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Abstract  

The objective of this study is to examine the complex dynamics of worldwide economic 

instability and its consequences for Strategic Human Resource Management (SHRM). The 

study examines the interrelated elements that contribute to economic instability, such as 

pandemics, financial crises, and geopolitical tensions, by considering historical perspectives 

and present findings. This study analyzes fundamental theories and frameworks to guide human 

resources practices during periods of economic turmoil, with a particular focus on the 

significance of proactive methods for recuperation and adaptability. The research emphasizes 

the long-lasting influence of the COVID-19 issue, specifically in determining the patterns of 

remote labour and tactics for managing supply chains. Additionally, this study explores the 

strategic aspects of sustainability considerations and emphasizes the importance of cross-

industry collaboration in promoting resilience, particularly within the context of small and 

medium companies (SMEs). Moreover, it tackles the changing HR methods for managing 

people, developing the workforce, and managing risks in response to dynamic economic 

environments. In general, this study highlights the crucial significance of Strategic Human 

Resource Management (SHRM) in efficiently addressing global economic difficulties. It 

emphasizes the need for ongoing research and improvement to successfully adapt to changing 

conditions. 
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1.0  Introduction  

Global economic turmoil is characterized by widespread instability and disruption in the global 

economic system, marked by significant challenges impacting various facets of economies 
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worldwide (Smith, 2021). This state of upheaval is driven by a combination of interconnected 

factors that transcend national boundaries, affecting businesses, industries, and individuals on 

a global scale. Pandemics, such as the COVID-19 crisis of 2019, stand as a critical contributor 

to economic turmoil. Pandemics disrupt global supply chains, hinder workforce mobility, and 

lead to widespread economic contractions as businesses face closures and consumer confidence 

wanes (Jones et al., 2020). 

 

Financial crises, exemplified by the 2008 global financial meltdown, represent another vital 

factor. Such crises result from risky financial practices, speculative bubbles, and systemic 

failures, affecting not only the financial sector but also reverberating throughout the broader 

economy (Smith & Brown, 2022). The aftermath includes recessions, unemployment spikes, 

and heightened economic uncertainty. Geopolitical tensions further compound economic 

turmoil as trade disputes, sanctions, and political instability impact international relations and 

commerce. Disputes among major economies can disrupt global trade flows, hinder 

investment, and create an environment of uncertainty for businesses (Johnson, 2021). 

In the domain of Human Resources (HR), economic turmoil significantly influences workforce 

dynamics. HR professionals play a critical role in managing challenges such as layoffs, hiring 

freezes, and increased job insecurity, impacting morale and productivity (Doe & White, 2020). 

  

Strategies for talent retention, skill development, and fostering workforce resilience become 

imperative for organizations to navigate the complexities of global economic turmoil in the 

realm of HR. Global economic turmoil is a multifaceted phenomenon marked by significant 

disruptions in economic activities, financial markets, and trade relations on an international 

scale. It manifests as a confluence of various events and factors that collectively exert 

substantial pressure on global economic systems. The implications of such turmoil extend to 

every facet of society, including the intricate domain of Human Resources (HR). 

Understanding the genesis of this turmoil is crucial to navigating its challenges and developing 

effective strategies for strategic human resource management. 

 

Despite global alliances and engagement significantly bonding, there are still challenges to 

strategize the engagement of human resources to address global economic turmoil. One of the 

recent articles placed on the IMF blog highlights the economic slowing down and time-

consumed pace of declining inflation and it quotes:  

 

“The global economy’s gradual recovery from both the pandemic and Russia’s invasion of 

Ukraine remains on track. China’s reopened economy is rebounding strongly. Supply chain 

disruptions are unwinding, while dislocations to energy and food markets caused by the war 

are receding. Simultaneously, the massive and synchronized tightening of monetary policy by 

most central banks should start to bear fruit, with inflation moving back towards targets. 

 

We forecast in our latest World Economic Outlook that growth will bottom out at 2.8 percent 

this year before rising modestly to 3 percent next year—0.1 percentage points below our 

January projections. Global inflation will fall, though more slowly than initially anticipated, 

from 8.7 percent last year to 7 percent this year and 4.9 percent in 2024.” 

 

  



 

 

 

 

I EJBM I   51 

 

 

 

Figure 1: April 2023 Economic Outlook (IMF, 2023) 

 

 
 

 

1.1 Events and Factors Contributing to Global Economic Turmoil 

One of the perennial contributors to global economic turmoil is the financial crisis. The 2008 

financial crisis serves as a stark example, causing a ripple effect that impacted economies 

worldwide. Financial instabilities, banking failures, and stock market collapse have far-

reaching consequences, affecting businesses and their HR functions. The aftermath often 

involves cost-cutting measures, downsizing, and a heightened focus on financial stability, 

challenging HR professionals to balance workforce sustainability with fiscal responsibility 

(Smith, 2010). 

Geopolitical tensions contribute significantly to economic uncertainty. Trade disputes, 

sanctions, and geopolitical conflicts can disrupt global supply chains, leading to market 

fluctuations and increased operational risks for businesses (Baldwin, 2016). In the realm of 

HR, this translates into the need for strategic workforce planning that considers geopolitical 

factors, ensuring adaptability and resilience in the face of changing international dynamics. 

Recent global health crises, such as the COVID-19 pandemic, have underscored the 

vulnerability of the global economy to unforeseen biological threats. Pandemics disrupt labour 

markets, necessitate remote work arrangements, and pose challenges to employee well-being 

(World Bank, 2020). HR professionals play a pivotal role in crafting policies for remote work, 

managing employee health and safety, and fostering organizational resilience in the face of 

health-related uncertainties. 

1.2 Strategic Human Resource Management Amidst Global Economic Turmoil 

Strategic Human Resource Management (SHRM) becomes particularly crucial in the face of 

global economic turmoil. HR professionals must proactively address challenges and foster 

resilience within organizations. In response to financial crises and market uncertainties, HR 
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should adopt agile workforce planning strategies (Wright et al., 2016). This includes 

developing adaptable talent pipelines, cross-training employees, and embracing flexible 

staffing models to navigate economic fluctuations. 

HR must prioritize employee well-being, especially during health crises. Implementing 

comprehensive well-being programs that address physical and mental health concerns can 

enhance employee resilience and productivity (World Economic Forum, 2021). 

Sustainability in HR practices involves balancing the short-term imperatives of economic 

recovery with long-term considerations. This includes ethical talent management, diversity and 

inclusion initiatives, and fostering a culture of learning and development to prepare the 

workforce for evolving challenges (Jackson et al., 2014). 

Thus, Global Economic Turmoil is a complex and dynamic phenomenon shaped by financial, 

geopolitical, and health-related factors. In the realm of HR, navigating these challenges 

requires a strategic and proactive approach. Strategic Human Resource Management, focused 

on workforce sustainability, resilience, and ethical practices, emerges as a critical component 

in mitigating the impact of global economic uncertainties on organizations and ensuring a path 

toward recovery. 

2.0 Literature Review  

 

Understanding the dynamics of global economic crises and recovery processes is essential for 

crafting effective strategies in the realm of Strategic Human Resource Management (SHRM). 

This literature review aims to explore key theories, models, and frameworks that shed light on 

economic transformations and business recovery, with a specific focus on how these insights 

can inform HR practices amidst global economic turmoil. 

Historically, economic crises have been studied from various perspectives. The work of 

Reinhart and Rogoff (2009) provides insights into the historical context of financial crises, 

emphasizing the cyclical nature of economic downturns. Their research, emphasizing the 

importance of acknowledging the interconnectedness of financial markets, lays the foundation 

for understanding the systemic risks that can impact businesses globally. The business recovery 

process post-crisis is often guided by recovery models and frameworks. The McKinsey 7S 

Framework (Waterman et al., 1980) is a seminal model that underscores the interconnectedness 

of strategy, structure, systems, style, staff, skills, and shared values within an organization. 

Post-crisis, this framework proves valuable for businesses seeking comprehensive recovery 

strategies, aligning with the multifaceted nature of strategic HR. 

The Resource-Based View (RBV) and dynamic capabilities theory (Teece et al., 1997) are 

fundamental to understanding how firms can leverage internal resources and capabilities for 

recovery. In the context of SHRM, these theories emphasize the role of human capital as a 

strategic asset. HR practices aligned with the RBV perspective focus on building and sustaining 

a talented and adaptable workforce capable of driving recovery efforts. Institutional theory 

(Scott, 1995) provides insights into how organizations respond to external pressures during 

economic crises. Organizations, under the lens of institutional theory, adapt HR practices to 

meet societal expectations and norms. Moreover, stakeholder management models (Freeman, 

1984) highlight the importance of considering the interests of various stakeholders, including 

employees, in shaping HR strategies during recovery. Human Capital Theory (Becker, 1964) 

remains a cornerstone in understanding the economic value of investing in employees. In times 
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of economic turmoil, HR practices influenced by this theory emphasize continuous employee 

development, training, and well-being. Research by Wright and Nishii (2006) supports the 

positive impact of HR practices on employee well-being and organizational performance. 

Various SHRM frameworks offer guidance on aligning HR practices with organizational 

strategy during economic challenges. The High-Performance Work System (HPWS) model 

(Appelbaum et al., 2000) and the Dynamic Capability-based Approach to SHRM (Makadok, 

2001) provide insights into how HR practices can enhance organizational resilience and 

adaptability. 

One literature gap that could significantly strengthen the argument for the study's significance 

is the explicit exploration of how organizations integrate Environmental, Social, and 

Governance (ESG) principles into their strategic human resource management practices during 

times of global economic turmoil. While the document touches upon sustainability 

considerations and the correlation between sustainable business practices and economic 

performance, delving deeper into how companies incorporate ESG principles into their HR 

strategies could be a critical literature gap to address. 

By thoroughly examining this gap, the study can showcase how organizations are adapting 

their HR practices to align with broader ESG goals, thus contributing not only to financial 

success but also to social and environmental sustainability. This enhanced focus on ESG 

integration within HR strategies during economic challenges would not only provide new 

insights into organizational responses to global economic turmoil but also underline the 

importance of a holistic approach to HR management that considers broader societal and 

environmental impacts. 

Addressing this specific literature gap would not only strengthen the study's significance but 

also position it at the forefront of understanding how HR practices are evolving in response to 

the shifting landscape of global economies and emerging sustainability imperative. 

 

3.0 Methodology  

As organizations face the challenges of economic turmoil, insights from these perspectives 

guide the development of HR practices that foster resilience, ensure sustainable workforce 

practices, and navigate challenges effectively. To gain an understanding of supply chain 

management aspects amidst global economic uncertainties it is essential to blend qualitative 

and quantitative approaches. 

Qualitative techniques, like interviews and focus groups can be utilized to gather insights from 

players in the supply chain sector on their experiences with diversification, real time visibility 

and adaptability strategies. These methods can uncover nuances and viewpoints that pure 

quantitative data may overlook. On the front surveys and data analysis can be employed to 

measure the effects of changes and global trade dynamics on supply chain functions. This could 

involve examining trends, patterns and correlations to understand how economic stability, 

political factors and sustainability issues are interconnected. 

By merging quantitative methodologies the study can offer a view of how businesses are 

tackling global economic hurdles while also highlighting the significance of strategic human 

resource management in boosting resilience. By providing justifications for this mixed methods 

approach the report can effectively showcase how the chosen research design directly addresses 
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research inquiries by presenting a thorough analysis of the intricate relationship, between 

economic elements and strategic HRM strategies.  

4.0 Discussion 

4.1 Learning from Global Organizations – Economic Turmoil and Strategic HRM 

Microsoft's journey through economic turmoil underscored the pivotal role of strategic HRM. 

Fostering a resilient and innovative culture, investing in talent development, and adapting to 

the evolving nature of work became valuable lessons. The case of Microsoft serves as an 

inspiring narrative, illustrating how aligning human capital with strategic vision can not only 

navigate challenges but lead to triumph in the global economic arena.  

In the aftermath of the 2008 global financial crisis, many businesses struggled to adapt to the 

rapidly changing economic landscape. One notable exception was Microsoft Corporation, 

which, under the leadership of CEO Satya Nadella, not only weathered the storm but also 

emerged stronger through strategic human resource management (HRM) initiatives. As the 

financial crisis unfolded, Microsoft faced challenges in its core markets, including declining 

PC sales and increased competition in the software industry. Recognizing the need for a 

transformative approach, Nadella, who became CEO in 2014, initiated a strategic shift to 

position Microsoft as a cloud-first, mobile-first company. This transition required not only 

technological innovation but a fundamental re-evaluation of the workforce and HR practices. 

The Turbulent Sea 

In the face of economic turmoil, Nadella recognized the need for a profound shift. Microsoft 

needed to evolve from its traditional roots into a cloud-first, mobile-first powerhouse. The task 

was daunting, requiring not just technological innovation but a complete reimagination of the 

workforce and HR practices. 

 

Cultural Alchemy 

The first stroke in this strategic symphony was a cultural transformation. Nadella envisioned a 

growth mindset and a culture of innovation. Human Resource Management (HRM) played the 

role of the orchestrator, introducing training programs, and communication strategies, and 

embedding a growth-oriented mindset into performance evaluations (Microsoft, 2021). 

 

"We needed our people to embrace a culture of continuous learning and innovation," remarked 

Nadella, setting the stage for a new era. 

 

Talent - The Beacon of Change 

Talent, the lifeblood of any tech giant, became the focal point. Microsoft invested heavily in 

talent development and acquisition, not merely scouting externally but nurturing internal 

talents as well. The HR team became talent architects, strategically acquiring the skills needed 

to propel Microsoft into the cloud computing stratosphere (Rigby & Bilodeau, 2016). 

 

"Our success is directly tied to the skills and passion of our people," emphasized Nadella, 

acknowledging the pivotal role of talent in their recovery. 
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Navigating the Storm - Flexible Work Policies 

Then, the unexpected tempest of the COVID-19 pandemic hit. In response, Microsoft embraced 

flexible work policies, ensuring business continuity and supporting employee well-being. 

Remote work options and flexible schedules became the sails steering Microsoft through the 

unforeseen storm, showcasing adaptability and resilience in the face of adversity (Microsoft, 

2021). 

 

"The nature of work is evolving, and so must we," Nadella declared, recognizing the changing 

winds. 

  

The Crescendo - Results and Recovery 

The strategic HRM initiatives bore fruit. The cultural transformation led to heightened 

employee engagement and innovation. Microsoft became a trailblazer in cloud computing, 

marking a resurgence. Talent development and acquisition proved instrumental in building a 

skilled workforce, while flexible work policies positioned Microsoft as an employer of choice, 

ensuring not just recovery but sustained success.  

 

5.0 Conclusion and Recommendation 

This research sets the stage for progressive exploration into the future trajectory of the global 

economy, with a specific focus on resilience and transformation amid dynamic challenges. The 

study presents a comprehensive overview of anticipated trends, dissecting the profound impact 

of digital transformation, the integration of sustainability practices, and the evolving nature of 

work. 

 

Building on the lessons learned from the post-COVID-19 era, the research unfolds the 

persistent trends of remote work and their far-reaching implications on workforce resilience. It 

explores the strategic dimensions of supply chain management, emphasizing the continual need 

for diversification, real-time visibility, and adaptability in an ever-changing global economic 

landscape. Geopolitical shifts and the recalibration of global trade relationships take centre 

stage, prompting an exploration into the intricate interplay between economic stability and 

political dynamics. 

 

Furthermore, the research highlights the imperative of sustainability considerations, propelling 

a deeper investigation into the nuanced correlation between sustainable business practices, 

Environmental, Social, and Governance (ESG) principles, and economic performance. It also 

delves into the innovative strategies adopted by small and medium enterprises (SMEs) and 

underscores the critical role of cross-industry collaboration in fostering resilience. 

 

Recognizing the paramount significance of human capital, the study charts a course for 

progressive research on future workforce dynamics. It examines evolving HR strategies for 

talent management, workforce development, and adaptation to novel work structures, paving 

the way for a deeper understanding of the human element in economic resilience. Additionally, 

it addresses risk management and scenario planning as dynamic components of business 

strategies, urging a continuous cycle of research and refinement. 
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The study's objectives center on the strategic dimensions of supply chain management and the 

imperative of sustainability considerations within the context of global economic turmoil. It 

emphasizes the continual need for diversification, real-time visibility, and adaptability, offering 

a comprehensive analysis of the interconnectedness of financial markets and systemic risks 

post-crisis. 

 

Building on existing literature, the work of Reinhart and Rogoff (2009) underscores the cyclical 

nature of economic downturns, providing historical context for financial crises and 

emphasizing the interconnectedness of financial markets. Moreover, the study delves into the 

interplay between economic stability, geopolitical shifts, and global trade relationships while 

highlighting the correlation between sustainable business practices, ESG principles, and 

economic performance. Drawing on the McKinsey 7S Framework (Waterman et al., 1980) and 

the Resource Based View, the study integrates these models to underscore the 

interconnectedness of strategy, human capital, and recovery efforts post-crisis. 

 

This narrative is further enriched by insights from SHRM frameworks such as the High-

Performance Work System (HPWS) model (Appelbaum et al., 2000) and the Dynamic 

Capability-based Approach, guiding aligning HR practices with organizational strategy to 

foster resilience, ensure sustainable workforce practices, and navigate challenges effectively. 

The study's future research directions are thus intricately tied to this narrative, with a focus on 

fostering a culture of continual inquiry and exploration to contribute to the ongoing 

development of a resilient, sustainable, and thriving global economy. 

 

In conclusion, the research outlines a forward-looking agenda, providing a launching pad for 

progressive studies that delve deeper into the realms of innovation, adaptability, sustainability, 

and collaborative approaches. By fostering a culture of continual inquiry and exploration, 

future research endeavours can contribute to the ongoing development of a resilient, 

sustainable, and thriving global economy. 

 

Ultimately, digital payment systems are here to stay and their ongoing evolution will continue 

to shape the future of banking. Banks that successfully navigate this transformation will meet 

the needs of the industry and customers in a better way. Hence this is useful for understanding 

the impact of demographics especially gender and its importance on various aspects of digital 

payment systems in the banking sector especially in Mangalore city.   
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