Jordan-based company, has strategically managed its human resources 

during financial crises by focusing on resilience and adaptability. In facing economic downturns, the 

company has emphasized the importance of maintaining a skilled and motivated workforce, 

understanding that human capital is critical in navigating challenging times (Abed and Altaee, 2020). 

They have achieved this by implementing robust training programs, ensuring continuous skill 

development, and fostering a culture of innovation and flexibility among employees. Top-level 

management has the power to influence the organization's capacity to mitigate the impact of this crisis. 

It is essential for the highest governing body not to obstruct, ignore, or continuously tolerate the crisis 

management actions of lower-level managers (Zacher and Rudolph, 2022). Al-Hikma has historically 

faced several financial challenges caused due to economic crisis, fluctuations in currency markets, 

regulatory changes, regional imbalance, refugee crisis and shifts in healthcare demand. This has 

necessitated adaptive HRM strategies to maintain operational continuity for the company and remain 

resilient in the face of financial adversity. The company’s experience in managing the workforce makes 

it unique to explore how HRM can support both organizational sustainability and employee well-being. 

There is limited research on how pharmaceutical companies in developing economies like Jordan 

strategically utilize HRM during financial crises. The study aims to address this gap by investigating 

Al-Hikma, a leading Jordanian pharmaceutical company with global operations.   

Despite significant research on financial crises and their economic impacts, other gaps exist between 

financial downturns and human resource management practices. The long-term implications of strategic 
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decisions like cost-cutting, layoffs and downsizing on organizational sustainability and human capital 

have not been studied. Additionally, the lack of research on alternative HRM strategies, such as 

retraining, redeployment and employee engagement during crises, highlights the need for a 

comprehensive study of investigating the critical role of HRM in navigating financial crises and 

fostering organizational resilience in times of economic instability. Hence, the study aims to assess the 

role of human resources in effectively responding to the financial crisis in Al-Hikma Pharmaceuticals 

PLC, Jordan. The study was conducted with the following objectives: 

• To analyze the role of human resources in responding strategically to external uncertainties 

during a financial crisis. 

• To determine the strategies used by Al-Hikma Pharmaceuticals in tackling a financial crisis. 

The study makes a significant contribution to the existing body of knowledge on HRM in financial 

crises by providing an in-depth analysis in the context of understudied industry, pharmaceuticals in 

Jordan. The study highlights a new perspective and adds to the global discourse on HRM in financial 

crises, suggesting that effective strategic HRM helps adapt to external pressures to support long-term 

strategic goals.  

2. Literature Review and Hypothesis Development 

2.1 Theoretical Framework 

Resource Based-View (RBV) theory 

The Resource Based-View (RBV) theory is a foundation for understanding how HRM practices impact 

organizational resilience. The RBV states that if a firm can quadruple up resources which are Valuable, 

Rare, Inimitable and Non-Substitutable (VRIN), then those companies will be able to escalate 

competitive advantages. At the global level, human capital (the skills and knowledge of employees) is 

a key resource in this model. These Human Resources can provide an organization with a sustainable 

competitive advantage and effective HRM practices are used to maintain or enhance this value (Gerhart 

& Feng, 2021). In financial crises, the importance of human capital is increased because employees 

who can innovate, adapt and remain productive amidst this pressure are central to organizational 

survival. HRM practices, i.e., training and development, performance management, and employee 

engagement, play a very important role in creating this kind of resilience. Investing in these areas can 

guarantee that when it comes to financial insecurity, organizations also will get a talented workforce 

that knows how to manage crisis situations (Delery & Roumpi, 2017). 

Contingency Theory 

Contingency theory holds that there is no universal way of managing an organization. Instead, the ways 

in which companies are managed should depend on certain specifics surrounding each situation and/or 

event. The economic environment faced by organizations in financial crises is Volatile, Uncertain and 

Complex with Uncertainty (VUCA). Thus, HRM practices have to be flexible and temporary in times 

of such conditions. during a crisis, traditional HRM practices may need to be altered, focusing more on 

short-term survival as opposed to long-term advancement (Shala, et al., 2021). HRM practices such as 

flexible work arrangements, crisis communication strategies and rapid re-skilling initiatives reflect the 

adaptability of HRM to support organizational resilience in the face of a financial downturn. 

Contingency theory thus did lend credence to the notion that HRM practices should be dynamic and 

crisis-specific during financial turmoil rather than offering one universal practice for an organization 

susceptible when it becomes crucial during disruption (Opara & Waheduzzaman, 2024). 
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Systems Theory  

This theory posits that an organization is a complex system with interdependent parts that include people, 

processes, and technology. HRM is thought of as a vertically integrated subsystem, one that sets at the 

core of an organization and interacts with other organizational systems (Product/service design and 

development system; Production System, etc.) to maintain all these in balance (Mayrhofer, 2004). This 

interdependence becomes much more apparent during a financial crisis when HRM pertains to the key 

role of preserving organizational coherence and coordination. In the face of a crisis, HRM practices 

such as leadership development, team building, cross-functional communication and alignment with 

organizational culture are critical to bringing various parts of the organization to work together 

successfully (Yawson, 2013). Collaboration between HRM and organizational strategy may contribute 

towards enhancing organizational resilience during financial crises by aligning their practices with 

broader strategic responses to challenges. 

2.2 Human Resource Management  

Crisis events continue to challenge large institutions. Despite the past decade seeing events like terrorist 

attacks, natural calamities, and ethical breaches, fewer than 60% of employees believe their 

organizations are adequately prepared for crises (Fegley & Victor, 2005). This sentiment is echoed by 

many top executives (Moynihan, 2008). Often, businesses overlook the strategic importance of crisis 

management, leaving them ill-prepared when disasters strike (Sheaffer & Mano-Negrin, 2003). A study 

by Miller (2002) revealed that only 47% of the 137 significant organizations assessed had a crisis 

strategy. Similarly, a Human Resources Management Association survey found that 40% of HR 

professionals reported that their companies had no crisis or disaster plans (Cohen, 2002). The lack of 

crisis preparation can be attributed to various reasons, from limited resources to the misguided belief 

that some organizations are immune to such events (Pearson & Mitroff, 1993). However, as companies 

grow more technologically advanced and operate in increasingly volatile global environments, 

integrating crisis management into their core strategies becomes essential to protect valuable assets 

(Boin & McConnell, 2007; Elliott, 2006). 

Enhancing crisis management skills requires tailored corporate education, performance measures, and 

strategies that empower stakeholders to identify, address, and rebound from crises (Hutchins & Wang, 

2008). Effective crisis management planning demands a harmonious blend of human resource 

development, organizational architecture, culture, and strategy (Howell, 2004; Preble, 1997).  

Strategic Human Resource Development (SHRD) can bolster an organization's operational prowess and 

capacity to glean insights from crises, amplifying its resilience and assurance in navigating unforeseen 

challenges (Roberts & Lajtha, 2002). In today's modern era, every organization, irrespective of its size, 

should strategically utilize an optimum number of human resources to address potential crises and 

devise future strategies to mitigate their effects (Sayegh et al., (2004). To enhance efficiency and 

success, a company can leverage its human resources function to develop business-focused solutions 

(Al Shobaki et al., 2016). 

The Human Resources Department focuses on the human aspect of management. Since every 

organization consists of individuals, it is essential to utilize their skills, enhance their abilities, and 

motivate them to perform at their best while ensuring their loyalty to the institution. Achieving 

organizational goals hinges on this, irrespective of the organization's nature, be it in government, 

business, education, healthcare, or social services (Decenzo & Robbins, 2016). 

Efficient human resource management is pivotal in updating, educating, and nurturing its workforce, 

ensuring it can handle contemporary challenges. This enhances the quality of their work, providing the 

organization with a competitive advantage in the marketplace. Human resources management bridges 

the gap between the administration and its staff, resolving conflicts among employees and between the 
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staff and management (Edvardsson & Durst, 2021). Additionally, it is instrumental in navigating both 

present and anticipated organizational crises. Thus, the present study proposes the following hypothesis: 

 

H01: Al-Hikma Pharmaceuticals' human resource capacity is not positively related to the level of 

strategic responses to external uncertainties. 

H1: Al-Hikma Pharmaceuticals' human resource capacity is positively related to the level of strategic 

responses to external uncertainties. 

2.3 Role of Human Resources Management in Combating Financial Crisis  

Strategic HRM focuses aligns with human resource policies during financial crises with the overall 

business strategy, ensuring that organizations adapt, survive and thrive in the face of economic 

challenges (Roche, et al., 2011). During financial crises, organizations face immense pressure to 

maintain operational efficiency while managing costs. In such scenarios, strategic HRM plays a critical 

role in ensuring that the workforce remains motivated, engaged and productive, even when resources 

are constrained (Boufounou & Avdi, 2016). By fostering a culture of continuous learning and 

adaptability, HRM ensures that employees are equipped with the necessary skills to navigate through 

uncertain times. Strategic HRM is crucial in maintaining employee morale. Through transparent 

communication, fair restructuring process and support systems, HRM helps mitigate the negative 

impacts of a financial crisis on the workforce (Hoke, et al. 2020).  

Organizations today rely more on their workforce, or knowledge workers, to gain a competitive edge 

and generate profits rather than solely on equipment, technology, or systems. However, regardless of 

their stature or success, these organizations become highly vulnerable when employees err (Lockwood, 

2005). The challenge and solution both lie within the people. HR leaders must strategically ensure their 

organization recognizes these human vulnerabilities in potential crises. They must also ensure that their 

crisis management strategy encompasses all potential risks (Wang et al., 2009). To be recognized as a 

pivotal partner in crisis management, alongside roles such as risk management and business continuity, 

HR professionals need to be fluent in the nuances of crisis management. They should ensure that human 

capital is integrated into all crisis management and business continuity plans (Hutchins et al., 2008). 

Through offerings like crisis communication plans, resource allocation during crises, safety training, 

and succession planning, human resources can safeguard and even enhance an organization's intrinsic 

value, offering reassurance and preparedness to the workforce (Vouzas and Nizamidou, 2018). 

Crisis management planning enhances an organization's ability to handle emergencies and ensures a 

swift recovery when faced with a crisis. Creating a crisis management plan is vital as it offers guidelines 

on prevention, handling, and recovery from crises (Athamneh, S., 2018). Combating crises should be 

consistent with sustainable long-term strategies (OECD, 2008). Organizations that prioritize their 

human capital consistently exhibit signs of success by actively investing in HR functions. This includes 

their ability to attract and retain talent, foster a work environment encouraging creativity and innovation, 

and direct all human potential toward clear organizational goals and strategies (Pearson & Clair, 2007). 

During financial crises, Al-Hikma has also focused on cost-effective human resource strategies. This 

includes streamlining processes and finding innovative ways to reduce operational costs without 

compromising employee satisfaction or service quality (Al-Taee and Al-Khafaji, 2016). They have been 

known to leverage technology to enhance efficiency and productivity, which helps reduce costs and 

prepares the workforce for a rapidly evolving pharmaceutical industry. Furthermore, they prioritize 

clear communication and transparency with their employees regarding the company’s financial status 

and any necessary measures, which helps maintain trust and morale during difficult times. 

Moreover, Al-Hikma Pharmaceuticals strongly emphasizes employee well-being and mental health, 

especially during financial crises when stress levels can be high (Al-Hikma Pharmaceuticals PLC, 2023). 

They provide support programs, counseling services, and flexible work arrangements to ensure 
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employees feel supported. By investing in the well-being of its employees, Al-Hikma not only enhances 

productivity but also fosters loyalty and a sense of community, which are invaluable in navigating 

financial challenges and emerging stronger. Thus, the present study proposes the following hypothesis: 

 

H02: Al-Hikma Pharmaceuticals does not respond strategically to decrease the effect of external 

uncertainties caused by the financial crisis. 

H2: Al-Hikma Pharmaceuticals responds strategically to decrease the effect of external uncertainties 

caused by the financial crisis. 

3. Materials and Methods 

Sources of Data: Based on the requirements of the research objectives, the study adopted a quantitative 

method of research, and the data was collected through primary sources. A survey was considered to be 

most appropriate due to its ability to collect quantitative data in a short period and systematically gather 

standardized data. The study population was comprised of 2,200 employees working at Al-Hikma 

Pharmaceuticals PLC, Jordan, in 2022. Hence, 5% of the population was considered as a sample of the 

study (110 respondents) based on study by Morse (2000). A well-structured questionnaire based on a 

Likert five-point scale was adopted from Boufounou and Avdi (2016) and Lesi Hertati et al. (2020), 

considering the strategic response, human resource capacity, firm performance, and financial crisis. The 

questionnaires were administered offline and online. 125 questionnaires were distributed between June 

2023 and August 2023, out of which 110 effective questionnaires were received, acquiring an 88% 

effective rate. The role of human resources is measured using strategic response to the financial crisis 

and the role of human resources in financial crisis. 

3.1 Sampling 

Convenience sampling is adopted to select the sample respondents of the survey (Jawad Golzar, et al., 

2022). Various researches were studied assessing the strategic response during financial crisis (Sultan 

Alshehri, et al., 2023; Kheirandish, et al., 2015). Hence, sample respondents from Al-Hikma 

Pharmaceuticals PLC, Jordan, were selected based on parameters for assessing human resource 

management during the financial crisis. Al-Hikma Pharmaceuticals PLC is a multinational 

pharmaceutical company headquartered in London, UK, but its origins are deeply rooted in Jordan. It 

specializes in manufacturing and trading various branded and non-branded generic and in-licensed 

pharmaceutical products. Al-Hikma's portfolio includes a diverse range of medications in various 

therapeutic areas, including cardiovascular, oncology, diabetes, and infectious diseases (Al-Hikma 

Pharmaceuticals PLC, 2023). Hence, 110 employees (Managers and executives) who could give insight 

into the response mechanism and mitigation in the organization during a financial crisis were selected 

for the study. Strategic Response and Human Resource Capacity were chosen as the independent 

variables. External Uncertainty caused by the Financial Crisis was the dependent variable in the survey 

(Sarstedt and Mooi, 2014). 

3.2 Tools and techniques used for the study 

The study considers both descriptive and inferential statistics. Descriptive statistics included frequency 

comprising all items of each construct framed in the assertive statements, and the options were 

quantified on a 5-point likert scale; percentage showed the number or ratio of agreement or non-

agreement of the statements expressed as a fraction of 100, mean which indicates the perception towards 

agreement or non-agreement of the respondents, and standard deviation which measured difference in 

the group of data in the study which measures the variation from the mean. Multiple regression and 

Pearson Correlation tests were used to analyze the association between the variables of the role of 

human resources management in financial crises caused by external uncertainties. Regression can help 
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determine the extent to which independent variables predict a dependent variable. Pearson correlation 

measures the strength and direction of the linear relationship between two continuous variables, 

providing insights into how closely related the variables are.  

4. Results 

Human resources are crucial to an organization's success and one of its most valuable assets. Properly 

managing these resources helps the company achieve its goals. Without human resources, managing 

the company's tangible assets becomes impossible. Without human resources, the company is merely a 

collection of assets without the capability to produce effectively (Topper et al., 2013). The financial 

crisis could lead to a situation where potential high-impact events threaten the organization's existence 

with probable operational shutdown, as perceived by its stakeholders (Opara & Waheduzzaman, 2024). 

As human resources are vital to witnessing a financial crisis caused by external uncertainties in the 

organization, this section analyzes the role of human resources in responding strategically to external 

uncertainties during a financial crisis.   

4.1 Analysis of Strategic Response to the Financial Crisis in Al-Hikma Pharmaceuticals 

Table 1: Strategic Response to the Financial Crisis in Al-Hikma Pharmaceuticals 

Statements  Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 

Mean SD 

Cost-cutting/reduction 

measures 

F 9 11 34 39 17 
3.40 1.12 

% 8.2 10.0 30.9 35.5 15.5 

Re-evaluating and 

restructuring the 

business plan 

F 12 14 27 35 22 

3.37 1.25 % 
10.9 12.7 24.5 31.8 20.0 

Strategic Planning and 

Management 

F 18 14 21 33 24 
3.28 1.38 

% 16.4 12.7 19.1 30.0 21.8 

Preparing and adjusting 

financial budgets 

F 10 20 25 30 25 
3.36 1.27 

% 9.1 18.2 22.7 27.3 22.7 

Strategic partnership 

through mergers and 

acquisitions 

F 11 16 17 40 26 

3.49 1.28 % 
10.0 14.5 15.5 36.4 23.6 

Effective Marketing F 9 13 19 38 31 
3.63 1.24 

% 8.2 11.8 17.3 34.5 28.2 

Risk Management F 7 11 18 44 30 
3.72 1.16 

% 6.4 10.0 16.4 40.0 27.3 

Increasing Reserves F 11 15 17 36 31 
3.55 1.30 

% 10.0 13.6 15.5 32.7 28.2 

Cutting 

employees/salaries 

F 17 10 24 36 23 
3.35 1.33 

% 15.5 9.1 21.8 32.7 20.9 

Increasing investment  F 12 19 22 42 15 
3.26 1.22 

% 10.9 17.3 20.0 38.2 13.6 

Improving regulation 

and strengthening 

corporate governance  

F 10 12 24 41 23 

3.50 1.20 % 
9.1 10.9 21.8 37.3 20.9 

Promoting transparency 

and integrity 

F 11 13 19 41 26 
3.53 1.25 

% 10.0 11.8 17.3 37.3 23.6 

Source: Primary Source, Compiled by the Researcher 

The table 1 shows the respondents' opinions concerning the strategic response to the financial crisis in 

Al-Hikma Pharmaceuticals. A significant majority of respondents (50.9%, n=56) agreed that cost-
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cutting/reduction measures were a strategic response to the financial crisis. Respondents (51.8%, n=57) 

also agreed that re-evaluating and restructuring the business plan was a strategic response to the 

financial crisis. Most respondents (51.8%, n=57) agreed that strategic Planning and Management could 

tackle financial crisis. A substantial portion of respondents (50%, n=55) agreed that preparing and 

adjusting financial budgets was a strategic response to the financial crisis. A significant number of 

respondents (60%, n=66) agreed that strategic partnership through mergers and acquisitions was a 

strategic response to the financial crisis. Most of the respondents (62.7%, n=69) agreed that effective 

marketing was a strategic response to the financial crisis. Larger number of respondents (67.2%, n=74) 

agreed that risk management was a strategic response to the financial crisis. Majority of respondents 

(60.9%, n=67) agreed that increasing reserves was a strategic response to the financial crisis. Significant 

number of respondents (53.6%, n=59) agreed that cutting employees/salaries was a strategic response 

to the financial crisis. Majority of respondents (51.8%, n=57) agreed that increasing investment was a 

strategic response to the financial crisis. A substantial portion of respondents (58.2%, n=64) agreed that 

improving regulation and strengthening corporate governance was a strategic response to the financial 

crisis. Majority of respondents (60.9%, n=67) agreed that promoting transparency and integrity was a 

strategic response to the financial crisis. As a strategic response, the company reduced operational costs 

without compromising product quality during the crisis. This involved optimizing manufacturing 

processes, reducing overhead costs, and improving supply chain efficiency (Al-Haddad and Al-Sufy, 

2021). Restructuring debt, negotiating better terms with lenders, or exploring new financing options 

during the crisis improved the company's financial health (Mitroff, 2019). Despite financial constraints, 

maintaining or even increasing investment in research and development was a strategic move that Al-

Hikma made. 

The mean and standard deviation of cost-cutting/reduction measures were 3.40 and 1.12, respectively; 

re-evaluating and restructuring the business plan were 3.37 and 1.25, respectively; Strategic Planning 

and Management were 3.28 and 1.38, respectively; preparing and adjusting financial budgets were 3.36 

and 1.27, respectively; strategic partnership through mergers and acquisitions were 3.49 and 1.28, 

respectively; effective marketing were 3.63 and 1.24, respectively; Risk management were 3.72 and 

1.16, respectively; increasing reserves were 3.55 and 1.30, respectively; cutting employees/salaries 

were 3.35 and 1.33, respectively; increasing investment were 3.26 and 1.22, respectively; improving 

regulation and strengthening corporate governance were 3.50 and 1.20, respectively; promoting 

transparency and integrity were 3.53 and 1.25, respectively. It was found that long-term sustainability 

and ethical practices attracted investors and improved the brand image, which could have positive 

financial implications during the crisis (Shayb and Musetescu, 2020). Staying ahead of regulatory 

changes and adapting quickly to market shifts (such as changes in healthcare policies, drug pricing 

regulations, etc.) helped Al-Hikma mitigate risks and exploit new opportunities (Khaleel and Awadallah, 

2020). 

4.2 Analysis of Role of Human Resources in a Financial Crisis 

Table 2: Role of Human Resources in a Financial Crisis 

Statements  Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean SD 

Human resources 

decreased during the 

financial crisis 

period. 

F 10 14 15 50 21 

3.527 1.202 
% 9.1 12.7 13.6 45.5 19.1 

The employees 

worked as a team to 

tackle the financial 

crisis 

F 14 21 22 29 24 

3.255 1.337 
% 12.7 19.1 20.0 26.4 21.8 
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Many employees 

requested to resign 

during the financial 

crisis. 

F 11 18 20 40 21 

3.382 1.249 
% 10.0 16.4 18.2 36.4 19.1 

There were many 

work conflicts 

among employees 

during the financial 

crisis. 

F 12 17 21 38 22 

3.373 1.270 
% 10.9 15.5 19.1 34.5 20.0 

The senior managers 

changed the 

legislation of the 

fiscal domain to 

tackle the financial 

crisis. 

F 13 20 23 29 25 

3.300 1.324 
% 11.8 18.2 20.9 26.4 22.7 

The employees 

borrowed loans from 

banks to run the 

organization during 

the financial crisis.  

F 10 14 17 45 24 

3.536 1.224 
% 9.1 12.7 15.5 40.9 21.8 

The employees 

devised and 

implemented 

effective strategies to 

tackle the financial 

crisis. 

F 18 19 15 31 27 

3.273 1.427 
% 16.4 17.3 13.6 28.2 24.5 

The employees 

benefited from the 

training they 

received to tackle the 

financial crisis. 

F 15 22 21 28 24 

3.218 1.357 
% 13.6 20.0 19.1 25.5 21.8 

The organization 

played a vital role in 

managing human 

resources efficiently 

during the crisis  

F 13 17 25 33 22 

3.309 1.283 
% 11.8 15.5 22.7 30.0 20.0 

Source: Primary Source, Compiled by the Researcher 

The table 2 shows respondents' opinions concerning the role of human resources in tackling the financial 

crisis. During the financial crisis, the majority of the respondents (64.5%, n=71) agreed that human 

resources decreased. Most of the respondents (48.2%, n=53) opined that the employees worked as a 

team to tackle the crisis. Many respondents (55.5%, n=61) stated that many employees requested to 

resign, and the majority of the respondents (54.5%, n=60) agreed that there were many work conflicts 

among employees during the financial crisis. A significant number of respondents (49.1%, n=54) 

highlighted that the senior managers changed the legislation of the fiscal domain, and a larger number 

of respondents (62.7%, n=69) mentioned that the employees borrowed loans from banks to run the 

organization. A substantial portion of respondents (52.7%, n=58) were found to devise and implement 

effective strategies, whereas a considerable share of respondents (47.3%, n=52) agreed that the 

employees benefited from their training to tackle the financial crisis. A large number of respondents 

(50%, n=55) agreed that the organization was vital in managing human resources efficiently during the 

crisis. During financial crises, Al-Hikma kept the workforce motivated and reduced turnover, crucial 
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for maintaining productivity and innovation. Also, implementing digital technologies in operations, 

R&D, and marketing led to cost savings and operational efficiencies (Mitroff, 2000; Debei, 2019). 

The mean and standard deviation of human resources decreased during the financial crisis period was 

3.527 and 1.202, respectively; employees who worked as a team to tackle the financial crisis were 3.255 

and 1.337, respectively; many employees who requested to resign during the financial crisis were 3.382 

and 1.249, respectively; there were many work conflicts among employees during the financial crisis 

were 3.373 and 1.270, respectively; senior managers who changed the legislation of the fiscal domain 

to tackle the financial crisis were 3.300 and 1.324, respectively; employees who borrowed loans from 

banks to run the organization during the financial crisis were 3.536 and 1.224, respectively; employees 

who devised and implemented effective strategies to tackle financial crises were 3.273 and 1.427, 

respectively; employees who benefited from the training to tackle the financial crisis were 3.218 and 

1.357, respectively; an organization is vital in managing human resources efficiently during the crisis 

were 3.309 and 1.283, respectively. Al-Hikma evaluated its product portfolio to focus on high-margin 

products or those with significant market potential. Discontinuing underperforming products or those 

with low profitability was crucial during the financial crisis (Groh, 2014) and instigating a functional 

strategic management could be key (Weiner, 2006).  

4.3 Analysis of External Uncertainties Caused During Financial Crisis 

Table 3: External Uncertainties Caused During Financial Crisis 

Statements  Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean SD 

The financial crisis leads to 

decreased market volatility 

and makes it easy for the 

organization to predict 

future market trends 

F 52 32 14 8 4 

1.909 1.105 
% 47.3 29.1 12.7 7.3 3.6 

Access to credit becomes 

less constrained during a 

financial crisis, affecting 

the organization's ability to 

secure necessary funding 

F 49 27 18 10 6 

2.064 1.214 
% 44.5 24.5 16.4 9.1 5.5 

The organization’s sales 

and revenue are less 

impacted during the crisis 

F 50 38 6 10 6 

1.945 1.172 
% 45.5 34.5 5.5 9.1 5.5 

There are high compliance 

costs and operational 

complexities when the 

Government responds to a 

crisis with new policies  

F 8 21 8 26 47 

3.755 1.369 
% 7.3 19.1 7.3 23.6 42.7 

There are significant 

changes in exchange rates 

during the crisis 

F 5 18 19 35 33 

3.664 1.198 
% 4.5 16.4 17.3 31.8 30.0 

The global supply chain of 

the organization is 

disrupted, leading to 

challenges in sourcing 

materials and products 

F 11 21 17 35 26 

3.400 1.308 
% 10.0 19.1 15.5 31.8 23.6 

F 4 14 14 45 33 3.809 1.113 
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Financial crises affect 

investor sentiment, leading 

to reduced investment 

impacting the 

organization’s ability to 

raise capital 

% 3.6 12.7 12.7 40.9 30.0 

A financial crisis can 

positively change the 

competitive landscape, as 

some companies may fail, 

merge, or change their 

business strategies, 

affecting market dynamics 

F 44 32 16 11 7 

2.136 1.230 
% 40.0 29.1 14.5 10.0 6.4 

Source: Primary Source, Compiled by the Researcher 

The table 3 shows the respondents' opinions concerning the external uncertainties caused during the 

financial crisis in Al-Hikma Pharmaceuticals. A notable proportion of respondents (76.4%, n=84) 

disagreed that financial crisis leads to decreased market volatility and makes it easy for the organization 

to predict future market trends. A significant number of respondents (69.1%, n=76) disagreed that 

access to credit becomes less constrained during a financial crisis, affecting the organization's ability to 

secure the necessary funding. Most of the respondents (80%, n=88) disagreed that the organization’s 

sales and revenue were less impacted during the crisis. A large number of respondents (66.4%, n=73) 

agreed that there are high compliance costs and operational complexities when the Government 

responds to a crisis with new policies. A notable proportion of respondents (61.8%, n=68) agreed that 

there were significant changes in exchange rates during the crisis. A meaningful percentage of 

respondents (55.5%, n=61) agreed that the global supply chain of the organization is disrupted, leading 

to challenges in sourcing materials and products. A substantial portion of respondents (70.9%, n=78) 

agreed that financial crises affect investor sentiment, reducing investment and impacting the 

organization’s ability to raise capital. A considerable share of respondents (69.1%, n=76) disagreed that 

a financial crisis can positively change the competitive landscape, as some companies may fail, merge, 

or change their business strategies, affecting market dynamics. It was found that central banks may alter 

interest rates in response to a financial crisis, affecting the cost of borrowing and investment returns for 

Al-Hikma Pharmaceuticals. Financial crises had global repercussions, affecting economic growth and 

trade patterns (Abdullah and Al-Bashir, 2018; Kozachenko, et al., 2022), which impacted the operations 

of the organization in Jordan. 

The mean and standard deviation of the statement financial crisis leads to decreased market volatility 

and makes it easy for the organization to predict future market trends were 1.909 and 1.105, respectively; 

access to credit becomes less constrained during a financial crisis, affecting the organization's ability to 

secure necessary funding were 2.064 and 1.214, respectively; organization’s sale and revenue is less 

impacted during the crisis were 1.945 and 1.172, respectively; there are high compliance costs and 

operational complexities when Government responds to crisis with new policies were 3.755 and 1.369, 

respectively; there are significant changes in exchange rates during the crisis were 3.664 and 1.198, 

respectively; global supply chain of the organization is disrupted leading to challenges in sourcing 

materials and products were 3.40 and 1.308, respectively; financial crises affect investor sentiment, 

leading to reduced investment, impacting the organization’s ability to raise capital were 3.809 and 1.113, 

respectively; financial crisis can positively change the competitive landscape, as some companies may 

fail, merge, or change their business strategies, affecting market dynamics were 2.136 and 1.230, 

respectively. It implied that the financial crisis led to a loss of investor confidence, making it harder for 

organizations to raise capital through equity or debt. This limited the growth opportunities and increased 



Almaaitah et al., Journal of Logistics, Informatics and Service Science, Vol. 11 (2024) No. 11, pp. 467-485 

478 

 

the cost of capital (Shayb and Musetescu, 2020). Also, financial crises disrupted global supply chains. 

This led to increased costs or delays for organizations that rely on international suppliers, affecting their 

ability to produce and sell products (Flammer and Ioannou, 2020). 

4.4 Testing of Hypotheses 

Testing of Hypothesis 1: 

H01: Al-Hikma Pharmaceuticals' human resource capacity is not positively related to the level of 

strategic responses to external uncertainties. 

H1: Al-Hikma Pharmaceuticals' human resource capacity is positively related to the level of strategic 

responses to external uncertainties. 

The human resource capacity with respect to the level of strategic responses to external uncertainties 

was tested using regression and correlation tests.  

Results of Regression 

Table 4: Results of Regression 

Variable Coefficient Standard Error t-value Sig. 

Constant 2.178 0.310 7.023 0.000 

Human Resource Capacity 2.197 0.092 2.145 0.034 

No. of Observations = 110; R = 0.202; R2 = 0.041; F value = 4.601 

Dependent Variable: External Uncertainties caused by the Financial Crisis 

Source: Computed by the Researcher 

The above table 4 shows the regression results concerning human resource capacity in aiding strategic 

responses to external uncertainties. The value of R square is 0.041, indicating the variation in human 

resource capacity in aiding strategic responses to external uncertainties to the extent of 4.1%. The 

regression coefficient of the external uncertainties is 0.197, indicating a weak and positive effect of 

human resource capacity in aiding strategic responses to the external uncertainties. While statistically 

significant (p < 0.05), the small effect size suggests that other factors not included in this model may 

play a substantial role in determining strategic responses. Al-Hikma might consider other factors in 

addition to human resource capacity when developing strategies to cope with external challenges. The 

null hypothesis is rejected, and the alternative hypothesis is accepted. Hence, the human resource 

capacity of Al-Hikma Pharmaceuticals is positively related to the level of strategic responses to 

external uncertainties. 

Results of Pearson Correlation 

Table 5: Results of Pearson Correlation 

 Human 

Resource 

Capacity 

External 

Uncertainties 

Human Resource 

Capacity 

Pearson Correlation 1 0.202 

Sig. (2-tailed)  0.034 

N 110 110 
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External 

Uncertainties 

Pearson Correlation 0.202 1 

Sig. (2-tailed) 0.034  

N 110 110 

Source: Computed by the Researcher 

The above table 5 shows the results of Pearson’s correlation and its significance for the variable human 

resource capacity in aiding strategic responses to external uncertainties. The Pearson correlation was 

0.202, which was statistically significant with a p-value of 0.034, lesser than 0.005, showing that the 

human resource capacity of Al-Hikma Pharmaceuticals is positively related to the level of 

strategic responses to external uncertainties. 

Testing of Hypothesis 2: 

H02: Al-Hikma Pharmaceuticals does not respond strategically to decrease the effect of external 

uncertainties caused by the financial crisis. 

H2: Al-Hikma Pharmaceuticals responds strategically to decrease the effect of external uncertainties 

caused by the financial crisis. 

This strategic response to decrease the effect of external uncertainties caused by the financial crisis was 

tested using regression and correlation tests. 

Results of Regression 

Table 6: Results of Regression 

Variable Coefficients Standard Error t-value Sig. 

Constant 2.724 0.341 7.980 0.000 

Strategic Response 0.033 0.098 0.334 0.739 

No. of Observations = 110; R = 0.032; R2 = 0.001; F value = 0.111 

Dependent Variable: External Uncertainties Caused by the Financial Crisis 

Source: Computed by the Researcher 

The above table 6 shows the regression results concerning strategically responding to decrease the effect 

of external uncertainties caused by the financial crisis. The value of R square is 0.001, indicating a 

variation towards the strategic response to external uncertainties caused by the financial crisis to 0.1%. 

The low value of the R square exhibits a weak relationship among the variables. The regression 

coefficient of strategic response is 0.033, indicating an insignificant effect of strategic response to 

external uncertainties caused by financial crisis, which is statistically insignificant as the significance 

value is higher than 0.05 (5%). The null hypothesis is accepted, and the alternative hypothesis is rejected. 

Hence, Al-Hikma Pharmaceuticals does not respond strategically to decrease the effect of external 

uncertainties caused by the financial crisis. 

Results of Pearson Correlation 

Table 7: Results of Pearson Correlation 

 Strategic 

Response 

External 

Uncertainties 

Pearson Correlation 1 .032 
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Strategic 

Response 

Sig. (2-tailed)  .739 

N 110 110 

External 

Uncertainties 

Pearson Correlation .032 1 

Sig. (2-tailed) .739  

N 110 110 

Source: Computed by the Researcher 

The above table 7 shows the results of Pearson’s correlation and its significance for the variable strategic 

response to the financial crisis. The Pearson correlation was 0.032, which was statistically insignificant 

with a p-value of 0.739, higher than 0.005, showing that Al-Hikma Pharmaceuticals does not respond 

strategically to decrease the effect of external uncertainties caused by the financial crisis. 

5. Discussion 

The research discovered that Human Resources Management (HRM) plays a pivotal role in crisis 

management by enhancing employee readiness and facilitating effective disaster planning. HRM 

bridges the management and its staff (Alagaraja et al., 2014). It has four crucial functions in crisis 

management. HRM consistently connects management with all employees, ensuring a suitable working 

atmosphere and upholding their rights within a company. This role becomes more evident during crises. 

HRM is instrumental in identifying organizational issues and seeking the optimal solutions (Opara & 

Waheduzzaman, 2024). It equips employees with the necessary knowledge and skills to manage crises, 

ensuring long-term stability. The research highlighted the positive influence of HRM on Al-Hikma 

Pharmaceuticals' strategic response during financial downturns (Saleh and Al-Rabadi, 2020). However, 

Al-Hikma Pharmaceuticals could not strategically decrease the effect of external uncertainties caused 

by the financial crisis. This discrepancy may be due to industry-specific factors in the pharmaceutical 

sector or the unique challenges faced by multinational companies. Though the HRM at Al-Hikma 

played a crucial role in managing costs during a financial crisis, which included strategies for reducing 

labour costs, such as implementing hiring freezes and reducing work hours, significant efforts to reduce 

the impact of external uncertainties were recommended through stronger financial resilience, flexible 

operations and risk assessment (Boyle and McDonnell, 2013; Hosie and Pforr, 2016). Also. strategic 

planning is involved in helping the company recover from the crisis, including workforce planning, 

forecasting future talent needs, and aligning HR strategies with the company’s long-term goals (Al-

Zu’bi, 2022). Pharmaceutical industries face longer development cycles, strict regulatory requirements 

and high research and development costs, which can limit the flexibility and speed with which 

companies can respond to sudden financial challenges. As suggested by Al-Zu’bi (2022), varying 

market dynamics can complicate strategic decision-making during financial crisis and HRM can play a 

crucial role in enhancing resilience to adapt to external financial pressures. In contrast, though Al-

Hikma has strong HRM practices and is more agile in implementing strategic responses to mitigate the 

adverse effects of the crisis, the results of the study found a lack of robustness in effective response 

mechanisms. Furthermore, the study notes the necessity for HRM to transition beyond its conventional 

functions to contemporary HR practices, which also involve HRM’s active participation in financial 

crisis management. This includes workforce restructuring, optimizing talent deployment and enhancing 

employee engagement. The study aligns with Roche, et al. (2011) about establishing cross-functional 

teams to streamline decision-making and invest in continuous learning to keep the workforce adaptable 

during adverse times. Scenario planning with risk management can align HR practices with business 

strategy. Data analytics can increase productivity levels and financially impact HR decisions by 

ensuring cost-effectiveness and transparency (Edvardsson & Durst, 2021). Moreover, as an important 

partner in the crisis management framework, the Human Resource Department should proactively 

engage employees to sustain change and ensure alignment with organizational goals. Organizations like 

Al-Hikma that effectively integrate HRM into crisis resolution efforts are more likely to be successful. 
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6. Conclusion 

The study showed that HR is a crucial strategic player supporting businesses during adverse times in 

Jordan. This study provides insights into the critical role of HRM in navigating financial crises within 

the pharmaceutical industry. Our findings demonstrate that while strong human resource capacity can 

enhance an organization's ability to respond strategically to external uncertainties, the effectiveness of 

these responses in mitigating crisis impacts may be limited. This research contributes to the growing 

body of literature on strategic HRM and crisis management by highlighting the complexities of 

implementing HRM strategies during financial upheavals. The first limitation of the study is related to 

its focus on a single company named Al-Hikma in Jordan. The single company in Jordan cannot be 

considered representative of a large scale, thereby limiting the generalizability of its findings. The 

study's limitations, including its focus on a single company and reliance on self-reported data, suggest 

avenues for future research. Comparative studies across multiple pharmaceutical companies or 

industries could provide a more comprehensive understanding of HRM's role in crisis management. 

Additionally, longitudinal studies could offer insights into the long-term effects of HRM strategies on 

organizational resilience. The specific preventions of Al-Hikma as an organization, such as its 

organizational structure, company culture and market position, can have a particular influence on the 

findings, which might be different from what other organizations do. The study highlights the 

importance of effective HR practices to handle the immediate challenges a financial crisis brings. 

Strategic workforce planning, skill development, employee engagement, and effective communication 

are some of these processes. These protocols mitigate the adverse effects on the workforce and prepare 

the organization for growth and recuperation following the crisis. HR professionals in the 

pharmaceutical industry should focus on building employee capabilities, fostering organizational 

flexibility, and aligning HRM practices with overall business strategies to enhance crisis preparedness 

and response. Human resources must position itself strategically during a crisis by focusing on short-

term financial concerns like cost-cutting and restructuring and long-term objectives. It is suggested that 

Al-Hikma Pharmaceuticals must invest in its human resources to manage the unpredictability that came 

with the financial crisis. They would maintain higher employee morale and productivity, which would 

have a direct positive impact on their post-crisis recovery and performance. A more effective way of 

addressing the limitations is to conduct a study across multiple companies. Such an approach would 

allow identifying the lessons learned from the HRM strategies and practices adopted by companies from 

different sectors which have been particularly successful in managing crises. In conclusion, as 

organizations continue to face unpredictable financial challenges, the strategic integration of HRM into 

crisis management frameworks will be crucial for building resilient and adaptive organizations. 
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