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1  Introduction

Pandemic outbreaks, geopolitics, weather disasters, and 
changing demographics, coupled with economic crises and, 
recently, an enormous spread of artificial intelligence (AI) 
tools usage pose challenges to both organizations and their 
employees (Liang & Cao, 2021; Wut et al., 2022; Simón et 
al., 2024; Schwaeke et al., 2025). To remain viable, business 
entities need to rethink their processes and systems while 
responding to resource scarcity, including that of skilled 
employees, new legal regulations, or pressure from external 
stakeholders (Tonkin et al., 2018). Consecutively, certain 
demands are placed on employees leading to work intensi-
fication and work stress (Cooke et al. 2019b). Additionally, 
given competitive and partially disruptive work environ-
ments (Schilbach et al., 2021), employees might feel job 
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Abstract
Employee resilience refers to a developable capacity to bounce back from adversity, to adapt and even thrive in response 
to challenging events. As a result of economic, social and environmental challenges organizations are facing and given 
the turbulent work environment, interest in employee resilience has been increasing, leading to a growth in the number 
of publications. The aim of this paper is to reveal how this literature on employee resilience is currently structured. For 
this, a bibliometric analysis of documents collected from Scopus database, including performance analysis, co-citation 
analysis, and co-word analysis, was conducted. Such analysis provided an overview of the construct and allowed to 
identify thematic clusters. After that, a qualitative analysis of TOP20 most cited articles was carried out to define future 
research avenues. The results revealed the existence of five thematic clusters: (1) employee resilience as a capacity of 
positive organizational behaviour and dimension of psychological capital (green cluster); (2) Job Demands-Resource 
theory as a lens for understanding employee resilience (purple cluster); (3) Conservation of Resources theory as a lens for 
understanding employee resilience (red cluster); (4) leadership as a driver of employee resilience (blue cluster); and (5) 
deeper disclosure of employee resilience: the fundamental question requires further elaboration (yellow cluster). Turning 
to future research avenues, seven were disclosed: digital transformation and employee resilience; demographics shaping 
employee resilience; improvements in research design and measurement; bringing employee resilience into the domain 
of HRM; linking employee resilience with organizational resilience; antecedents of employee resilience; and outcomes 
of employee resilience. The current paper is expected to guide a new wave of research by providing an overview of the 
current status of the knowledge base.
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insecurity, a sense of meaninglessness at work and finally 
might experience a decline in well-being (Al Nahyan et al., 
2024; Molnár et al., 2024). Earlier studies claim that some 
employees are more successful in responding to unexpected, 
challenging, complex events at work than others under sim-
ilar circumstances (Caniëls & Hatak, 2022; Dalgic et al., 
2023). This can be explained by the concept of employee 
resilience (Britt et al., 2016; Cooke et al., 2019a).

Employee resilience is seen as a positive emotion, 
a developable capacity to bounce back from adversity 
(Luthans, 2002b), and a capacity to continually adapt and 
flourish at work (Kuntz at al., 2016). It refers to employee 
strength, perseverance, and recovery in the face of adversity 
(Linnenluecke, 2017). More precisely, it implies successful 
coping and adaptation despite experiencing difficulties and 
potential loss (Dalgic et al., 2023).

Lately, the topic of employee resilience has gained 
increased attention due to several reasons. On the one 
hand, seeing the priority for employee well-being (Guest, 
2017) it is highly essential to address the employee capaci-
ties, including resilience, allowing for the restoration of 
their equilibrium while encountering difficulties. On the 
other hand, in the light of intensive global competition, the 
contribution of resilient staff to higher organisational per-
formance is also well documented (Wang et al., 2014). As 
such, employee resilience is viewed as an important source 
of competitive organizational advantage (Zhu et al., 2019) 
increasing general interest in it.

Previous studies on employee resilience focused their 
attention mainly on greater definitional clarity (Fisher et al., 
2019), job demands that trigger adversity (Plimmer et al., 
2023), resilience outcomes (Ojo et al., 2021; Shoss et al., 
2018), and the way employee resilience could be developed 
(Tonkin et al., 2018). The attempts to explore the concept 
in depth resulted in systematic literature reviews (Fisher et 
al., 2019; Hartmann et al., 2020) or fundamental theoretical 
papers (Galy et al., 2023). However, for employee resilience 
to be a useful and valid concept, a call for solid understand-
ing of the construct must be answered (Klein et al., 2003; 
Linnenluecke, 2017). This gap is further amplified by the 
World Economic Forum (2025), underscoring the need for 
resilience as one of the core competencies in the job mar-
ket in 2030. Gathering knowledge of the existing literature 
and recognising trends, patterns, and research prospects can 
help close this gap. Bibliometric analysis is well fit for such 
purposes.

Thus, the current paper aims to reveal how the literature 
on employee resilience is currently structured. This was 
done using bibliometric analysis and later performing a 
qualitative analysis of TOP20 most cited articles.

The paper contributes to the scientific literature in sev-
eral ways. First, based on a bibliometric analysis, the paper 

describes the intellectual structure of the employee resil-
ience literature by identifying five thematic clusters. This 
corresponds to the previous calls in the literature (Fisher 
et al., 2019; Hartmann et al., 2020) to better understand 
employee resilience and its connection in the organizations. 
Second, the paper introduces seven research avenues that fit 
the new economic, technological, and social landscape of 
the business environment. These research avenues have the 
potential to inspire fruitful future studies and add value to 
further understanding of employee resilience.

The paper is structured as follows. It begins with a 
brief overview of employee resilience construct. Next, the 
research methodology is explained. The paper then delves 
into results of bibliometric and future trends’ analyses 
before concluding with final remarks and limitations.

2  Literature review

The term “resilience” is not a recent discovery; it is rooted 
in the physical sciences with intention “to describe the 
capacity of a material to return to its initial state after being 
exposed to a force or an impact” (Galy et al., 2023, p. 2). 
While introducing the concept to the social sciences, more 
specifically in psychology and management fields, the ini-
tial core principle has been preserved (Galy et al., 2023).

Turning to the management field, employee resilience 
started to gain its popularity in the 1990s (Wang et al., 
2014). Earlier definitions highlighted the ability to bounce 
back in the face of adversity (Britt et al., 2016). Following 
Luthans (2002b, p.702), employee resilience implies “the 
positive psychological capacity to rebound, to ‘bounce back’ 
from adversity, uncertainty, conflict, failure or even posi-
tive change, progress and increased responsibility”. Recent 
studies have extended this definition by including growth 
and development referring to resilience as the capacity “to 
utilize resources to continually adapt and flourish at work, 
even when faced with challenging circumstances” (Kuntz et 
al. 2016, p. 460). Such modern view claims that resilience is 
a behavioral capacity which can be developed over the time 
(Kuntz et al. 2017a). It is demonstrated not only in response 
to major crises but also while dealing with work-related 
challenges (Näswall et al., 2019). In other words, employee 
resilience is a developable day-to-day capacity (Franken et 
al., 2020).

Scholars argue that employee resilience is a multifac-
eted and multilevel construct (Liu et al., 2019) and, accord-
ingly, different views on it are not mutually exclusive 
but complementary. For instance, in scientific literature, 
employee resilience is viewed as a stable personality trait, 
a state-like developable capacity, or a process (Kossek & 
Perrigino, 2016). Each view contributes to the knowledge 
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by underlining distinct aspects: from the process perspec-
tive, resilience mechanisms and resilience-promoting fac-
tors are at the centre of attention, while representatives of 
“a state-like developable capacity” approach see resilience 
as a capacity that can be enhanced and is malleable in the 
long run (Hartmann et al., 2020). Still, despite the diverse 
understanding of the construct, at least two general points 
of consensus are evident (Fisher et al., 2019). First of all, 
adversity is needed, as without the experience of difficulties 
or hardship, there is nothing to be resilient against. The sec-
ond point of consensus refers to the occurrence of positive 
adaptation in the face of adversity.

Building on different views, Kuntz (2020) argues that 
employee resilience encompasses three core aspects: (1) a 
protective factor evolving from a set of personal attributes 
that enables individuals to restore a state of well-being after 
experiencing adversity’ (2) a dynamic cognitive-emotional 
process of utilizing personal, social, and environmental 
resources in order to adapt to different stressors; and (3) the 
capability to proactively develop resources as preparedness 
factors not only to cope with but also to thrive while deal-
ing with significant challenges at work. As such, employee 
resilience can be seen as a ‘must-have’ capability in order to 
successfully navigate the contemporary work environment. 
Furthermore, it should also be noted that resilience might 
be context-based, (Kuntz, 2020) meaning that context may 
play a critical role in demonstrating this capacity. This pres-
ents additional challenges for practitioners, as the nature of 
resilience - being context-dependent and a capacity that can 
be progressively developed (Franken et al., 2020) -requires 
both exceptional and individualized attention within organi-
zational settings.

Summing up, employee resilience is seen as a relevant 
factor in maintaining psychological functioning of employ-
ees under stressful conditions (Kunzelmann & Rigotti, 
2021; Britt et al., 2016).

Based on the review of the relevant literature, four 
research questions were formulated:

RQ1. What are the volume, growth trajectory, and 
regional distribution of scholarship on employee resilience?

RQ2. Which journals, subjects, and authors form the core 
on employee resilience and what are co-author affiliation 
countries?

RQ3. What is the intellectual structure of employee resil-
ience literature, such as its underlying themes (thematic 
clusters)?

RQ4: What are the main research streams and fruitful 
paths for future research in employee resilience field?

By reviewing a field of research and its influential publi-
cations the paper broadens the scope of the knowledge base 
regarding employee resilience and sheds the light on future 
research avenues.

3  Methodology

Bibliometric analysis has become increasingly prominent in 
recent decades (Kainzbauer & Rungruang, 2019; Zhang et 
al., 2024a). It refers to a systematic study carried out on pre-
viously published scientific literature for the identification 
of patterns, trends, and impact within a certain field (Pas-
sas, 2024). The popularity of bibliometrics stems from two 
aspects, namely its applicability in handling large volumes 
of scientific data and its significant contribution to research 
impact (Donthu et al., 2021; Passas, 2024). Research-
ers employ this analysis for multiple purposes, including 
uncovering emerging trends in article and journal perfor-
mance (for instance, number of total publications, most pro-
ductive authors, journals with higher number publications 
within the field), collaboration patterns (for instance, co-
authorship analysis), and research constitutes, and finally, 
to explore the intellectual structure of a specific domain 
within the already-existing literature (Donthu et al., 2021; 
Passas, 2024). While engaging in bibliometric analysis, a 
couple of aspects should be taken into consideration. First, 
data is often extensive with respect to the number of publi-
cations. Second, even when data itself is objective in nature 
(for instance, occurrences of keywords), its interpretation 
might be subjective or objective, depending on techniques 
and procedures (Donthu et al., 2021; Passas, 2024).

The current paper employed bibliometric analysis as it 
enabled exploring what has already been published in rela-
tion to employee resilience and what the future holds for the 
development of the topic. Additionally, a qualitative analy-
sis was conducted on the suggestions for future research and 
limitations of TOP20 most cited publications of the sample, 
further strengthening the understanding of the prospects of 
the research field (Ferrigno et al., 2023). Such methodologi-
cal approach effectively supports attainment of the aim of 
this research.

The search was conducted in the Elsevier Scopus data-
base as it is the largest database, providing thorough and 
reliable coverage (Dastane & Haba, 2023). “Employee 
resilience” was mapped out throughout the whole data-
base within article titles, abstracts, and keywords, without 
excluding any disciplines as the concept is still encapsulated 
in people management areas. The only limitations were the 
document type (article, book chapter, conference paper, 
review, book) and language (English) which excluded 10 
articles from the original 431, leaving 421 as the sample for 
analysis:

TITLE-ABS-KEY ( “employee resilience” ) AND ( LIM-
IT-TO ( LANGUAGE, “English” ) ) AND ( LIMIT-TO ( 
DOCTYPE, “ar” ) OR LIMIT-TO ( DOCTYPE, “ch”) 
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conceptual frameworks, and the future research agenda on 
employee resilience. This approach is well-suited to iden-
tifying key theories of the field and strengthening them by 
highlighting major research patterns and gaps to inform 
future academic progress.

4  Results

The results are further presented with respect to the research 
questions.

4.1  RQ1. Volume, growth trajectory, and regional 
distribution of scholarship on employee resilience

The following figures and analyses reveal clear trends in 
increasing interest in exploring employee resilience. In 
the Scopus database, the term “employee resilience” was 
first used in 2006. From 2006 to 2013, there was 1 research 
including “employee resilience” published every two years. 
Year 2016 spiked with 16 documents and since 2018, the 
term has been gaining increasing interest with a slight dip 
in 2022. Years 2024 and 2025 appear to be the most pro-
ductive with over 100 articles published every year. Cur-
rently (December 2025), there are 421 documents in the 
research scope that mention “employee resilience”, out of 
which there 375 are articles, 21 book chapters, 15 confer-
ence papers, 7 reviews, and 3 books. The growth trajectory 
is revealed in Fig. 2.

The heat map (Fig.  3) visualizes the territories where 
the knowledge on employee resilience is produced. Most 
publications are affiliated with Chinese (74), Indian (51), 
and USA (51) institutions. Overall, Asia is predominant 
in research on the topic with 236 institution affiliations in 
the scope of publications, European context is the second 
(132), followed by Middle East (75), Oceania (65), North 
America (64), Africa (23) and Latin America (8). Thus, the 
topic appears to be inherent mostly to the northern hemi-
sphere, however, is distributed across the conventional East 
and West researchers.

OR LIMIT-TO ( DOCTYPE, “cp” ) OR LIMIT-TO ( 
DOCTYPE, “re” ) OR LIMIT-TO ( DOCTYPE, “bk” ) ).

Given that employee resilience is not a broad concept, the 
timeline of publications was not limited. This research 
includes every publication in scope, excluding the above-
mentioned limitations only. The search and initial data anal-
ysis of the documents were performed in December 2025 
and are depicted in Fig. 1.

This research used two main blocks for conducting bib-
liographic data analysis, namely performance analysis and 
science mapping. As regards performance analysis, it exam-
ines the contribution of research constituents to a given field 
and is descriptive in nature. Meanwhile, science mapping 
analyzes the relations between research constituents and 
focuses on intellectual interaction and structural connec-
tions (Donthu et al., 2021).

Turning to the current paper, performance analysis was 
employed using the sources available on Scopus after per-
forming the document search. Analysing different constitu-
ents of the data enriches the research by highlighting the top 
researchers, journals, and geographic areas in focus. This 
research included the following metrics: documents by year, 
source, source normalized impact per paper (SNIP) by year, 
documents by author, affiliation and its country, and subject 
area.

Further, descriptive research was strengthened by exam-
ining the relationships between the above-mentioned dif-
ferent research constituents, i.e. by conducting science 
mapping. Science mapping techniques used in this research 
included co-author analysis, co-author country analysis, 
co-word analysis, co-citation analysis, and topical biblio-
graphic coupling. VOSviewer was selected as the main tool 
for data manipulation and analysis in science mapping as it 
provides flexibility and is easy to use (Arruda et al., 2022). 
This approach enables visualising and defining the trends in 
employee resilience research.

The employed methodology allows researchers to explore 
employee resilience in depth. The results in the following 
section offer a structured overview of the field by examin-
ing publication trends, scholarly sources and contributors, 
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Fig. 2  Documents per year. Source: Authors’ own creation
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Fig. 1  Scopus search logic. Source: Authors’ own creation
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International Journal of Human Resource Management (9), 
Sustainability (Switzerland) (9) (see Fig. 4). Additionally, 
the source normalized impact per paper (SNIP) by year 
reveals that the most cited source is International Journal of 
Human Resource Management (see Fig. 5).

The sources publish the research on “employee resil-
ience” under the areas presented in Fig. 6. The majority of 
research was conducted under Business, Management and 
Accounting (33%) subject area. Social Sciences (17%) and 
Psychology (14%) were also among the core subject areas 
for analyzing “employee resilience”. This finding dem-
onstrates that resilience, being a “common phenomenon 
resulting from normal or basic human adaptation processes” 
(Bardoel et al., 2014, p. 281) and originating from clinical 
psychology field (Wang et al., 2014) has been receiving 
increasing attention on business and society level.

The most productive authors were S. Malinen with 10 
publications and K. Näswall with 8 publications, both affili-
ated with the University of Canterbury, Christchurch, New 
Zealand (see Fig.  7). The main institutions with which 
authors working on “employee resilience” were affiliated 
were University of Canterbury (18 documents), Monash 

Seeing that the prior research has indicated that resilience 
might be context-dependent (Kossek & Perrigino, 2016; 
Hartmann et al., 2020), there is a call to expand empirical 
studies to other regions globally in order to develop a more 
comprehensive understanding of employee resilience itself, 
as well as its antecedents and outcomes, which may be influ-
enced by economic, political, legal, and other factors at the 
country or regional level. RQ2. The core journals, subjects, 
and authors working with employee resilience, as well co-
author affiliation countries.

4.2  RQ2. The core journals, subjects, and authors 
working with employee resilience, as well co-author 
affiliation countries

Looking retrospectively, 2016 was the year that started the 
avalanche of “employee resilience” after which the snow-
ball rolled down, and an increased interest is still visible. 
In 2016, Industrial and Organizational Psychology jour-
nal (Volume 9, Issue 2) attracted 8 publications directly 
related to the concept of “employee resilience”. Most rel-
evant sources for “employee resilience” research are: Fron-
tiers in Psychology (14 articles), Current Psychology (9), 

0 2 4 6 8 10 12 14

Personnel Review
Journal of Organiza�onal Effec�veness

Interna�onal Journal of Contemporary Hospitality…
Interna�onal Journal of Hospitality Management

Industrial and Organiza�onal Psychology
Sustainability Switzerland

Interna�onal Journal of Human Resource Management
Current Psychology

Fron�ers in PsychologyFig. 4  Sources on “employee resil-
ience”, publication count TOP9. 
Source: Authors’ own creation
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stems throughout the globe, with authors cooperating to 
understand and build a more resilient workforce, analyzing 
it from different scientific perspectives (see Fig. 6).

4.3  RQ3. The intellectual structure of employee 
resilience literature: thematic clusters

With the aim to reveal the underlying themes, the two tech-
niques of science mapping were used: co-word analysis and 
co-citation analysis.

Co-citation analysis allows not only to find the most 
influential publications, but also makes it possible to dis-
cover thematic clusters. Meanwhile, a co-word analysis 
could be used as a supplement to enrich the understanding 

University (15 documents), and RMIT University (11 
documents).

Building on the information from the performance anal-
ysis, it is worthwhile exploring the relationships among 
countries. Figure 8 presents the co-authorship analysis and 
reveals that employee resilience is not an isolated topic. It 

0 2 4 6 8 10

Bartram, T.
Kuntz, J.
Malik, P.

Prayag, G.
Cooke, F.L.
Näswall, K.
Malinen, S.

Fig. 7  Documents by author. Source: Authors’ own creation
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capacity of positive organizational behavior (POB) and 
dimension of psychological capital (green cluster); (2) Job 
Demands-Resource (JD-R) theory as a lens for understand-
ing employee resilience (purple cluster); (3) Conservation 
of Resources (COR) theory as a lens for understanding 
employee resilience (red cluster); (4) leadership as a driver 
of employee resilience (blue cluster); and (5) deeper disclo-
sure of employee resilience: fundamental question requires 
further elaboration (yellow cluster). These clusters are 
described further in the paper.

Green cluster: Employee resilience as a capacity of 
positive organizational behavior (POB) and dimension of 
psychological capital. Actually, the concept of resilience 
has been embedded in the field of positive psychology in 
general, and positive organizational behavior in particular 
(Luthans 2002b; Luthans et al., 2007a, b, 2024). Accord-
ing to Luthans (2002a, p. 59), POB refers to “the study 
and application of positively-oriented human resource 
strengths and psychological capacities that can be mea-
sured, developed, and effectively managed for performance 
improvement in today’s workplace”. Building on the POB 
definition, only the psychological construct that meets the 
five criteria can be included in POB, namely: theory-and 
evidence-based, positively-oriented, validly and reliably 
measurable, open to development and management, and 
related to desired and measurable work attitudes, behaviors, 
and performance criteria (Luthans 2002a, b; Luthans et al. 
2007a, b). Only four constructs, including hope, resilience, 
optimism, and self-efficiency meet the inclusion criteria 
and have been termed psychological capital or PsyCap or 
the HERO within (Luthans & Youssef, 2007; Youssef & 
Luthans, 2007; Luthans & Youssef-Morgan, 2017).

about the previously discovered thematic clusters as the 
themes formed through the commonalities in publications 
tend to be relatively general, and thus, the use of co-word 
analysis can help elaborate on the content of each thematic 
cluster (Donthu et al., 2021).

Thus, to examine the variety of areas that “employee 
resilience” concerns, a co-word analysis was deployed. It 
included keywords (minimum 5 occurrences of keywords 
are considered) to explore the existing and define future 
relationships among topics. A temporal dimension was 
considered to analyze the trends in “employee resilience” 
research (see Fig. 9). It is clear that “employee resilience” 
gained increased momentum in 2022. The most current 
publications in the sample concentrated on crisis manage-
ment in relation to the COVID-19 pandemic. Additionally, 
new terms are emerging, such as “job crafting”, “authen-
tic leadership”, “psychological empowerment”, “artificial 
intelligence”, “digital transformation”, “employee agility”, 
“innovative performance”, “transformational leadership”, 
“anxiety”, “epidemiology”, “sars-cov-2”, “severe acute 
respiratory syndrome”, “psychological stress”, “work-
load”, “nurses”, and “self-concept”. Moreover, a strategic 
approach of HRM is under revival in the contemporary lit-
erature where the role of females is highlighted (e.g. Anas-
tasopoulou et al., 2023; Bridges et al., 2023).

Co-citation analysis (unit of analysis – cited authors 
with a minimum number of 20 citations) was performed to 
analyze the interconnectedness among topics and research 
areas of the most prominent authors in the field (Fig. 10). 
This is most suited to analyzing the research that has been 
impactful, though might not reveal future areas strongly.

The analysis of “employee resilience” revealed the fol-
lowing thematic clusters: (1) employee resilience as a 

Fig. 8  Co-author affiliation 
countries. Source: Authors’ own 
creation
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Studies grouped in this cluster view resilience as one of 
the PsyCap constructs. Building on the definition provided 
by Luthans (2002b) (see the literature review part), resil-
ience is viewed as a positive capacity with the intention to 
bounce back from adverse events. Resilience is not seen as 
an extraordinary, special gift that only a few people pos-
sess; on the contrary, it refers to a learnable capacity that 
can be developed (Luthans, 2002b). Moreover, employee 
resilience is not only about reactive recovery but also 
about proactive learning and growth through overcoming 
challenging events, which might be negative and positive 
but potentially overwhelming (Youssef & Luthans, 2007). 
Additionally, individuals may become more resilient each 
time they effectively bounce back from a previous setback 
(Luthans et al., 2007a). Going further, Masten and Wright 
(2009) underlined that resilience arose from many processes 
and interactions – not only personal features were relevant, 
but environment aspects, such as social support, also might 
enhance resilience. This means that resilience can be devel-
oped through asset-focused, risk-focused, and process-
focused strategies (Youssef & Luthans, 2007). Avey et al. 
(2009, p. 682) claimed that resilience was “the most impor-
tant positive resource to navigating a turbulent and stressful 

Fig. 10  Co-citation analysis. Source: Authors’ own creation

 

Fig. 9  Temporal co-word analysis. Source: Authors’ own creation
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two basic assumptions: people have to invest their resources 
in order to deal with stressful situations and prevent them-
selves from having negative consequences; and people must 
invest resources in order to protect against future resource 
loss, recover their resources, and gain new resources (Sala-
nova et al., 2010). Moreover, resource losses have a more 
acute impact than resource gains (Hobfoll, 1989).

COR theory in relation to employee resilience is applied 
in several ways. First, resilience as an individual resource 
can be used to reduce the strains and stresses. Cooke et al. 
(2019b) claimed that COR theory was beneficial in under-
standing the role resources, including resilience, could play 
in mitigating the effects caused by the stressor. Second, 
COR theory provides an explanation for the value of resil-
ience-enhancing practices. Based on COR theory, Bardoel 
et al. (2014, p. 283) argued for need to identify a set of HRM 
practices that “will enable employees to develop and main-
tain resources and enhance employee resilience”. Cooke et 
al. (2009 b) demonstrated that supportive leadership behav-
ior and co-worker support served as antecedents of higher 
employee resilience.

Blue cluster: leadership as a driver of employee resil-
ience. The studies within this cluster mainly focus on the 
relationship between different types of leadership and 
employee resilience. Incidentally, this cluster is character-
ized by additional three key features. First, some studies 
were conducted in particular industries reflecting the claim 
in the literature that resilience may be context-dependent 
(Kossek & Perrigino, 2016). Second, couple of studies were 
conducted in the face of “significant adversity” (Britt et 
al., 2016) it being a COVID-19 pandemic or earthquakes. 
Third, the cluster includes general papers on methodologi-
cal techniques given that the objectives of several studies on 
resilience were attained through the application of sophisti-
cated research methods (Sarstedt et al., 2022).

Turning to a concrete example, Prayag et al. (2024) 
investigated the link between the resilient leadership and 
employee resilience in tourism organizations and found 
that resilient leadership behaviors in the early stages of the 
pandemic enhanced both employee and organizational resil-
ience. That said, a huge bulk of studies conducted by Prayag 
and colleagues addressed one specific industry, namely the 
tourism sector (Prayag, 2018; Prayag et al., 2020). Another 
example in this cluster refers to work of Li and Zhang 
(2022), where, based on a two-wave time-lagged data from 
85 team leaders and 417 employees, it was demonstrated 
that authentic leadership positively affected resilience. More 
recently, Zhang et al. (2024b) found that resilient leadership 
impacted employee resilience during crises in tourism and 
hospitality firms. Moreover, felt responsibility, belief resto-
ration, and calling played the role of mediators.

workplace” due to its capacity to restore other HERO states 
(self-efficacy, hope, and optimism) after something chal-
lenging has happened (Luthans et al., 2007b).

Purple cluster: Job Demands-Resource (JD-R) theory as 
a lens for understanding employee resilience. Relying on 
the JD-R theory, all job-related attributes can be classified 
into two categories: job demands and job resources (Bakker 
& Demerouti, 2007, 2017; Bakker et al., 2023; Demerouti, 
2025). Demerouti et al. (2001, p. 50) defined job demands 
as “those physical, social, or organizational aspects of the 
job that require sustained physical or mental effort and are 
therefore associated with certain physiological and psycho-
logical costs” (p. 501). Examples could include a high work 
pressure, emotionally demanding interactions with custom-
ers or role ambiguity. In the meantime, job resources can be 
characterized as “those physical, social, or organizational 
aspects of the job that may do any of the following: (a) be 
functional in achieving work goals; (b) reduce job demands 
and the associated physiological and psychological costs; 
(c) stimulate personal growth and development” (Demer-
outi et al., 2001, p. 501). Examples of job resources are 
autonomy, skill variety, constructive feedback, and social 
support from colleagues.

JD-R theory in relation to employee resilience is applied 
in several ways. First, resilience is viewed as a psychologi-
cal resource that may “buffer” the negative effects of job 
demands and accordingly allow to maintain or enhance 
some positive attitudes of employees. For instance, Cooke 
et al. (2019a) and Lu et al. (2023) used the JD-R model as 
a theoretical framework to examine the process through 
which employee resilience affected employee engagement 
as individual resource. Second, various job resources, trig-
gering motivational process, are seen as relevant aspects 
for nurturing resilience (Bakker et al., 2023). As stated by 
Maley et al. (2024, p. 76), “resources provide individuals 
with the opportunity to both lessen the likelihood of adver-
sity and support recovery from, growth beyond, and adap-
tation to, challenging events”. Among such resources, the 
prior studies identified sustainable human resource man-
agement practices (Lu et al., 2023) or high performance 
work systems (HPWS) (Cooke et al. 2019a). Finally, job 
demands, especially hindrance demands, are seen as under-
mining employee resilience (LePine et al., 2005). For 
instance, Plimmer et al. (2023) found that job insecurity, 
unclear job and organizational goals, and interagency col-
laboration negatively affected resilience.

Red cluster: Conservation of Resources (COR) theory as 
a lens for understanding employee resilience. Developed 
by Hobfoll (1989, 2011), COR theory claims that “people 
strive to retain, protect, and build resources and that what 
is threatening to them is the potential or actual loss of these 
valued resources” (Hobfoll, 1989, p. 513). COR theory has 
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further elaborate the concept, building on the existing focus 
areas and exploring new ones.

4.4  RQ4: Future research avenues in employee 
resilience field

Besides identifying the five above-mentioned clusters that 
represent the current topics of interest emerging from works 
on employee resilience, the intention is also to discuss the 
research avenues that could be investigated by future stud-
ies. For this reason, in this subchapter, the previous bib-
liometric data is supported with the insights of the future 
opportunities to build on “employee resilience” by engag-
ing with TOP20 most cited articles from Scopus database 
that concern the topic (Appendix 1). After the researchers 
read these TOP20, future research avenues were provided 
through a qualitative analysis.

4.4.1  Research avenue: 1. Digital transformation and 
employee resilience

Rapid advancement of digital technologies, including Artifi-
cial Intelligence (AI), is fundamentally changing the nature 
of work and organizations (Yin et al., 2024; Schwaeke et 
al., 2025). As the transformation of human–technology rela-
tions are more than obvious, discussions on human aug-
mentation or replacement are growing (Dégallier-Rochat et 
al., 2022). In this light, two core concerns need attention 
in further studies. The first one refers to “how to bolster 
employee and organizational resilience to disruption from 
new technologies” (Trenerry et al., 2021, p. 2). The second 
one is about the key factors important for an organization’s 
overarching digital transformation. Earlier studies demon-
strated that digital transformation was influenced by multi-
ple factors at the individual, group and organizational levels 
and, accordingly, workplace resilience and adaptability, and 
team adaptability and resilience were among them (Tren-
erry et al., 2021, p. 2). Therefore, there is a call to analyze 
employee resilience as antecedent and outcome of digital 
transformation.

4.4.2  Research avenue: 2. Demographic shaping of 
employee resilience

Previous studies concluded that employee resilience as a 
behavioral capability resulted from organizational factors 
along with individual ones, including demographic char-
acteristics such as age, gender, education, managerial hier-
archy, tenure, etc. (Lin et al., 2022; Plimmer et al, 2023). 
Gender gap in resilience literature is considered an espe-
cially important issue (Tabassum et al., 2019; Näswall et 
al., 2019). Temporal co-word analysis, provided in Fig. 9, 

This cluster also encompasses the author Hodliffe (2014) 
who developed and validated the Employee Resilience 
Scale (EmpRes) in an unpublished doctoral dissertation and 
following an empirical study concluded that organizations 
enabled their employees to be more resilient by creating a 
learning-oriented culture and building empowering lead-
ership (Hodliffe, 2014). Finally, in a similar way, Seville 
(2018) concluded that the prevailing culture and the behav-
ior and capabilities of leaders could enhance or undermine 
the resilience of employees.

Yellow cluster. Deeper disclosure of employee resil-
ience: the fundamental question requires further elabora-
tion. This cluster involves studies of well-known authors in 
employee resilience field such as Katarina Näswall, Joana 
Kuntz, Fang Lee Cooke, and Anne E Bardoel (interest-
ingly, Kuntz and Näswall are co-authors of some papers). 
Together with other researchers within the yellow cluster, 
they attempt to respond to fundamental questions concern-
ing the conceptualization of the construct, its antecedents, 
and theoretical frameworks explaining links and related 
measurement issues. Näswall et al. (2019) presented the 
Employee Resilience Scale with 9 items, which has since 
become one of the main instruments for assessing employee 
resilience. Kuntz (2020) broadened the understanding on 
general and disaster-specific psychological risks and resil-
ience-promoting factors shaping resilience trajectories. 
Kuntz et al. (2017a) investigated the independent and joint 
effects of regulatory focus on the relationship between job 
resources, such as support from co-workers and supervisors, 
and performance feedback and employee resilience. Build-
ing on the recognized significance of resilience, Cooke et al. 
(2019a, b) focused on antecedents of the construct, namely 
job resources and, more specifically, supportive leadership, 
co-worker support, and high-performance work systems as 
human resource practices designed to enhance employee 
skills, commitment, and performance. Addressing the 
question of how resilience can be nurtured, Bardoel et al. 
(2014) turned to human resource management (HRM) and 
proposed a set of resilience-enhancing practices defining 
them as: “HRM practices that are intended, implemented 
and perceived to offer employees opportunities to ‘spring 
back’ from adversity and to develop and maintain resources 
that strengthen the resilience dimension of psychological 
capital” (p. 283). Finally, by joining the discussions on resil-
ience, well-being and HRM, Liu et al. (2019) suggested that 
analyzing resilience from a multidisciplinary perspective 
might enhance understanding of the phenomenon.

Overall, the topic of employee resilience is multifac-
eted and deeply embedded into the management literature, 
strengthening the knowledge base on mechanisms how to 
exploit it in advancing the practices. The already-existing 
networks among researchers provide a strong background to 
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eight HRM practices, namely social support at work, work–
life balance, employee assistance, employee development, 
flexible work arrangement, occupational health and safety 
systems, crisis management systems, and diversity man-
agement, that according to JD-R theory serve as forms of 
job resources that could be useful for nurturing resilience. 
More recently, studies by Lu et al. (2023) and Trunk Širca 
et al. (2024) have advocated exploring the role of sustain-
able HRM as a driver of employee resilience. Given the 
contemporary environmental challenges and the complexity 
of relations at the workplaces (Cooke et al., 2020), further 
studies could expand their focus to HRM practices, drawing 
from sustainability perspective. The role of HRM in over-
coming adversity and developing other resources for being 
resilient is crucial in the light of future of work in particular 
(Renkema & Tursunbayeva, 2024).

4.4.5  Research avenue: 5. Linking employee resilience with 
organizational resilience

As stated by Liang and Cao (2021), the black box between 
employee resilience and organizational resilience is still 
uncovered. The request to do this was declared by Prayag et 
al. (2020) in a study exploring tourism organizations. Later, 
Prayag et al. (2024) analyzed the role of resilient leadership 
behaviors for both employee and organizational resilience. 
Nonetheless, the studies on why and how employee resil-
ience affects organizational resilience and vice-versa are 
still much needed (Prayag, 2018; Senbeto & Hon, 2020).

4.4.6  Research avenue: 6. Antecedents of employee 
resilience

On the one hand, it seems that the literature on drivers of 
employee resilience has been blooming (Hartmann et al., 
2020; Kuntz et al. 2017b; Kuntz, 2020). However, on the 
other hand, the recurring question particularly from practi-
tioners of what predicts resilience calls for future research. 
For instance, Ojo et al. (2021) explored job resources, 
such as support from family and friends, supervisor sup-
port, facilitating conditions, and self-efficacy for handling 
stressful events. Tonkin et al. (2018) investigated the effect 
of well-being intervention, namely well-being game, on 
employee resilience. Finally, different types of leadership 
have been found to shape employee resilience (Zhang et al. 
2024b) and a call to focus on career adaptability or psy-
chological empowerment was announced (Ojo et al., 2021). 
Even though considerable progress is obvious, clear articu-
lation of antecedents of resilience remains necessary in both 
cases – faced with “significant adversity at work” (Britt et 
al., 2016) or in a more stable environment (day-to day work 
stressors) (Kuntz et al., 2017a).

confirmed this and showed that terms “male” and “female” 
were among recent keywords. Thus, future research is 
needed on how to promote resilience in women in particular 
(Tabassum et al., 2019). Furthermore, there is a special call 
to investigate the link between resilience and age, seeing 
that, for instance, life goals and ability of older employ-
ees are changing (Cooke et al. 2019a; Cooper et al. 2019). 
Summing up, studies facilitating better understanding of 
the influence of individual factors on employee resilience 
would be in demand seeing their huge added value for prac-
titioners working in the HRM area (Malik & Garg, 2020).

4.4.3  Research avenue: 3. Improvements in research design 
and measurement

Drawing on the prior studies, this research avenue is highly 
relevant as was mentioned in the bulk of TOP20 most cited 
articles from Scopus database and such words as “longi-
tudinal study”, “questionnaire”, “cross-sectional study”, 
“structural equation modelling” were reflected in the tem-
poral co-word analysis (Fig. 9). One of the most frequently 
mentioned calls concerned longitudinal research claim-
ing that “it is critical for researchers to conduct longitudi-
nal research to further our understanding of the dynamic 
processes under which resilience develops and influences 
workplace outcomes at different levels of analysis” (King et 
al., 2016, p. 785).

Another call supports the study result generalization 
(Cooke et al. 2019a; Cooper et al. 2019; Malik and Garg 
2020; Senbeto and Hon 2020; Aguiar-Quintana et al. 2021; 
Lu et al. 2023) by encouraging studies in different geo-
graphical settings or through multi-industries. Moreover, 
this would enable data comparison, including comparisons 
between developing and developed economies and between 
public and private sector.

The next call is about mixed method and multi-level 
approach, arguing for the need to explore the complex rela-
tionship between people, process, and performance using 
multiple methods, including quantitative, qualitative, and 
mixed (King et al. 2016; Cooke et al. 2019a; Prayag et al. 
2020).

4.4.4  Research avenue: 4. Bringing employee resilience 
into the domain of HRM

Only in the past decade, empirical studies on HRM-employee 
resilience nexus appeared confirming that a coherent set of 
HRM practices could strengthen employee resilience (Bar-
doel et al., 2014; Cooper et al., 2019; Lu et al., 2023; Trunk 
Širca et al., 2024). Wang et al. (2014) found that resilience 
could be enhanced through HRM practices such as training 
and development. Bardoel et al. (2014) proposed a set of 
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Forum, 2025), it is likely that the number of studies will 
increase in the near future.

RQ2 focused on core journals, subjects, and authors in 
the field of employee resilience, as well as co-author affili-
ation countries. The most relevant source for “employee 
resilience” research was found to be Frontiers in Psychology 
(14 articles). In the meantime, SNIP by year revealed that 
the most cited source was International Journal of Human 
Resource Management. Turning to area, the majority of 
research was conducted under Business, Management, and 
Accounting subject areas followed by Social Sciences and 
Psychology, leading to the conclusion that having resilient 
employees was the wish and must for every business entity 
or society in general. The most productive authors were S. 
Malinen with 10 publications and K. Näswall with 8 pub-
lications, both affiliated with the University of Canterbury, 
Christchurch, New Zealand.

To answer RQ3, co-citation analysis was conducted 
revealing five thematic clusters, namely: (1) employee 
resilience as a capacity of positive organizational behav-
ior (POB) and dimension of psychological capital (green 
cluster); (2) Job Demands-Resource (JD-R) theory as a 
lens for understanding employee resilience (purple cluster); 
(3) Conservation of Resources (COR) theory as a lens for 
understanding employee resilience (red cluster); (4) leader-
ship as a driver of employee resilience (blue cluster); and 
(5) deeper disclosure of employee resilience: fundamental 
question requires further elaboration (yellow cluster). Iden-
tifying these five clusters improves understanding of the 
phenomenon and helps justify the antecedents, outcomes, 
or mechanisms of employee resilience. As detailed in the 
results, one example can be drawn from the JD-R theory. 
According to this theory, resilience is twofold. As a psy-
chological resource, it may “buffer” the negative effects of 
job demands; on the other hand, employee resilience can be 
developed through other resources, such as HRM practices.

To answer RQ4, the data from co-word analysis together 
with the performed qualitative analysis of TOP20 mostly 
cited contributions in the domain of employee resilience was 
used. This analysis allows to identify a set of interesting and 
increasingly important research trajectories in the domain. 
Thus, the following research avenues were disclosed: digi-
tal transformation and employee resilience; demographic 
shaping of employee resilience; improvements in research 
design and measurement; bringing employee resilience into 
the domain of HRM; linking employee resilience with orga-
nizational resilience; antecedents of employee resilience; 
and outcomes of employee resilience. These research direc-
tions are aligned with and supported by current transforma-
tions in the business environment, emphasizing the need 
not only to explore resilience as a construct itself, but also 

4.4.7  Research avenue: 7. Outcomes of employee resilience

The story here is identical to that of the previous research 
avenue: although data are availale, unresolved questions 
remain (Dai et al., 2019). As indicated by Hartmann et al. 
(2020), performance, mental and physical health, work-
related attitudes, and change-related attitudes imply the out-
comes of employee resilience. This conclusion aligns well 
the temporal co-word analysis (Fig. 9) showing that work 
engagement, job satisfaction or work performance have a 
thematic relationship with resilience. Nonetheless, seeking 
to justify the added value of resilience to both employee 
and organizations, and contribute to the solving of cur-
rent issues at workplaces (such as decreased engagement), 
further work on outcomes. including outcome-related job 
insecurity (Shoss et al., 2018) or interaction with customers 
(Al-Hawari et al., 2020; Senbeto & Hon, 2020), seems to 
continue.

5  Conclusion

Using bibliometric analysis (performance analysis and sci-
ence mapping) and later performing a qualitative analysis of 
TOP20 most cited articles, the current paper aimed to reveal 
how the literature on employee resilience was currently 
structured. RQ1 focused on the volume, growth trajectory, 
and regional distribution of scholarship on employee resil-
ience. It was found that in the last ten years, the research 
area has been undergoing significant changes: since the first 
use in 2006 of the term “employee resilience”, in 2021, the 
number of publications reached 119 following steady annual 
growth (with the exception of 2022). Years 2024 and 2025 
could be characterized as the most productive with 100 and 
109 publications, respectively.

In terms of regional distribution of these publications, 
China, India and USA were the countries with the high-
est number of contributions. Such trends warn about the 
potential risk that employee resilience might not be broadly 
generalizable, as the publications will be context-influenced 
(Kuntz, 2020). They will not fully reflect the countries, 
which differ in the social, economic and cultural aspects 
compared to northern hemisphere.

Regarding RQ1, it might be concluded that such increase 
in volume is associated with crises and transformations the 
organizations and their employees are facing (Cooke et al., 
2020; Wut et al., 2022; Schwaeke et al., 2025). Meanwhile, 
the concept of resilience helps to understand the extent to 
which employees successfully handle adversity at work 
(Hartmann et al., 2020). Given that World Economic Forum 
included resilience in the core skills list (World Economic 
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Third, HRM practitioners are encouraged to take 
employee demographics into consideration when analyzing 
resilience. It is acknowledged that employee resilience is 
not a static capability, but a dynamic construct that evolves 
over time (Kuntz et al. 2017a). In light of demographic dif-
ferences, a “one-size-fits-all” approach is therefore inappro-
priate for both resilience levels and the strategies used to 
develop them.

Fourth, the paper highlights the critical role of leader-
ship, as it serves as a relevant antecedent of employee resil-
ience (Prayag et al., 2024). Organizations are encouraged to 
implement training programs with the intention of fostering 
leadership, as effective leadership can create a supportive 
environment that enables employees to better cope with 
challenges and adapt to change.

The paper has several limitations, which might be 
addressed in the future. First, the dataset was collected 
through Scopus. For future, other databases, such as Web of 
Science, could be used to deepen the focus of bibliometric 
analysis. Second, the focus was only on one construct of 
employee resilience. For broader understanding of how this 
construct is related with other highly relevant topics in the 
management field, such as job design, performance or HRM 
in general, future studies are required.

Summing up, the interest in employee resilience has 
been growing during last decade. Being resilient and having 
resilient employees helps both employees and their organi-
zations to address the challenges raised by a dynamic and 
unpredictable work environment.

6  Appendix No. 1

See Table 1.

to pay attention to digitalization, as well as employee and 
organizational sustainability.

Summing up, the findings offer a useful research baseline 
for both scholars and practitioners interested in exploring 
the research area of employee resilience. The paper contrib-
utes to the literature by systemizing the published papers 
and by identifying thematic clusters that may help navigate 
the broad research landscape. Furthermore, the essential 
theories of POB, JD-R, and COR are identified, and their 
relationship to employee resilience is revealed. Addition-
ally, the findings of this study offer a foundation for scholars 
to advance future research by engaging with the proposed 
research avenues for further investigation.

The paper offers some managerial implications for HRM 
practitioners and organizations in general. First, the paper 
highlights the HRM practice-employee resilience nexus, 
which results in HRM potential to enhance resilience. As 
such, the findings of this paper suggest that organizations 
should consider a set of HRM practices, including well-
being-oriented (Cooper et al., 2019), resilience-oriented 
(Bardoel et al., 2014) or sustainable HRM practices (Trunk 
Širca et al., 2024) to be developed and implemented with 
the intention to support employees dealing with adversity. 
Moreover, these practices should be strategically aligned 
with organizational goals.

Second, the paper draws attention to digital transfor-
mation creating the ecosystem where employee resilience 
might experience a dual effect. From one side, technologies 
might help employees overcome workplace challenges, but 
from the other side they might create technology-induced 
stress (Trenerry et al., 2021). Seeing digital transformation 
as an “urgent imperative”, HRM practitioners are encour-
aged to create support culture for those less advanced in the 
use of AI or other tools.
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Table 1  TOP 20 TOP20 most cited articles. Source: Authors’ own creation
Rank Authors Title Source Year Cita-

tion 
count

1 Trenerry, B. et al. Preparing Workplaces for Digital Transformation: An Integrative 
Review and Framework of Multi-Level Factors

Frontiers in Psychology 2021 365

2 Britt, T. W. et al. How much do we really know about employee resilience? Industrial and Organiza-
tional Psychology

2016 341

3 Cooke, F. L. et al. Mapping the relationships between high-performance work systems, 
employee resilience and engagement: a study of the banking industry 
in China

International Journal 
of Human Resource 
Management

2019 269

4 Aguiar-Quintana, 
T. et al.

Do job insecurity, anxiety and depression caused by the COVID-19 
pandemic influence hotel employees’ self-rated task performance? The 
moderating role of employee resilience

International Journal of 
Hospitality Management

2021 260

5 Bardoel, E. A. 
et al.

Employee resilience: An emerging challenge for HRM Asia Pacific Journal of 
Human Resources

2014 258

6 King, D. D.
Newman, A.
Luthans, F.

Not if, but when we need resilience in the workplace Journal of Organizational 
Behavior

2016 254

7 Cooper, B. et al. Well-being-oriented human resource management practices and 
employee performance in the Chinese banking sector: The role of 
social climate and resilience

Human Resource 
Management

2019 232

8 Malik, P.
Garg, P.

Learning organization and work engagement: the mediating role of 
employee resilience

International Journal 
of Human Resource 
Management

2020 224

9 Lu, Y. et al. Sustainable human resource management practices, employee resil-
ience, and employee outcomes: Toward common good values

Human Resource 
Management

2023 210

10 Prayag, G. et al. Psychological resilience, organizational resilience and life satisfaction 
in tourism firms: insights from the Canterbury earthquakes

Current Issues in Tourism 2020 207

11 Prayag, G. Symbiotic relationship or not? Understanding resilience and crisis 
management in tourism

Tourism Management 
Perspectives

2018 204

12 Al-Hawari, M. A.
Bani-Melhem, S.
Quratulain, S.

Do Frontline Employees Cope Effectively with Abusive Supervision 
and Customer Incivility? Testing the Effect of Employee Resilience

Journal of Business and 
Psychology

2020 183

13 Kuntz, J. R.C.
Malinen, S.
Näswall, K.

Employee resilience: Directions for resilience development Consulting Psychology 
Journal

2017 196

14 Tonkin, K. et al. Building employee resilience through wellbeing in organizations Human Resource Devel-
opment Quarterly

2018 150

15 Näswall, K. Employee resilience: development and validation of a measure Journal of Managerial 
Psychology

2019 149

16 Ojo, A. O.
Fawehinmi, O.
Yusliza, M. Y.

Examining the predictors of resilience and work engagement during 
the covid-19 pandemic

Sustainability 
(Switzerland)

2021 138

17 Cooke, F. L.
Schuler, R.
Varma, A.

Human resource management research and practice in Asia: Past, pres-
ent and future

Human Resource Manage-
ment Review

2020 136

18 Senbeto, D. L.
Hon, A. H. Y.

Market turbulence and service innovation in hospitality: examining the 
underlying mechanisms of employee and organizational resilience [酒
店環境下的市場動盪和服務創新: 以員工應變能力和組織彈性的
機制研究]

Service Industries Journal 2020 124

19 Dai, Y.-D.
Zhuang, W.-L.
Huan, T.-C.

Engage or quit? The moderating role of abusive supervision between 
resilience, intention to leave and work engagement

Tourism Management 2019 122

20 Shoss, M. K.
Jiang, L.
Probst, T. M.

Bending without breaking: A two-study examination of employee 
resilience in the face of job insecurity

Journal of Occupational 
Health Psychology

2018 122
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