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Abstract 

Human resource management practices that promote the growth and sustainability of 
a resilient workforce are crucial for contemporary organizations. This research aimed 
to examine an underexplored relationship:  the impact of information-sharing 

practices on employee resilience within the Egypt’s information and communication 
technology sector. To achieve this, a descriptive and quantitative cross-sectional 
study was conducted using data collected through an online, self-administered 
questionnaire. A proportional stratified sample of 392 respondents was utilized, and 
both descriptive and path analysis were performed to test the study’s research 
hypothesis. The results implied a statistically positive significant impact of 
information-sharing practices on employee resilience. This research furnishes some 
theoretical and practical implications as along with recommendations for future 

research. 
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1. Introduction 

The prevailing constants in today’s business environment are dynamic change and 
persistent challenges. Today’s organizations are continuously confronted with 

numerous pressures, including resource scarcity, rapid technological changes (Tonkin 
et al., 2018), rising customer expectations, and intense competition. Additionally, 
organizations encounter a multitude of diverse global crises (Malik & Sanders, 2023) 
and natural disasters (Tonkin et al., 2018). For organizations to not only survive but 
also thrive and succeed, they must effectively address these adversities and challenges 
(King et al., 2015; Khan et al., 2019). It is also widely acknowledged that people are 
the most crucial and critical resource within any organization. Zahi et al. (2022) 
highlight that there is a growing consensus among both scholars and practitioners that 

the success of organizations significantly relies on this crucial resource. Thus, it is 
argued that human resource management systems and practices play a strategic role in 
influencing people’s behaviors (Harsch & Festing, 2019; Salmen & Festing, 2021), 
ultimately contributing to the establishment a competitive advantage for the 
organization (Kim et al., 2022). 

A key behavior that impact an organization’s performance and success in a 
challenging business environment is the establishment and maintenance of a resilient 
workforce (Ssewankambo & Pule, 2018). Previous research suggests that employee 
resilience plays a key role in enhancing an organization’s capability in bridging these 
challenges and adversities (Liu et al., 2019; Rodríguez-Sánchez, 2021; Zhai et al., 
2022). As a result, the concept of employee resilience has become a focal point for 
researchers in the fields of organizational behavior and human resource management 

(Kossek & Perrigino, 2016; Nadeem et al., 2019; Raetze et al., 2021). 

Despite the significant importance of employee resilience, the lack of a shared 
understanding of employee resilience has impeded progress in both theoretical and 
empirical research (Fisher et al., 2018; Hartmann et al., 2019; Raetze et al., 2021; Galy 

et al., 2023). This lack of clarity has resulted in confusion surrounding the concept 
itself. Furthermore, while resilience has been predominantly examined conceptually 
(Branicki et al., 2016) there has been limited empirical investigation into the impact of 
organizational practices on fostering employee resilience (Cooke et al., 2019; Khan et 
al., 2019; Teng-Calleja et al., 2020; Kuntz, 2021; Rodríguez-Sánchez, 2021; Samo et 
al., 2021; Jegatheesparan & Samaradiwakara, 2022).  

From the job demands-resources model lens, one could posit that the constantly 
increasing demands stemming from the dynamic business environment may impede 
employees’ capacity to meet such overwhelming demands (Huang et al., 2016; Adil & 
Baig, 2018). On the other hand, fostering and nurturing employees’ resilience could 
serve as a valuable resource in enabling them to navigate through challenges and 
mitigate the impact of excessive demands (Adil & Baig, 2018; Nuutinen et al., 2021; 

Wang & Yang, 2021). It is evident that human resource management practices have 
the potential to significantly contribute to enhancing employee resilience (Harsch & 
Festing, 2019; Salmen & Festing, 2021). 
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Information sharing practices have been identified as an underexplored area that 
can enhance employee resilience (Wahid et al., 2014; Park, 2017; Battistelli et al., 
2019). The importance of information and its dissemination in promoting 
organizational success cannot be underestimated (Ripatti, 2016; Bata et al., 2020). In 
this respect, information sharing could be deemed as a valuable resource that empowers 
employees to cope with the uncertainties presented by the environment.  To address 

this research gap, this study aims to answer the research question pertaining to whether 
information-sharing practices have an impact on employee resilience within the 
information and communication technology sector in Egypt, more specifically within 
the software development as well as the system and solutions integration sub-sectors.  

With the objective of broadening the theoretical framework, this research 
endeavors to explore the direct influence of information-sharing practices on employee 
resilience through empirically investigating this relationship within the information 
and communication technology sector in Egypt. Consequently, this research has both 
theoretical and practical implications. At the theoretical level, this research explores 
the relationship through the lens of the job demands-resources model. Within this 
framework, both employee resilience and information-sharing practices are considered 
job resources that strengthen an organization's workforce to effectively manage the 

significant challenges posed by the dynamic and unpredictable business environment. 

At the practical level, this research provides insights to companies’ top executives 
and human resource management professionals. In the light of this, organizations 
should establish a culture of open and transparent communication to guarantee a 

seamless flow of information throughout the organization. Thus, employees would 
fully comprehend their designated roles, responsibilities, and the overall direction of 
the organization. As a result, employees would be better equipped to fulfill the 
requirements of their positions. 

 

2. Literature Review and hypothesis development 

This section aims to provide an overview of the research variables and their 
interrelationships. 

2.1. Employee resilience 

Resilience, as a concept, encompasses the ability and determination of both 
organizations and employees to recover and rebound from setbacks or adversities 
(Linnenluecke, 2015), thereby, playing a role in facilitating people’s positive 
adjustment to challenging and adverse circumstances (King et al., 2015). Despite its 

significance in today’s volatile business environment, there is an ongoing debate 
regarding the conceptualization of resilience, whether it is considered a trait, capacity, 
process or a combination of different approaches (e.g. Kossek & Perrigino, 2016; 
Cooke et al., 2019; Hartmann et al., 2019; Britt & Sawhney, 2020; Teng-Calleja et al., 
2020). 
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Some academics in the field of psychology opted to define resilience from a 
personality trait perspective (Kossek & Perrigino, 2016; Raetze et al., 2021), drawing 
upon personality theory (Kossek & Perrigino, 2016). This approach suggests that 
resilient people are generally more skilled at enduring and surmounting challenges and 
adversities compared to those lacking resilience. For example, results indicated that 
conscientious people often exhibited high resilience levels because they are well 

organized and hard workers (Hartmann et al., 2019). Here, resilience is approached 
from a static view thereby, categorizing people as resilient or non-resilient (Fisher et 
al., 2018; Raetze et al., 2021).  

On the other hand, many scholars conceptualize resilience from a state-like or a 

capacity/ capability perspective. In this view, resilience is perceived as an attribute that 
can be developed (Kossek & Perrigino, 2016; Kuntz et al., 2016; Fisher et al., 2018; 
Hartmann et al., 2019; Samo et al., 2021). Though this characteristic might be stable 
in the short-run, it demonstrates adaptability over the long-run (Hartmann et al., 2019). 
As a result, resilience is linked to the possession of specific sets of resources that are 
distinct from adversity but contribute positively to handling adversity (Teng-Calleja et 
al., 2020; Raetze et al., 2021).  

Recently, scholars started adopting a process-oriented approach when 
conceptualizing resilience. Following this line of thought, resilience is seen as the 
process through which people confront and manage adversity encompassing affective, 
cognitive, and behavioral processes that people employ to sustain and gain their normal 
functioning in face of challenges (Raetze et al., 2021) and environmental risks (Kossek 

& Perrigino, 2016; Liu et al., 2019). In this context, resilience is a dynamic 
phenomenon that arises in response to varying circumstances and results in the 
demonstration of favorable adaptation (Hartmann et al., 2019). 

Examining the various perspectives on resilience indicates a consensus on certain 

aspects. On one hand, all interpretations emphasized the importance of confronting a 
certain level of adversity that disrupt an individual’s functioning (Bardoel et al., 2014; 
Fisher et al., 2018). Additionally, resilient people demonstrate the ability to achieve 
positive results in the face of serious threats. This connection between resilience and 
favorable results is closely linked to enhanced performance and overall well-being 
(Bardoel et al., 2014; Hartmann et al., 2019; Khan et al., 2019).  

Building on the literature review and tailored to the research objectives, this 
research operationalizes employee resilience from the capability standpoint. Thus, it is 
defined as the capacity of employees within an organization to effectively overcome 
setbacks and thrive amid difficulties and hardships (Linnenluecke, 2015; 
Bhattacharyya et al., 2019; Cooke et al., 2019; Zhai et al., 2022; Okojie et al., 2023), 
while utilizing available resources provided by the organization to adapt and grow at 

work continuously (Tonkin et al., 2018). In this sense, it is argued that employee 
resilience plays a pivotal role in shaping an employee’s response to workplace stress, 
as well as mitigating the adverse effects of work pressure and sustaining the required 
levels of productivity and well-being (Nadeem et al., 2019; Okojie et al., 2023).   
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Prior research has contributed similar findings regarding the effects of employee 
resilience where it demonstrated that employee resilience has a notably positive and 
significant impact on behaviors and attitudes at work (Athamneh & Jais, 2023) when 
encountering obstacles (Okojie et al., 2023), performance (Kašpárková et al., 2018), 
and work engagement (Sholikhah et al., 2021). Similar results were also found in 
relation to service delivery (Ssewankambo & Pule, 2018) and creative high 

performance work practices (Aparma and Sahney, 2022).  Other studies examined the 
mediating effect of employee resilience. For example, a study considered its mediating 
role between learning culture, knowledge sharing and affective commitment to change 
(Malik and Garg, 2017), the mediating role between adaptive humor styles at work and 
wellbeing (Bhattacharyya et al., 2019), and between organizational resilience and work 
engagement (Wu et al., 2022). 

 

2.2. Information Sharing Practices 

Information sharing within an organization ensures that employees are well-
informed about business outcomes (Maden, 2015; Dahou & Hacini, 2018; Al Doghan, 
2019) at the operational and strategic levels (Alla & Rajaa, 2017).  Accordingly, 
information sharing practices could be defined as the organizational procedures 

incorporating the dissemination and reception of information that flows within an 
organization. Put differently, information sharing practices are regarded as the process 
through which an organization distributes information to its employees in a timely 
manner (Bata et al., 2020; Vuong & Sid, 2020; Liu et al., 2023) thereby, promoting 
mutual trust between the organization and its employees (Wahid et al., 2014; Alla & 
Rajaa, 2017; Cooper et al., 2019; Wang & Shaheryar, 2020; PHAM, 2021; Poku & 
Yussif, 2022), especially during challenging and (turbulent) times (Senanayake, 2020; 
Ngoc Su et al., 2021).   

In this sense, information dissemination helps employees in gaining a better 
understanding of their roles and responsibilities (Battistelli et al., 2019; Liu et al., 2023) 
which eventually leads to better alignment of their behaviors with organizational goals, 
objectives (Nifadkar et al., 2018; Wang & Shaheryar, 2020; Poku & Yussif, 2022; 

Alshareef, 2023) and policies (Park, 2017; Khan et al., 2019; Poku & Yussif, 2022; 
Alshareef, 2023). For example, communication of periodic performance feedbacks 
provides employees with valuable information that fosters continuous improvement 
(Poku & Yussif, 2022).  In addition, provision of ongoing meetings that discusses with 
employees critical and essential updates (Al Doghan, 2019) signals to employees that 
their contributions are valued (Vuong & Sid, 2020; PHAM, 2021; Alshareef, 2023).  

The researcher recognizes a notable paucity in the empirical investigations of 
information-sharing practices. However, in line with the research objectives, this study 
operationalized information-sharing practices as the timely (prompt) dissemination and 
reception of information that flows within the organization (Bata et al., 2020; Vuong 
& Sid, 2020; Liu et al., 2023). As a result, the cultivation of a knowledgeable workforce 
that aligns with the strategic and operational goals of the organization enhances 

employees’ abilities to effectively adapt their behaviors accordingly.  
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According to previous studies, information-sharing practices were among the 
human resource management practices that had a significant positive impact on 
organizational commitment (Prabusankar, 2015; Alla & Rajaa, 2017), organization 
citizenship behavior (Park, 2017), employees’ trust in their supervisors (Nifadkar et 
al., 2018), employee engagement (Al Doghan, 2019; Vuong & Sid, 2020), innovation 
(Heidary Dahooie et al., 2021), employee retention (Poku & Yussif, 2022), employee’s 

turnover intention (Nagar & Agarwal, 2022), organizational performance (Liu et al., 
2023), employee performance (Hui et al., 2023), and employees’ mobilization behavior 
(Alshareef, 2023). Conversely, the study of Walid et al. (2014) found insignificant 
relationship between information sharing and performance in small and medium 
enterprises. Additionally, Sun et al., (2018) showed no significant association between 
job satisfaction and information sharing. 

 

2.3. Information Sharing and Employee Resilience 

Very few studies have empirically investigated the relationship between 
information sharing and employee resilience. For instance, an exploratory qualitative 
study conducted among employees in Pakistani telecommunication sector concluded 
that information sharing practices were among the crucial and critical human resource 

management practices that enhanced employee resilience (Khan et al., 2019). In 
addition, the study of Cooper et al. (2019) revealed that wellbeing-oriented human 
resource management practices had a positive direct and significant effect on employee 
resilience, with information sharing practices  being one of key practices being 
analyzed. Senanayake (2020) similarly found a direct positive significant relationship 
between high performance work practices and employee resilience where the 
information sharing practices were among the studied set of practices. Moreover, Liu 
et al. (2023) established a positive influence of information sharing on resilience which 

eventually impacts firm performance. 

Following the job demands-resources model, adversities stemming from constant 
turbulence in the business environment would be classified as job demands (Kossek & 
Perrigino, 2016; Fisher & Law, 2020), thus triggering a health impairment process 

(Baker & Demerouti, 2017). On the other hand, employee resilience can be viewed as 
a valuable job resource that helps in buffering the negative effects of job demands and 
stressors (Kossek & Perrigino, 2016; Fisher & Law, 2020) through  the initiation of a 
motivational process (Baker & Demerouti, 2017). In this respect, resilience enables 
employees to proactively cope with ongoing stressors and develop coping strategies to 
navigate ongoing challenging situations and intense stressors (Cooper et al., 2019; Liu 
et al., 2019; Kumar & Das, 2022; Zhai et al., 2022).  

On the other hand, information sharing could be viewed as a job resource for 
several reasons. Firstly, information sharing practices qualify as a job resource as they 
help in clarifying in employees’ job roles and responsibilities (Wang & Shaheryar, 
2020). Secondly, the provision of updates on organizational changes (Al Doghan, 
2019) reduces ambiguities and stress, further enhancing its role as a resource. In spite 

of this, the empirical investigation of the significant role of information sharing 
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practices on employee resilience is still under explored (Park, 2017; Battistelli et al., 
2019; Khan et al., 2019).  

In this sense, employee resilience and information sharing practices serve as vital 
job resources that enable an organization’s workforce to effectively manage the 
increasing demands presented by the contemporary turbulent and dynamic business 
environment. In this context, figure (1) depicts the proposed relationship between 
information sharing practices and employee resilience within the information and 
communication technology sector in Egypt, particularly focusing on the software 
development as well as the systems and solution integration sub sector. Accordingly, 
this research posits: 

H1: There is a positive and statistically significant impact of information 
sharing practices on employee resilience. 

 

 

 

 

3. Research Design  

The current research employs a cross-sectional quantitative method to assess the 
impact of information sharing practices on employee resilience. A proportional 
stratified random sample was utilized.  A sample of 392 employees was proportionally 
distributed by companies’ size and stratified by various managerial levels (top, middle, 
and staff levels). The data was collected based on a self-administered online survey.  
Statistical analyses were conducted using SPSS 26.0, Lisrel 10.2, and Minitab 17.0 

software. 

 

4. Population and sample 

Egypt, within the MENA region, possesses the necessary qualifications to emerge 
as a leading digital innovator resulting from its strategic geographical location and the 

presence of a burgeoning youth population (World-Bank-Group, 2020). In Egypt, the 
information and communication technology sector plays a critical role in enhancing 
economic growth. In 2020/21, this sector marked the highest annual growth rate of 
16.7% and created approximately 215,000 job opportunities (MCIT, 2023). This 
empirical study was confined to investigating the impact of information sharing 
practices on employee resilience within the software development as well as the 
systems and solutions integration sub-sectors. In this respect, companies employing a 
minimum of 200 employees were included in the study to ensure that they have well-

established human resource management departments.  

Based on the Information Technology Industry Development Agency (IDITA) 
online database, the total population within the designated sub-sectors in this empirical 
investigation was 28,885 employees distributed among three managerial levels namely, 

Information sharing practices Employee resilience 

Figure (1): Research model 
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top management (9%), middle management (18%), and staff level (72%). This 
quantitative cross-sectional study employed a proportional stratified random sample to 
address the research question regarding how information sharing practices affect 
employee resilience and Guerci et al.'s (2019) suggestion to use employees as the unit 
of analysis.. Accordingly, a sample size of 392 respondents was determined. The 
sample was proportionally distributed according to number of employees in each 

company and stratified by managerial levels. 

 

5. Data collection 

Since respondents were Egyptians, a bilingual (English and Arabic) self-reported 
questionnaire was administered using online google forms. As recommended by 

Bryman (2012), a vertical layout was adopted to facilitate clarity, readability, and data 
coding. To this end, the questionnaire was designed to include three main sections. The 
first section was dedicated to collecting demographic data including gender and 
managerial level. The second section was dedicated to conveying the research purpose, 
and emphasizing respondents’ anonymity and confidentiality of collected data  (Cooper 
& Schindler, 2014). Lastly, the final section included statements to test the research 
variables (information sharing practices and employee resilience). Following the 
recommendation of Sekaran and Bougie (2016), a 5-Likret scale was employed where 

“1” indicated strong disagreement and “5” reflected strong agreement.  

 

6. Measurement tools 

To ensure content validity, alignment with research objectives, and the specific 
context of information and communication technology in Egypt, careful consideration 

was given to the selection of the appropriate measurement instruments. Consequently, 
the following validated measurement instruments were utilized to enhance content 
validity: 

1. Information sharing practices: Four statements of Muduli (2017) validated 

instrument was partially used to capture respondents’ perception on this variable. 
“It has specific mechanisms for sharing lessons learned in organizational 
activities from department to department (unit to unit, team to team)”  (Muduli, 
2017, p. 51) is an illustration of statements included in this measure. 

2. Employee resilience: Cai et al. (2019) validated measurement instrument was 
partially used  to assess respondents’ perception on this research variable. Here, 
three statements were chosen where “I am able to perform my job efficiently in 
difficult or stressful situations” (Cai et al., 2019, p.62) exemplifies incorporated 
statements. 
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7. Demographic profile of sample respondents 

Data was collected from a sample of 392 respondents of employees working in 
the software development as well as the systems and solutions integration sub-sectors 

within the information and communication technology sector in Egypt. As indicated in 
table (1), 80.40% of the respondents were males while 19.60% were females. In 
addition, the breakdown of participants in terms of top management, middle 
management and staff level were 8.90%, 18.90%, and 72.20% respectively. It is 
important to highlight that this breakdown adhered to the specified stratification 
criteria. 

Table (1): Sample respondents' profile 

 Frequency Percent 

Gender 

Male 315 80.40 

Female 77 19.60 

Managerial level 

Top management 35 8.90 

Middle Management 74 18.90 

Staff level 283 72.20 

 

8. Data Analysis 

SPSS 26.0, Lisrel 10.2 and Minitab 17 software were employed to assess the 
reliability and validity of the measurement tools as well as conducting the descriptive 
and inferential statistics. 

8.1 Exploratory factor analysis 

Using SPSS 26.0 software, and upon the recommendation of Hair et al. (2019), 

the principal component analysis with varimax rotation was utilized to evaluate 
whether the items designed to measure a specific construct form a distinct factor that 
is separate from other factors. In addition, as suggested by Taherdoost (2016), a 
minimum factor loading of 0.40 is considered acceptable. As indicated in table (2), all 
instruments met the minimum threshold. 

 

8.2 Descriptive statistics 

Descriptive statistics plays a critical role in providing a ‘general feeling’ of the 
dataset. Thus, it is regarded as a valuable instrument in offering a significant 
framework for the analyzed dataset (Hair et al., 2019). As shown in table (3), the 
findings of the exploratory factor analysis indicated that respondents’ perception on 
both employee resilience (mean = 3.84) and information sharing practices (mean = 

3.64) were above average mean and their standard errors were 0.039 and 0.040 
respectively, indicating a more precise estimate of the population mean. 
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Table (2): Factors Loadings 

Code Statement 
Factor 

loading 

Employee resilience  

WFR1 
“I am able to perform my job efficiently in difficult or stressful situations” 
(Cai et al., 2019, p. 62) 

0.855 

WFR2 “I can adapt well in light of workloads” (Cai et al., 2019, p. 62) 0.865 

Information sharing practices  

WBI2 
“It encourages frequent organizational conversations that keeps alive the 
lessons learned from history” (Muduli, 2017, p. 51) 

0.772 

WBI3 

“It has specific mechanisms for sharing lessons learned in organizational 

activities from department to department (unit to unit, team to team” 
(Muduli, 2017, p. 51) 

0.818 

WBI4 
“Top management repeatedly emphasizes the importance of knowledge 

sharing in my organization” (Muduli, 2017, p. 51) 
0.850 

  

Table (3): Average scores and their significance 

Variable 
sample 

mean 

Standard 

error 

P -

Value 

95%  

confidence interval for 

mean 

Employee resilience 3.84 0.039 0.011 3.79 - 3.90 

Information sharing practices 3.64 0.04 <0.001 3.46 - 3.75 

 

In the current empirical study, two demographic variables were considered 
namely, gender and managerial levels. With respect to gender, an independent sample 
T-test assessed whether there was any significant difference between males and 
females. As reflected in table (4), there was no statistically significant difference 
between males and females for employee resilience and information sharing practices 
(p-value = 0.79, 0.43 respectively). Furthermore, the standard error means for 

employee resilience and information sharing practices for both males and females were 
small indicating that a more precise estimate of the population. 

Table (4): Comparing means between males and females 

Variable Gender Mean 
Standard 

Deviation 

Standard Error 

Mean 
p-value 

Employee resilience 
Male 3.85 0.74 0.04 

0.79 
Female 3.82 0.89 0.10 

Information sharing 

practices 

Male 3.63 0.81 0.05 
0.43 

Female 3.71 0.75 0.09 

 

An ANOVA test was administered to evaluate the statistical significance between 

top management, middle management, and staff levels. As shown in table (5) that there 
was a statistically insignificant difference (p-values > 0.05) for both employee 
resilience and information sharing practices across the different managerial levels. Like 
the case of gender, the standard error means for employee resilience and information 
sharing practices for the three managerial levels were small reflecting again a more 
precise estimate of the population.  
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Table (5): Comparing means between managerial levels 

Variable Managerial levels Mean 
Standard 

Deviation 

Standard 

Error Mean 
p-value 

Employee resilience 

Top management 4.04 0.82 0.14 

0.26 Middle management 3.85 0.75 0.09 

Staff 3.82 0.77 0.05 

Information sharing 
practices 

Top management 3.84 0.92 0.16 

0.11 Middle management 3.50 0.89 0.10 

Staff 3.66 0.76 0.04 

 

8.3 Testing the model goodness of fit 

Lisrel 10.2 was employed to evaluate the theoretical model goodness of fit. As 
shown in table (6), all indices met their respective thresholds. This implies that the 
model adequately represents the relationship between information sharing practices 
and employee resilience. 

Table (6): Goodness of fit indices results 

Index Results  

Root mean square approximation (RMSEA) 0.06 

Chi-square / degrees of freedom 2.36 

Normed fit index (NFI) 0.985 

Non-normed fit index (NNFI) 0.978 

Comparative fit index (CFI) 0.991 

Incremental fit index (IFI) 0.991 

Relative fit index (RFI) 0.962 

Root mean square residual (RMR) 0.025 
Standardized root mean square residual (SRMR) 0.025 

Goodness of fit (GFI) 0.991 

Adjusted goodness of fit (AGFI) 0.964 

 

8.4 Reliability and validity of the measurement instruments 

Before proceeding to testing the hypothesis, an evaluation of the reliability and 
validity of the measurement tools is deemed essential. To measure the reliability of the 

measurement instruments, Cronbach’s coefficient of reliability and composite 
reliability were estimated. Here, employee resilience measurement instrument was 
68.9% which almost hit the minimum threshold of 70%, whereas the composite 
reliability was 75.49% thereby meeting the minimum threshold. Similarly, information 
sharing practices measurement instrument exhibited a value of 76.20% and 80.62% for 
Cronbach’s coefficient of reliability and composite reliability respectively. Thus, it 
could be argued that both measurement tools exhibited stability and consistency of the 
statements incorporated in the measurement instruments (Bryman, 2012). 

With respect to the validity of the measurement instruments, the variance 
explained, average variance extracted, and discriminant validity were evaluated. For 
employee resilience, the variance explained, average variance extracted values were 
76.15% and 67.0% respectively. On the other hand, for information sharing practices, 
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the variance explained was 68.07%, whereas the average variance explained was 
58.20%. Based on the values of both measures, it could be inferred that both 
measurement instruments accurately measure what they were intended to measure 
(Sekaran & Bougie, 2016). In addition, the discriminant validity was also measured to 
assess whether employee resilience and information sharing practices were empirically 
differentiated. The result of the discriminate validity was 56.15% indicating that 

respondents could clearly differentiate the two latent constructs. 

 

8.5 Structural model: Hypothesis testing 

Structural equation modeling helps the researcher in identifying the strength, 

direction, and statistical significance of the relationship between the research variables. 
Using Lisrel 10.2 to test the research hypothesis pertaining to the direct impact of 
information sharing practices on employee resilience. As exhibited in table (7), there 
was a positive and statistically significant (p-value < 0.001) relationship thereby 
verifying the research hypothesis (H1). Furthermore, as reflected in the path coefficient, 
an improvement in information sharing practices is likely to bring a 43.80% 
improvement in employee resilience. 

Table (7): Direct impact of information sharing practices on employee resilience  

The effect 
Path 

Coefficient 

Standard 

Error 

t-

value 

P-

value 
S* 

Information sharing practices → 
employee resilience 

0.438 0.066 6.666 < 0.001 S 

* Significance 

 

9. Discussion 

Given that both demographic variables (gender and managerial levels) did not 
exhibit a statistically significant difference in terms of the research variables, it can be 
concluded that a single model can be employed to test the theoretical model. In 
addition, there was a positive, statistically significant (p-value < 0.001) and moderate 
correlation between information sharing and employee resilience (r = 0.438l). This 
implies that improvements in information sharing practices is expected to enhance 
employee resilience. Accordingly, the novel findings of this research contributes to the 

literature and fulfill the void identified in the existing literature. (Cooper et al., 2019; 
Khan et al., 2019; Senanayake, 2020; Cafferkey et al., 2021; Liu et al., 2023).  

In light of this, it is recommended that organizations operating in the Egypt’s 
information and communication technology sector should take a variety of alternatives 

to improve employee resilience by increasing the effectiveness of their information 
sharing practices. In order to minimize any ambiguities that may lead to stress and 
inefficient performance, organizations are urged to design their information sharing 
practices in a way that guarantees the prompt and clear dissemination of information 
to employees.. Additionally, organizations should build a culture of trust where 
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employees are encouraged to express their opinions, concerns, and ideas because 
information flow is a two-way process. 

 

10. Implications 

This section will explore the theoretical and practical implications. The theoretical 
aspect will delve into the job demands-resources model, while the practical aspect will 
strive to provide guidance to Egyptian organizations operating in the information and 
communication technology sector by shedding light on how information sharing 
practices can enhance employee resilience. 

10.1 Theoretical Implications 

Prior studies have highlighted a gap in the empirical investigation of how 

organizational practices impact employee resilience (Cooke et al., 2019; Khan et al., 
2019; Teng-Calleja et al., 2020; Kuntz, 2021; Rodríguez-Sánchez, 2021; Samo et al., 
2021; Jegatheesparan & Samaradiwakara, 2022). Specifically, the relationship between 
information sharing practices and employee resilience has received limited attention 
from researchers (Wahid et al., 2014; Park, 2017; Battistelli et al., 2019). Thus, this 
study addressed this gap by examining the influence of information sharing practices 
on employee resilience in the information and communication technology sector in 
Egypt.  In addition, drawing on the job demands-resources model, it is posited that both 

employee resilience and information sharing practices can be considered as job 
resources. These resources are expected to mitigate the adverse effects of high job 
demands stemming from the dynamic and unpredictable nature of the business 
environment.  

10.2 Practical Implications 

Considering the power of information sharing and the significance of building and 
maintaining a resilient workforce, this research presents insights into the different 
approaches human resource management professionals and top-executives may utilize 

to facilitate and strengthen information sharing among employees and promote their 
resilience. Company executives are urged to create and maintain a culture of open and 
transparent communication that encourages free flow of information. Such 
environment could be fostered through the development of an effective suggestion 
system that acknowledges and rewards successful ideas. Furthermore, it is essential to 
hold regular meetings with employees to disseminate the latest information as well as 
encourage open expression of thoughts, opinions, and ideas. Finally, incentivizing 
employees who share information, both formally and informally, with their peers is 

expected to promote this collaborative environment. 

 

11. Limitations and Future Research 

This empirical investigation provides valuable insights into how information 
sharing practices affects employee resilience, but it is crucial to recognize its 
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limitations. This research is confined to Egypt’s information and communication 
technology sector, thereby limiting the ability to generalize its findings to a more global 
context and other industries. In addition, as a cross-sectional study, the data is captured 
at a specific point in time, limiting the ability to observe changes in behavior over time. 
Moreover, reliance on self-reported questionnaires introduces the risk of common 
method bias, which could impact the reliability of the data. Finally, there may be other 

intervening or confounding variables that could potentially influence the conclusions 
drawn from this study. 

Considering the limitations of this research, it is recommended to conduct a 
longitudinal study to trace changes in employees’ behaviors over time. Moreover, it is 

recommended to test the current research theoretical model within different 
geographical and industrial settings to further enhance its generalizability. In addition, 
future research may consider examining the influence of other human resource 
management practices such as rewards practices or performance management practices 
or even the combined effect of bundles of practices on employee resilience. 
Furthermore future research may consider examining the moderating effect affecting 
the relationship between the research variables including, for example, age, experience, 
gender, and managerial levels. 

 

12. Conclusion 

In a dynamic and challenging business environment, organizations must establish 
and maintain a resilient workforce capable of handling the immense pressure that 
comes with such a turbulent setting. Undoubtedly, the role of information plays a 

pivotal role in helping employees to align their behaviors with overall organizational 
direction. Despite the significance of information sharing within organizations, limited 
research has been conducted to explore the relationship between information sharing 
practices and employee resilience. To address this gap, the current research was guided 
by the job demands-resources model, and empirically confirmed a positive and 
statistically significant impact of information sharing practices on employee resilience 
in Egypt’s information and communication technology sector with special emphasis 
on software development as well as systems and solutions integration sub-sector. Based 

on the research findings, the research discussed the theoretical and practical 
implications beside the research limitations and recommended future research. 
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