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Crisis management during Organizational Changes

Abstract

Effective crisis management is especially critical to ensure stability and consistency during organizational
change. Organizational changes often create uncertainty and potential disruptions that can escalate into
crisis if they aren’t properly managed. This abstract explores the strategies and recommendations that are
necessary for crisis management during significant transformation periods.

Proactive planning is the key to effective crisis management. Organizations must anticipate potential risks
and develop comprehensive crisis management plans, that include clear protocols and response strategies.
These plans should be updated regularly to ensure that they are relevant and effective in relation to the
organization's current context and environment. This kind of plan should also be reinforced through
simulations and training to ensure a readiness to translate theoretical plans into actual activities.

Transparent communication is another important component. In times of change, clear and consistent
communication with all stakeholders - employees, customers, investors and regulatory institutions - is
vitally important. This consists of providing timely updates, solving problems, and managing expectations
to maintain trust and morale. Reliable evaluation and monitoring of risks are also necessary.

Organizations must identify and evaluate potential risks associated with changes and implement strategies
to mitigate them. Continuous monitoring allows detecting problems arising at an early stage, that gives
oportunity for ensuring rapid response and preventing escalation. The importance of maintaining
stakeholder trust cannot be overstated. Building and maintaining trust through ethical behavior,
accountability and transparency is critical.

Organizations must involve stakeholders in the change process and share their opinions when solving
problems. A responsive and adaptive approach is the key to effective crisis management. Organizations
must be flexible, able to change their strategies and operations as new information, and circumstances arise.
This flexibility helps reduce potential delays and ensures faster response times. Promoting a stable
organizational culture is equally important. A culture that encourages problem solving, collaboration, and
continuous improvement helps organizations navigate change more effectively.
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Change management

Change management is a systematic and structured process of developing and implementing strategies and
interventions for organizations transitioning from a current state to the desired state. The primary goal of
change management is to enhance organizational performance ability and capability through proactive or
reactive actions to cope with either internally induced or externally imposed changes. Change management
has always been an integral part of organizational management. Several change management models or
processes are available. Most models have certain phases: Preparing for the change, including analyzing,
planning, strategy developing, managing change implementation, consolidating, and institutionalizing the
change, including change review, feedback analysis, corrective action, and stabilizing the implemented
change (Greg G. Wang and Judy Y.Sun, 2012).

Change management, in its definition, emphasizes that the existing image is not relevant to the existing
reality, and therefore changes are inevitable. Every new stage requires a vision and analysis different from
the old, already existing method, which should not only be a new standard acceptable to the company.

Any change to be carried out/introduced in the management should be the result of complex work, since it
is necessary to participate in it by all those who are involved in the daily life of the company itself. However,
of course, every rank of employee, starting from the CEO of the company, has his scope of responsibility
and action.

Crisis management

Crisis management refers to the management of emergency situations and force majeure in a way that
minimizes damage and facilitates the rapid recovery of the affected organization. It involves strategic
planning, coordination and rapid response aimed at minimizing the impact of a crisis. Effective crisis
management is especially important to protect the company's reputation in the eyes of the public and ensure
business continuity. Crises come in many different forms and scales, highlighting the importance of
preventive preparedness through a well-designed crisis management strategy. Why is crisis management
planning so important? In the words of Warren Buffett: "It takes twenty years to build a reputation and five
minutes to destroy it. If you think about it, you will do things differently”.

In today's dynamic and interconnected world, organizations face a myriad of challenges that can disrupt
their operations, damage their reputation, and threaten their existence. These challenges, often called crises,
come in many forms and can arise from natural events, technological failures, financial instability or human
error. Understanding different types of crises is critical for organizations to develop comprehensive
management strategies that can effectively address specific challenges and mitigate potential risks.

The method used to deal with a crisis may depend on how a particular emergency arises. There are two
main ways in which a crisis can occur - an unpredictable or unexpected crisis, or a crisis that is slowly
brewing.

An unpredictable crisis is an unexpected and acute event that occurs without warning and requires
immediate attention and response from the organization. These crises occur suddenly, often with high
intensity, disruption and uncertainty. Examples of sudden crises are: Natural disasters, industrial accidents,
cyber security breaches or product recalls. Against the background of events that have developed in the
world in recent years, we may consider the pandemic - COVID-19 as the most widespread and
comprehensive example.



Organizations can implement resource mobilization, process-oriented communication, develop effective
strategies to reduce the impact of the crisis and facilitate the rapid recovery of business processes. The
ability to respond quickly and effectively is critical to managing unexpected crises and minimizing their
long-term consequences.

An ongoing crisis can be compared to a slow fire that is slowly burning. Essentially, it is a situation where
there are tensions, issues or problems within an organization that have not escalated into a crisis at a
particular moment. Although a crisis may not be damaging at the time, it is important to recognize the
warning signs and take proactive steps to prevent it from escalating.

Employee dissatisfaction, along with cultural and ethical problems, can be considered an ongoing crisis that
can significantly affect the company's efficient operation and reputation. These issues can lead to processes
such as: increasing the risk of employee turnover, low productivity and reduced team spirit. cultural
problems, for example, lack of inclusiveness, resistance to change, and ineffective communication
exacerbate the situation and increase the risk of crisis. Ethical issues, including corruption, unfair labor
practices and discrimination, can lead to legal battles and reputational damage. Addressing these crises
requires a strategic approach focused on transparent communication, professional development, inclusive
practices, strong ethical guidelines, and proactive corporate/social responsibility. By addressing these
issues, organizations can create a healthier, more productive and ethical work environment.

In today's rapidly changing world and unpredictable business environment, having a crisis management
plan is crucial. It's like having a guide to effectively deal with unexpected challenges and crises. By
preparing in advance, organizations can respond quickly and confidently to any situation, protecting
employees, reputation and operations. In essence, a crisis management plan is a strategic tool that ensures
preparedness and resilience in the face of uncertainty, enabling organizations to manage crises with clarity
and confidence. No company is immune from a possible crisis. Most often, companies are characterized by
an indifferent attitude towards problems, expecting that the problems will be solved by themselves, but in
the end, this creates additional concerns for the organization, because the crisis may flare up so much that
the response in some cases turns out to be delayed and unfortunate. If the company finds itself facing a
financial crisis and cannot develop a plan to optimize both employees and processes, the result may even
come to the status of a bankrupt company (Crisis Management 2024).

Crisis management plan

When developing a crisis management plan, there are many factors and components that must be considered
to develop the most robust and adaptive plan possible: (Creating a Successful Crisis Management
Plan,2020):

1. Prepare and Anticipate All Potential Crises - A simple rule of thumb is to adopt Murphy's Law:
"Whatever can go wrong, will."

2. Develop and test the plan - The crisis response plan must be tailored to the needs of the specific
organization. It should include both the actions and messages that will be shared during a crisis to ensure
that these messages are delivered effectively and convincingly. Finally, the plan should be tested. These
steps ensure not only the correctness of the theoretical part, but also the successful implementation in
practice.



3. Post-crisis analysis - analysis after a crisis is crucial. This involves evaluating what successful steps
have been taken, what could have been handled better, and how various aspects of the crisis response plan
can be improved for the future.

Leadership role in crisis management during organizational change

The origin of the crisis during organizational change can be compared to a ship caught in a fierce storm, at
which time everyone on board feels fear and uncertainty. In such a scenario, the role of the captain-leader
becomes not only important but also crucial. A leader's task in crisis management during organizational
change is to ensure that the ship not only survives the storm but manages to swim in calmer waters than
ever before. This requires a unique blend of strategic thinking, operational know-how and deep
interpersonal skills.

First, a leader must have the right vision. When everything around seems chaotic, a leader must provide
clear direction. It's not just the ability to see the big picture, but the ability to inspire others to see it. A
leader must convey this vision clearly and convincingly, helping the team to realize that despite the rough
seas, there is an important destination ahead.

American psychologist and science journalist Daniel Goleman is known for his research on emotional
intelligence. His six emotional leadership styles provide a basis for understanding how different leadership
approaches affect organizational climate and effectiveness in different circumstances. It emphasizes the
importance of emotional intelligence for leaders, showing that the most effective managers can adapt their
style to meet the needs of the organization and employees (Ester Cameron).

Goleman's research emphasizes the importance of strong leadership, especially during times of crisis and
organizational change, based on the leader's ability to understand and manage his own emotions and the
emotions of those around him.

In crisis management, the most effective leadership styles identified by Daniel Goleman are authoritative
and coercive styles.

Leaders who lead with an authoritative management style provide clear direction for the organization and
A compelling vision, especially in times of change. This style promotes both directing the efforts of each
employee toward common goals, as well as resilience and adaptability in the face of uncertainty. It is about
painting a clear picture of the future and envisioning it with unwavering faith and clarity.

A commanding leadership style is characterized by taking control and demanding immediate obedience.
Leaders who use this approach are authoritative and confident, often make quick decisions and expect That
others follow them without asking questions. This style can stifle creativity and dampen morale in an
organization due to its emphasis on authority and control. However, the use of this style in the short term
is justified for quick and important actions and managing crisis situations.

An effective way to manage crisis during organizational change is to use a mix of Goleman's six emotional
leadership styles and adapt to the needs. By building strengths, leaders can navigate crises with confidence,
compassion, and resilience.



The main challenges of crisis management during organizational changes

In the 21st century, business is facing more complex and rapidly changing conditions. Accordingly, the
ways of crisis management change during organizational changes. This evolution is influenced by
technological advances, Changing social expectations and the interconnected nature of the global business
landscape. In particular:

1. Digital transformation and cyber security - Although digital transformation has a positive impact on
the operational direction of an organization, it also poses security challenges and significantly increases the
chance of cyber-attacks. The rapid pace of digital change can lead to security gaps, especially when old and
new systems are not integrated. To meet this challenge, organizations must develop robust information
security plans, invest in both advanced security systems, staffing with appropriate competencies, and
increase the awareness of existing employees.

2. Remote and hybrid work models - In recent years, remote and hybrid work models have become more
and more widespread, a trend that in turn has been significantly facilitated by the Covid-19 pandemic. In
addition to the fact that such a model has many positive aspects, it is worth noting the challenges that come
with it, such as: communication barriers, collaboration problems, information security violations and
maintaining the company culture.

3. Growing importance of digital communications and technology - The growing reliance on digital
communications and technology comes with challenges such as: The rapid spread of misinformation
through online platforms, the need for strict cyber security measures to protect sensitive information (New
Trends in Organizational Change — Explained, 2024).



Conclusion

The most important thing in crisis management is to identify the problem/crisis itself. According to the
findings | have developed, it is important to follow several components in sequence to gain a deep
understanding of the issue. These components include:

1. Readiness Planning - readiness planning, which includes taking proactive measures before
implementing organizational changes, to ensure that the organization is ready to respond to potential crises
quickly and effectively. This phase begins with the identification and assessment of potential internal and
external risks, followed by the development of detailed plans and preliminary preparation of resources. By
considering these factors, organizations can minimize disruption and maintain stability during change.

The best examples of preparedness planning are organizations where revenue growth is planned compared
to last year, as well as market research analysis and mobilization of additional personnel resources (even
with the involvement of sales employees).

2. Empower Leadership - Empowering leadership is critical during organizational change, especially for
crisis managers. This means that leaders, especially crisis managers, must have the power, resources and
freedom to make quick and effective decisions. An empowered leader improves an organization's overall
morale and trust, accelerates the response process, strengthens team cohesion, and ensures clear
communication.

Employees not only recognize the need to have an experienced crisis manager, but also desire to have a
similar position in their company, which in turn will bring them more peace of mind and confidence,
especially in turbulent and changing times.

3. Strategic Communication - Strategic communication, especially during times of crisis and
organizational change, plays a crucial role in maintaining stability, trust and resilience. Critical to strategic
communication is that a comprehensive communication plan and message templates for internal and
external stakeholders are prepared in advance.

Organizations must be able to use strategic communication as a powerful weapon against crisis instead of
becoming its victim.

4. Proactive Engagement - During organizational changes and crises, when it is the most volatile period,
it is especially important to proactively engage stakeholders and avoid unilateral decisions. For this, it is
important to identify and prioritize the key stakeholders who should be involved during a crisis. Schedule
regular communication with them to explore needs and concerns.

5. Ongoing Training - In times of crisis, employee strengths and skills become one of the most important
navigators in overcoming challenges. Experienced and well-trained employees not only help the company
to make innovative decisions, but also promote the spirit of unity and determination necessary for recovery.
Using their skills, a company can transform even an acute crisis into an opportunity for growth and renewal.
To achieve the mentioned result, periodic training is important to develop crisis management skills, such
as: communication, decision-making and stress management. Crisis simulation exercises are also very
effective, on the one hand, to improve the skills of employees, and on the other hand, to assess readiness.
In some cases, companies artificially create chaos/crisis in organizations, so that the company can create
the best examples of dealing with crises together with its employees.

6. Network Support - Even a small amount of help is important, especially in times of crisis, partnering
with outside organizations and experts is an ideal source of additional support. Identifying external partners
and establishing mutual assistance agreements and protocols with them can be considered several steps
ahead. With this approach, | think organizations recognize their strengths and weaknesses from the outset,
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and to strengthen those weaknesses, it is the right people/software with expert knowledge that will make
them a key support ally.

7. Document and Review - Although a crisis can be accompanied by huge losses, it is actually possible to
get no less benefits from it. The lesson learned from it can be invaluable. Anticipating these moments not
only promotes resilience, but also develops wisdom and foresight, ensuring that the organization faces
similar challenges in the future with greater readiness and insight.

Therefore, it is important to conduct a post-crisis review to assess the response and identify areas for
improvement. It is also important to hold a post-crisis review meeting with stakeholders, and then update
the crisis management plans and protocols based on it.

Understanding the expected crises during changes helps organizations to simplify the life cycle by using
standards, models, and challenges/crises, and employees, which are the main overcoming force of the crisis,
avoid unnecessary fear factors. By implementing consistent steps, existing crises for organizations are
transformed into examples of the best victories, which are formed as best practices in their history.
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