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Abstract: Covid-19 pandemic has changed the structures and methodologies of both
service and manufacturing organisations across the globe. Thus, to resuscitate these
organisations, human resource managers need to upskill and reskill the human resource
who are saddled with the responsibility of driving the vehicle conveying the goals of
the organization. It is based on this premise that this study examines the effects of human
resource skills adjustment on organizational resilience in times of global crisis. Twenty
manufacturing companies serves as the target population. Questionnaire was used as
instrument for data collection. Operations Managers, Middle Managers, HR Managers,
and Supervisors represent the participants. Linear regression was used to analyse the
hypotheses. Result of the study showed that human resource skill adjustment has
significant effect on organizational resilience. Based on the findings, the study
concludes that human resource skills adjustments measured in terms of upskilling and
reskilling enhances organisatiaonal resilience.
Keywords: Covid-19, Human Resource Skills Adjustment, Organisational Resilience,
Situation Awareness, Upskilling

Introduction
Since the outbreak of coronavirus
(Covid-19) across the globe, some
organisations have resorted to
downsizing as an alternative approach
for survival rather than reskilling and
upskilling their human resources skills
to adapt to new changes orchestrated
by the pandemic. However, in the event
of these uncertainties, disruptions,
economic
dislocations
and
transfiguration in technological tools
caused by covid-19 pandemic, the
researchers are of the view that
adjusting the skills of organisational

human resources is the key to
sustainability in times of uncertainties.
When
organisations
resort
to
downsizing as an alternative to remain
in business, little did they know that
they are also increasing the number of
unemployment in the country which is
one of the factors that engenders
societal menace such as armed robbery,
kidnapping, rape, banditry, and
terrorism to mention but a few.
However, it is based on the above
maladies that the researchers propose
upskilling and reskilling as HR
strategies for human resource skills
adjustment. Human resource skills
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adjustment
is
concerned
with
modifications of individual skills,
abilities and behaviour that will be
appropriate for evolving technology,
products, services, processes and
methods in the workplace (Edeh et al.,
2021d). Thus, for organisations to be
sustainable and competitive after
covid-19 pandemic, human resources
behaviour, attitude and knowledge
must be adjusted or modified by
teaching the workers and other
members of the organisation new skills
that will match with the new norm of
global work culture.
From the foregoing, skills adjustments
are very significant in promoting
organisational resilience consciousness
especially in post covid-19 pandemic
work setting. It has been shown that
upskilling human resource will
enhance organisational productivity
which in turns increases organisational
profitability (Miron, 2020). Upskilling
helps in bridging skill gaps and prepare
organisations for emerging needed
skills (Chiappetta, 2020). Chiappetta
(2020) added that upskilling employees
will help organisations to prepare for
future skill gaps. On another hand,
Feldmann (2018) argued that human
resource upskilling reduces talent
turnover, attract new talents and make
succession planning very easy for
organizational leaders to emerge.
Drawing
from
the
above,
organisational resilience is a predictor
of business growth, performance and
sustainability (Boin & Van Eeten,
2013; Parsons, 2010). It has been
revealed that organisation resilience
consciousness prevent disruptions and
vulnerabilities
from
harming
businesses across different industries
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(Sapeciay et al., 2017; Witmer &
Mellinger, 2016; Akgun & Keskin,
2014). In addition, organisations
employ situation awareness as
resilience strategy to anticipate and
withstand uncertainties that would
have adverse effects on their
sustainability (Ortiz-de-Mandojana &
Bansal, 2016; Castellacci, 2015). On
another hand, Duchek (2020) argued
that organisations that want to remain
in business must be fully aware of
happenings in and around their
business environment.
However,
previous studies revealed that apart
from being aware of situations
occurring within and outside the
external
business
environment,
organisations must possess adaptive
capacity that would strengthen their
resilience anchor (Al-Ghattas &
Marjanovic, 2021; Kim et al., 2020;
Suryaningtyas et al., 2019; Flandin et
al., 2018).
Nevertheless, this study is entirely new
because there are no prior empirical
studies that have examined how
organisational resilience would be
improved with human resource skill
adjustment across the globe. This is
what motivated the researchers to
investigate
how
organisational
resilience would be enhanced with
human resource skills adjustment in
manufacturing companies. The choice
of manufacturing companies is because
it is manufacturing companies account
for 16% GDP as well as 14% of
employment globally (Manyika et al.,
2012).
Secondly,
manufacturing
companies contribute 8.99% to
Africa’s gross domestic product
(Omokolade, 2021). Reports revealed
that most manufacturing companies
across the globe downsized their
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employees as a result of covid-19
pandemic thereby increasing the
number of global unemployment rate
(Yinka, 2020). For instance, Osita et al.
(2020) contended that when lockdown
policy on covid-19 pandemic was lifted
by federal government of Nigeria, most
manufacturing companies operating in
southern parts of Nigeria were unable
to restart their businesses citing lack of
skills to handle new technological
tools. The significance of this study can
be enumerated into practical and
theoretical. In terms of practical
significance, this study would be
beneficial
to
human
resource
professionals, managers as well as HR
government policymakers in different
industries across the globe by building
the resilience capacity of their
organisations through upskilling and
reskilling of their human resources. On
the other hand, the theoretical
significance of this study is that it will
add to HR body of knowledge; human
resource
management
scholars,
students and other organisational based
researchers would also find it
interesting especially human resource
skills adjustment that has not been
propounded in HR and organisational
literature.

Literature Review and
Hypotheses Development
Human Resource Skills Adjustment
(HRSA)
The year 2020 was a remarkable year
that may not easily be forgotten by
individuals,
organisations
and
government as a result of covid-19
pandemic global health crisis. The
adverse effect that was caused by
coronavirus (covid-19) pandemic has
Kelaniya Journal of Human Resource Management

changed HR policies, strategies and
structures of many organisations.
These global pandemic has also
engendered fear of job losses by
employees in various industries
thereby making unplanned culture of
working from home as new philosophy
for many organisations. However,
since former forms of training have
been utilized before the emergence of
covid-19 pandemic, the new ultimate
approach now is to upskill and reskill
employee’s skills especially in the SubSaharan Africa work environment.
Human resource skills adjustment
(HRSA) is new concept that was
conceived by the authors of this study
as a mechanism for employees’
behaviour, skills, abilities and
knowledge modification to fit into new
workplace order orchestrated by covid19 pandemic and other external
environmental factors. It is a wellknown fact that due to the uncertainties
that befell organisations every hour,
managers and HR professionals cannot
just fold their hands without finding
alternative ways to improve or sharpen
the skills of their employees. This is
what propels the scholars to propound
human resource skills adjustment
(HRSA) as new approach for
upgrading of employee skills. When
there is change in customers’ taste,
product or services, the best thing to do
is for the organisation to adjust to
customer’s demand since they
determine their corporate existence.
Secondly, global sudden change in
ordering of raw materials, travelling
and customer relationship behaviour
such as covid-19 pandemic can be
mitigated through the adjustment of
employee behaviour, attitude and
skills.
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Thus, the researchers propounded two
human resource skills adjustment
(HRSA) dimensions which can be
employed in the workplace by
organisational leaders as upskilling
(US) and reskilling (RS). The World
Economic Forum in 2019 came up with
a finding that skill shortages are given
CEOs sleepless night and the only way
is through upskilling and reskilling
programmes (Apostolopoulos, 2020).
Apostolopoulos (2020) went further to
reveal that it was based on the World
Economic
Forum finding that
TalentLMS, Workable and Training
Journal carried out another survey on
upskilling and/or reskilling in different
organisations and found that: 42% of
companies
stepped
up
their
upskilling/reskilling efforts after the
coronavirus outbreak; 42% of
organisations have pursued training on
their own after covid-19 pandemic
outbreak; 68% of organisations have
invested
in
reskilling/upskilling
training to take care of changes within
the organisation while 65% was
invested to train their workers on new
technologies; 50% of company owners
target both hard and soft skills through
upskilling/reskilling programmes and
that organisations believe strongly that
workers are lacking leadership,
communication/collaboration
and
proactive thinking skills; 91% of
organisations and 81% of employees
agreed
that
upskilling/reskilling
training has boosted their performance
and productivity at work; 62% of
workers agreed that reskilling and
upskilling
programmes
would
positively affect their job level
including their salary. On the other
hand, only 33% and 35%, believed
there has been a significant change in
compensation and advancement within
Kelaniya Journal of Human Resource Management

the organization; 74% of workers
agreed that their managers require
reskilling and upskilling training; 66%
of workers ranked the joy of acquiring
new ideas, knowledge and developing
new skills as top upskilling motivator,
and 80% of workers agreed that
upskilling/reskilling
training
has
boosted their confidence and morale to
perform their work.
Drawing from the above, the
researchers of this study defined
upskilling (US) as a process of teaching
employee’s new competencies; skills,
abilities and knowledge that they
require to perform their current job
while reskilling (RS) is concerned with
retraining employees to help them
adapt to new position which they have
not occupied before. In upskilling,
employees do not need to change their
job rather what they require is to
acquire latest skills needed in their
current job. Reskilling is acquiring
new (fresh) skill entirely to perform
another job different from the one a
worker was performing. For instance,
assuming during covid-19 pandemic,
an employee who is saddled with the
responsibility of packaging finished
products failed to report to duty for
several days as a result of being
infected with the scourge, management
can quickly teach any of the
administrative staff how to use the
packaging machine to complete the
product packaging. In addition,
Chopra-McGowan& Reddy
(2020)
contended that reskilling does not only
man learning new technical skills for
new job but it also refers to acquiring
core
competencies;
adaptability,
collaboration, communication and
creativity. For instance, job position
occupied previously by an employee
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maybe given to another person to
handle that will require the second
employee to adjust his/her behaviour in
order to fit with the current job
position. It has been shown that
upskilling workers improve their
performance as well as that of the
organisation (Rogers, 2020; Lee et al.,
2020; Creighton, 2019). Again, recent
research on human resource skills
adjustment carried out in selected
manufacturing firms in south eastern
region of Nigeria revealed that
upskilling and reskilling promotes
organisational learning dimensions
(Edeh et al., 2021d). On the other hand,
Friedman (2020) posited that in the
phase of uncertainty, HR managers
quite apart from other functional
managers must move away from the
traditional
method
of
training
employees to modern approach of
upskilling. Gurchiek (2020) added
upskilling human resource skills would
drastically reduce displacement of
organisational workforce. Before the
advent of covid-19 pandemic,
McKinsey Global Institute in 2017
predicted that 375 million workers
across the globe would switch jobs or
be upskilled by 2020 as a result of job
computerization
and
artificial
intelligence deployment (Agrawal et
al, 2020). However, reskilling the
workforce in post covid-19 pandemic
workplace will not only improve
employees’ skills, but organisation will
be healthy in terms of skill availability
to withstand their competitors. The
ILO Global Commission on the future
of work in 2019 submitted that skills of
today may not match the jobs of
tomorrow and new skills may become
obsolete quickly (Chopra-McGowan
& Reddy, 2020). The commission went
further to recommend that employers,
Kelaniya Journal of Human Resource Management

governments and employees should
invest more in education and training
of
human
resources
(ChopraMcGowan & Reddy, 2020).
Organisational Resilience
Organisational
resilience
was
introduced into management, HRM
and
organisational
behaviour
disciplines as a remedy to tackle
unforeseen crisis, circumstances or
uncertainties and disruptions that
organisations usually experience as a
result of manmade or natural disaster
(Edeh et al., 2019; Fukofuka et al.,
2017; Ortiz-de-Mandojana & Bansal,
2016; Lee et al., 2013; Lengnick-Hall
et al., 2011; Burnard & Bhamra, 2011;
McManus et al., 2008; Gittell et al.,
2006). In this study, organisational
resilience is the capability of an
organisation to prepare, act, learn,
respond to unexpected disaster, events
or crises and bounce back to normal.
For instance, covid-19 pandemic is a
global crisis that has damaged many
organisations but some organisations
that are resilience consciousness are
not affected negatively due to their
preparedness to handle the situation.
On another hand, other organisations
that are not ready to withstand the
shock of covid-19 pandemic has no
option than to lay-off their workers,
downsize their structures or even exit
from the industry. On the one hand,
some scholars perceived organisational
resilience as organisation’s robustness
to anticipate, absorb shock, survive and
adapt to dynamic environmental
turbulences (Stoverinket al., 2020;
Gonçalves et al., 2019; Ishak &
Williams, 2018; Akgün & Keskin,
2014). The above definition is in
consonant with preparing for disaster
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that is unseen and develop antenna to
withstand any threats arising from the
external environment. The main
essence of organisational resilience is
for organisation to prepare for
unexpected crisis and also plan to
withstand it when it comes (Sanjeev,
2019; Johnson, 2010). Covid-19
pandemic is one unexpected events that
took place across the world without
prior notice to anybody which made it
very difficult for individuals and
organisations all over the world to
understudy the pandemic before
learning. Indicators of organisational
resilience as drawn from literature
include
adaptive
capacity,
organisational learning, and dynamic
capability (Sanjeev, 2019); staff
engagement, innovation & creativity
(Edeh et al., 2021c). Other validated
dimensions of organisational resilience
are situation awareness, adaptive
capacity, management of keystone
vulnerabilities (McManus et al., 2008);
robustness, flexibility, adaptability,
resourcefulness, staff engagement,
resilience ethos, improvisation, agility,
anticipation, innovation & creativity,
responsiveness, redundancy (Mafabi et
al., 2015; Kantur & Say, 2015; Pal et
al., 2014; Lee et al., 2013; Gibson &
Tarrant, 2010; Tompkins, 2007; Coutu,
2002); openness, proaction and
authenticity (Edeh et al., 2019);
avoidance, role dependence, resource
access, critical understanding, goaldirected solution seeking, source
reliance (Somers, 2009; Mallak, 1998);
organisational value, organisational
competitiveness,
organisational
adaptation (Mafabi et al., 2012).
Nevertheless, prior studies on
organisational resilience were also
captured in this paper. The study
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conducted by Ahiauzu and Jaja (2015)
on
process
innovation
with
organisational resilience in public
universities in South-South, Nigeria
revealed that process innovation has
positive significant relationship with
situation awareness, adaptive capacity
and keystone vulnerability. Another
study that examined how strategic
HRM will impact on organisational
resilience revealed that strategic HRM
policies
impacted
organizational
resilience positively (Al-Ayed, 2019).
Meanwhile, organisational resilience
study conducted in Nigerian work
environment shows that organizational
resilience dimensions (organisational
learning, adaptive capabilities) has
positive significant association with
performance of deposit money in Port
Harcourt, Nigeria (Oparanma &
Ulunma,2019). In addition, Kim
(2020) investigations which examined
the relationship between organizational
resilience and employee work-role
performance in post crisis situation
revealed that organizational resilience
has positive significant association
with employees’ intentions for
adaptivity,
proficiency
and
proactiveness of members of the
organisation.
Recent study on
organisational resilience in China
shows that situation awareness,
resource redundancy and building
strong organisational structure are the
ways to improve the resilience of
railway industry in China under covid19 pandemic. Drawing from the above,
this
study
employed
situation
awareness (SA) and adaptive capacity
(AC) based on the previous validation
by Ahiauzu and Jaja (2015); Lee et al.
(2013); and McManus et al., 2008 as
well as their significance in enhancing
organisations proactiveness in times of
Volume 17 | Issue 01 | Page 65
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crisis across different industries. From
the organisational view, situation
awareness (SA) is concerned with
organisation’s ability to assess any
external environment uncertainties and
come up with solutions on how to
withstand such adverse effects (Mafabi
et al., 2012). What this implies is that,
organisations must be consciously
aware of what is happening within and
outsides its surroundings. However, in
order to effectively carry out this
investigation, top level managers must
encourage free flow of communication
amongst various departments in the
workplace (Collier, 2018). This can be
done through knowledge sharing
across departments. On the other hand,
adaptive capacity (AC) refers to
organisation ability to alter its strategy
and
structure
and
withstand
perturbations and disruptions (Starr et
al., 2004).

Relationship between Human
Resource Skills Adjustment
and Organisational Resilience
Human
resource
that
execute
organisational goals need to learn the
modus operandi regarding the new
work culture engendered by covid-19
pandemic through upskilling and
reskilling methodologies. Reshaping,
upgrading and readjustment of skills
required in the present post covid-19
pandemic work environment are very
necessary in withstanding future
occurrences. Thus, HR managers and
other organisational executives that are
saddled with the responsibilities of
coaching and mentoring employees
must embrace human resource skills
adjustment in order to make their
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respective organisations resilience
competent. This is because, a resilience
organisation may not be vulnerable to
disaster or crisis compared to weak
organisations. It is this reason that
Herbane (2019) assert that organisation
that possess adaptive capacity would
hardly face disruptions. In addition,
adjustment and readjustment of human
resource skills are the strengths for
future workplace. The above argument
concerning skill adjustment is the
string that hold organisation firmly
during and after crisis. However,
human resource skills adjustment
(HRSA) which serves as medication to
behavioural and attitudinal skills
modification is related to resilience
capacity
of
organisations
that
distinguishes itself from other
organisations that does not imbibe
resilience consciousness.
From the foregoing, upskilling human
resource would not just improve the
skills of the employees but would
enhance the adaptive capacity of the
organisation. It has been shown that
organisation can be sustained when its
members are acquainted with adaptive
capacity (Kim, 2020; Ahiauzu & Jaja,
2015).
Again, reskilling human
resource strengthens their skills to be
able to know when turbulence or
disaster is about causing havoc to the
organisation
through
situation
awareness consciousness. Studies have
also indicated that organisational crisis
can be mitigated if organisational
members are able to anticipate both
economic and natural disaster through
situation awareness (Al-Ayed, 2019;
Kantur& Say, 2015).
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Figure 1: Conceptual Framework Showing HRSA and OR
Source: Author (2022)
Upskilling (US) and Situation
Awareness (SA)
The skills needed in the organisation
changes overtime and hence requires
that human resource managers and
professionals need to update their
employees’ skills especially in post
covid-19 pandemic work environment
where methods, processes and
technology has changed. Therefore, to
attain the above objective, employee’s
skills must be upskilled to match with
new methodologies of manufacturing,
marketing and service delivery
(Rogers, 2020). It has been shown that
since most employees do not change
their jobs, it therefore implies that for
them to be relevant in the workplace,
their skills must be upskilled so that
they can perform their jobs very well
following government policies of
social distancing and remote working
culture
employed
by
many
organisations (Lee et al., 2020). In line
with the above, organisations that
adopted remote working policies
would upskill their employees’ skills
especially how to work from home
with the use of Zoom, Google Meet,
Skype and Microsoft Teams to mention
Kelaniya Journal of Human Resource Management

but a few. Albeit, upskilling employees
is as a result of the situation awareness
in the business environment which is
eminent during and after covid-19
pandemic. The situation in the external
business environment determines the
type of strategy that would be crafted
by
different
organisations
(Tamunosiki-Amadi & Okolai, 2019).
Thus, business environment scanning
is necessary at every point in time even
when uncertainties are not expected
(Nini, 2020). However, it has been
established that employee skill update
is a strategy for organisational
resilience, competitiveness, growth
and sustainability (Cramer et al., 2018).
It is against this premise the first
proposition is hypothesized.
HA1. Upskilling of employee skills is
directly and positively related to
situation awareness
Reskilling (RS) and Adaptive
capacity (AC)
Reskilling have numerous benefits to
the organisation as well as to the
employee. As a result of the
uncertainties and disruptions in the
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external
business
environment,
managers and other organisational
leaders prepare their employees ahead
of time by reskilling their skills in order
to enhance their capacity to perform
different jobs (Agrawal et al., 2020). It
has been shown that organisation that
do not prepare for uncertainties or
disruptions cannot be sustainable
(Sonnet, 2016). In addition, for
organisational adaptive capacities to be
effective, the skills of every member of
the organisation must be updated to
enable
them
withstand
the
technological changes that would arose
in the future. Skill update usually
improves employees’ chances for
securing future job opportunities in
case they decide to leave their present
organisation.
Reskilling
reduces
employee skill shortage and prevent
disruption of production process
(Chopra-McGowan & Reddy, 2020).
What this implies is that, when
employees are reskilled, it become very
difficult for production to be disrupted.
On another hand, Nathan &
Rajamanoharane (2016) argued that
without skill enhancement most
reputable multinationals would have
extinguished from the world of
business. Drawing from the above
arguments, researchers are of the view
that reskilling employee’s skills would
give organisations an edge over their
competitors and improve their adaptive
capacity to withstand uncertainties.
Based on this premise, the second
proposition is hereby hypothesized.
HA2. Reskilling of employee skills is
directly and positively related to
adaptive capacity
In general, organisational resilience
has been employed in organisational
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studies
and
human
resource
management literature. Albeit, scholars
have empirically examined its
relevance in resolving crisis situations
in the organisation, but the adjustment
of human resource behaviour and
attitudes through upskilling (US) and
reskilling (RS) as an enhancement of
organisational resilience have not been
investigated. This study tends to fill
this gap by investigating the
relationship between human resource
skills adjustment and organisational
resilience in manufacturing companies
operating in Nigeria. Based on this, this
study is aimed at contributing to
organisational resilience literature by
identifying two resilience dimensions;
situation awareness and adaptive
capacity with upskilling and reskilling
which are indicators of human resource
skills
adjustment
in
Nigerian
manufacturing companies.

Theoretical Underpinning
The baseline theory that best explains
human resource skills adjustments and
organizational
resilience
is
contingency theory of socialization
developed by Feldman (1976). The
premise of this theory that there is no
one best way to adjust to organisational
changes rather, new order can be
initiated based on the geographical
work locations of the organisation.
This shows that upskilling and
reskilling of human resource in the
manufacturing industries are the best
strategies to modify skills, capabilities,
knowledge and behaviour of the
workforce to withstand external
disruptions of work methods. In
addition, manufacturing companies in
southern Nigeria are bouncing back to
normal after the pandemic as a result of
Volume 17 | Issue 01 | Page 68
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the utilization of upskilling and
reskilling to adjust the skills of their
human resource personnel.

methodology, and operationalization of
variables (Saunders et al., 2009).
Population and Research Technique

Objectives of the Study
The main objective of this study is to
investigate the effect of human
resource
skills
adjustment
on
organizational
resilience
in
manufacturing companies in Nigeria.
Specifically, this study sought to;
i. investigate the significant effect of
upskilling on situation awareness.
ii. determine the significant effect of
reskilling on adaptive capacity.

Research Methodology

Target population of this study consists
of twenty selected manufacturing firms
in Enugu State totaling three thousand
four hundred (3400) staff. Sample size
of three hundred and forty-four (344)
was drawn from the population using
Krejcie and Morgan (1970) (see; Edeh
et al., 2021a; Edeh et al., 2021b; Eketu
& Edeh, 2015). Simple random
sampling technique was used to select
twenty manufacturing companies from
fifty
registered
manufacturing
companies with Enugu State Ministry
of Commerce & Industry, Nigeria.
Method of Data Collection

Research design employed in this study
is cross-sectional research survey
because it supports the use of
questionnaire to collect data from
participants at once over days, weeks
or months to answer formulated
research
questions
(Aliyu,
Muhammad, Rozilah & David, 2014;
Bryman & Bell, 2007). The research
approach employed in this study is
deductive. Saunders et al. (2009)
accentuates that deductive research
approach supports the collection of
quantitative data that must be analysed,
interpreted
and
simplified
for
policymakers’
consumption.
In
addition, scholars revealed that
deductive research approach owes
more to positivism research philosophy
that support the use of questionnaire for
data collection (Sekaran & Bougie,
2016). Again the features of deductive
research approach include availability
of testable hypotheses, structured
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Questionnaire was used to collect data
from Operations Managers, Middle
Managers,
Human
Resource
Managers, and Supervisors.
The
choice of the above category of
personnel is because of their hierarchy
and experience in manufacturing
companies over the years concerning
resilience and skill adjustment. Three
hundred and forty-four (344) copies of
questionnaire was administered to
twenty manufacturing companies in
one month. When the researchers
returned to retrieve the questionnaire it
was discovered that some of the
participants were unable to complete it
as a result of their tight schedule. It was
found that some respondents that were
able to fill the questionnaire left some
sections unanswered which was sorted
out as invalid. After data cleaning the
study found only three hundred and one
(301) copies of the questionnaire useful
for analysis.
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Measures
Situation awareness was measured
with 5-items validated scale by Rai et
al. (2021), McManus et al. (2007), and
Sonnet (2016). Respondents were
asked to rate their organisation’s
situation awareness on 5-point Likert
scale 5=Very great extent - 1=Very low
extent. Sample of the items include
“our company was able to forecast the
regular disruption to operations”, and
“our company was able to predict the
crisis before it hit our operations”.
Adaptive capacity was measured with
5-items validated scale by Rai et al.
(2021), McManus et al, (2007), and
Sonnet (2016). Respondents were
asked to rate their organisation’s
adaptive capacity on 5-point Likert
scale 5=Very great extent - 1=Very low
extent. Sample of the items include
“our company was able to respond
faster to the changes”, and “our
company is fast recovering from the
losses caused by the pandemic”. On
the other hand, 16-item validated and
tested Human Resource Skills
Adjustment Questionnaire (HRSAQ)
containing upskilling and reskilling
was adapted from Edeh et al. (2021d).
Upskilling was measured with 8-items.
Respondents were asked to rate how
their skills were upskilled to fit the new
work norms on 5-point Likert scale
5=Very great extent - 1=Very low
extent. Sample of the items include
“We have acquired new skills on covid9 protocols in our organization” and
“We are gradually conforming to the
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new normal”. Reskilling was measured
with 8-items. Respondents were asked
to rate how their skills were reskilled to
fit the new work norms on 5-point
Likert scale 5=Very great extent 1=Very low extent. Sample of the
items include “Our company have
taught us new skills that will help us in
another job” and “Covid-19 pandemic
has really helped us to learn that we
can do types of businesses on our
own”.
Validity and Reliability of the
Instrument
Instrument validity was determined
using face validity while Cronbach α
(Cronbach, 1951) was employed to
determine
instrument
reliability.
Dimensions
of
organizational
resilience (situation awareness 0.72;
adaptive capacity 0.81), and human
resource skills adjustment (upskill
0.77; reskill 0.82) fall within 0.7α –
0.8α benchmarks. This supports the
affirmation of instrument reliability
between 0.7 and 0.8 alpha coefficients
by Nunnally & Bernstein, (1994).
Method of Data Analysis
The study employed linear regression
with the aid of IBM SPSS Statistics
(20.0) to analyse the hypotheses.
Participants’ demographic profiles
such as gender, age bracket, number of
years in the company, educational
qualification was analysed with
frequency distribution.
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Analysis & Results
Table 1: Demographic profiles of respondents
Demographics Profiles
Gender
Male
Female
Age Bracket
51 years & above
41-50 years
31-40 years
18-30 years
Years in the Industry
6-10 years
11 years & above
1-5 years
Educational Qualifications
PhD Degree
Master degree
Bachelor degree
Source: Field Survey (2022)

Frequency

Percentage (%)

206
95

68.4
31.6

72
125
56
48

23.9
41.5
16.6
15.9

131
93
77

43.5
30.9
25.6

42
124
135

14.0
41.2
44.9

Demographic profiles of respondents
revealed
that
206
participants
representing 68.4% were males; while
95 participants representing 31.6%
were females. On another hand, 72
participants representing 23.9% are
within 51 years and above; 125
participants representing 41.5% are
within 41-50 years; 56 participants
representing 18.6% are within the age
brackets of 31-40 years; and 48
participants representing 15.9% are
within 18-30 years. On the number of
years worked with the manufacturing
companies;
131
participants
representing 43.5% have worked with
their company between 6-10 years; 93
participants representing 30.9% have
worked with their company between 11
years and above, and 77 participants
representing 25.6% have worked with
their company between 1-5 years and
above. Educational qualifications of
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the participants revealed that 38
participants representing 12.6% hold
PhD
degree;
84
participants
representing 27.9% hold Master
degree; 54 participants representing
17.9% hold diploma certificates; and
125 participants representing 41.5%
hold Bachelor degree.
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Table 2: Results of Hypotheses
Testing
0.790a
0.892a
R
2
0.624
0.795
R
0.623
0.794
Adjusted
R2
22.286
34.040
T-stat.
Beta (β)
0.790*
0.892*
3.90
3.90
Df
301
301
N
496.668
1158.688
Fstat.
0.039
0.026
Std. error
0.000
0.000
Sig.
Predictor: Human Resource Skills
Adjustment (HRSA). Criterion:
Organisational Resilience (OR)
Regression results of hypothesis one
and two on table 2 revealed that human
resource skills adjustments have
significant effect on organizational
resilience. Specifically, upskilling has
significant effects on situation
awareness with high correlation
(p<0.05; β = 0.790*). R2 of the model
shows that 79% of the total variation in
upskilling can be explained by
situation awareness. The difference
between R2 and adjusted R2 are less
than 5% which indicates no sample
error. Goodness of fit for the model
was authenticated to be significant
since
F-statistics
(496.668**)
calculated is greater than tabulated (1,
299 = 3.90). From the result, it was
shown that sig. < 0.05 which implies
that the null hypothesis is rejected and
alternate hypothesis accepted. Based
on the above decision rule; the overall
results revealed that upskilling
predicted
situation
awareness.
Secondly, it was also shown from the
table 2 that reskilling has significant
effect on adaptive capacity with high
correlation (p<0.05; β= 0.892*). R2 of
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the model shows that 62% of the total
variation in reskilling can be explained
by adaptive capacity. The difference
between R2 and adjusted R2 is less than
5% which indicates no sample error.
Goodness of fit for the models was
confirmed to be significant because Fstatistics (1158.688**) calculated is
greater than the tabulated (1, 299 =
3.90). From the result, it was revealed
that sig. < 0.05 which indicated that the
null hypothesis is hereby rejected and
alternate hypothesis accepted. Based
on the above decision rule; the result
revealed that reskilling predicted
adaptive capacity.

Discussion
Drawing from the results it was found
that human resource skill adjustment
has significant effect on organisational
resilience. This implies that human
resource skill adjustment has the
capacity to enhance organizational
resilience in turbulent times such as
covid-19 pandemic. The findings of
this study are in congruence with prior
empirical studies such as Al-Ayed
(2019); Oparanma and Ulunma (2019);
Ahiauzu and Jaja (2015). However, it
was discovered from the analysis that
hypothesis one result revealed that
upskilling has significant positive
effect on situation awareness. This is in
line with Ahiauzu and Jaja (2015)
result which showed that process
innovation has positive significant
relationship with situation awareness,
adaptive capacity and keystone
vulnerability. Furthermore, hypothesis
two result shows that reskilling has
significant positive effect on adaptive
capacity. This result corroborates with
Al-Ayed (2019) finding which
revealed that strategic human resource
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management practices have significant
effect on organisational resilience
dimensions such as adaptive capacity
and agility. Another similar result by
Oparanma and Ulunma (2019) shows
that organisational learning, adaptive
capabilities has significant positive
correlation with high performance of
deposit money banks in Nigeria.
Another research that corroborated
with the findings of this study is Mama
and Onuoha (2020) study on
organisational sensing. Their result
revealed that organisational sensing
has significant positive effect on
organisational resilience dimensions
measured with adaptive capacity and
agility.

Conclusion
Based on the findings, the study
concludes that human resource skills
adjustments measured in terms of
upskilling and reskilling enhances
organisatiaonal resilience. The study
recommends
that
manufacturing
industry should train their employees

to be able to withstand the pressure that
was triggered by Covid-19 pandemic.
In
addition,
human
resource
professionals and experts should adopt
upskilling and reskilling as an
instrument for constant transformation
of their workforce to enhance the
organisational
performance,
prosperity, survival and sustainability
of their organisation. One of the
implication of this research is that
upskilling of employees’ skills is
paramount to building the resilience
capacity of any organisation especially
in times of crisis such as Covid-19
pandemic as well as other challenging
disruptions that may be triggered by
external work environmental factors
such as technology. Secondly, where
there is a sudden change in the skills
required to achieve the goals of the
organisation, it is the responsibility of
human resource professionals to
organise a training programme or
workshop that would be targeted at
adjusting the skills (reskilling) of the
workforce.
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