Employee Responses and Concerns During Disaster: 17
Instructor Guide



Session 17: Employee Responses and Concerns During Disaster

Time: 1 hour


Objectives:


At the conclusion of this session, the students should be able to:

17.1 Summarize key research findings pertaining to employee role conflict and abandonment during disaster responses and recovery.

17.2 Summarize the research objectives and methods used in the first comparative study of disaster-induced employee evacuation.

17.3 Describe and illustrate six major employee disaster responses that are relevant to managers of tourist businesses.

17.4 Identify and illustrate six pattern differences in employee disaster responses that are relevant to managers of tourist businesses.

17.5 Describe the components of multivariate models that predict six aspects of disaster-induced employee evacuation behavior.

17.6 Identify and illustrate six key company policy areas pertaining to disaster impacts on tourist business employees.

Scope:

Introduction to research on employee behavior and concerns during disaster response and recovery; primary social factors that constrain employee responses; relevant policy issue areas.

Readings:
1. Required Student Reading

Ben F. Thornton. 1996. “Workforce Relations in Troubled Times.” Contingency Planning & Management 1 (March/April):20.

Thomas E. Drabek. 1999b. Disaster-Induced Employee Evacuation. Boulder, Colorado: Institute of Behavioral Science, University of Colorado. (Chapter 10 only: “Employee Disaster Evacuations”, pp. 200-215).

2. Professor Reading

Thomas E. Drabek. 1999b. Disaster-Induced Employee Evacuation. Boulder, Colorado: Institute of Behavioral Science, University of Colorado. (Chapters 1,2,3,4,8 and 9; “Introduction,” pp. 1-20; “Theoretical and Behavioral Contexts,” pp. 21-54; “Warning Patterns,” pp. 55-81; “Evacuation Behavior,” pp. 82-104; “Predicting Employee Responses and Concerns,” pp. 158-184; “Policy Gaps,” pp. 185-199).

3. Background References

Chris Piotrowski, Terry Armstrong, and Harry Stopp. 1997. “Stress Factors in the Aftermath of Hurricanes Erin and Opal: Data from Small Business Owners.” Psychological Reports 80:1387-1391.

Dennis E. Wenger, Benigno Aguirre, and Gabriela Vigo. 1994. “Evacuation Under Conditions of Uncertainty: The World Trade Center Evacuation of February 26, 1993.” A paper presented at the XIIIth World Congress of Sociology, Bielefeld, Germany.

J.I. Sanchez, W.P. Korbin, and D.M. Viscarra. 1995. “Corporate Support in the Aftermath of a Natural Disaster: Effects on Employee Strains.” Academy of Management Journal 38:504-521.

Lewis M. Killian. 1952. “The Significance of Multi-Group Membership in Disaster.” American Journal of Sociology 57:309-314.

Requirements:

The professor should make a copy of the student handout titled “Employee Responses and Concerns During Disaster” (see Appendix). This will facilitate student note taking during this session.

Remarks:

Objective 17.1

Role Conflict

Research

1. Distribute the student handout titled “Employee Responses and Concerns During Disaster” (see Appendix). Explain that this should be used for note taking assistance during this session.

2. Refer students to the chapter by Dynes, Quarantelli and Kreps (1972) which was the required reading for Session 13. Ask this question: “What is the difference between ‘role conflict’ and ‘role abandonment’?”

a) Role conflict: inconsistencies among the expectations within or among social positions that an individual enacts.

1) Example: parent has business meeting the same night that child is playing in high school football game.

2) Role conflicts are widespread and experienced by most people; the intensity and frequency vary as does the capacity to cope.

3) Role conflict is the expectation dimension.

b) Role abandonment: inappropriate abdication from a social position that an individual is expected to enact; failure to show up or inappropriate departure.

1) Example: parent chooses to attend child’s football game and never notifies business associates that business meeting will be missed.

2) Role abandonment is the behavioral dimension.

3) Role abandonment occurs relatively infrequently despite high levels of role conflict as people continually construct ways of dealing with inconsistencies among the expectation sets they confront.

3. Another myth: role abandonment during disasters

a) Ask students: “One of the myths about disasters is that there is widespread role abandonment. What examples of role conflict and role abandonment do you recall from the chapter by Dynes, Quarantelli and Kreps?”

b) Elaborate as required so that these examples are highlighted.

1) “A classic hypothetical case would be the hospital administrator who is on duty when disaster impact occurs and he finds that his home and his family is in the impact area. Without knowledge of the safety of his family, he is assumed to opt to rush home and to abandon his hospital responsibilities. Such a situation as has been described could possibly occur, but in interviewing around 3,500 organizational personnel in about 100 disaster events and obtaining reports on the behavior of thousands of other workers, we have never found a case where a person abandoned an important emergency-related responsibility because of anxiety.” (Dynes et al. 1972, p. 24).

2) “ . . . a police captain while continuing to maintain his responsibilities can call a patrol car across town to get general information about his area of residence or to gather specific information about his family.” (Dynes et al. 1972, p. 25).

c) Early documentation of role conflicts among emergency services personnel during disasters was completed by Killian (1952). The degree to which such conflicts resulted in behavioral abandonment, however, remained unknown until further research, like that of Dynes, Quarantelli and Kreps (1972) was completed.

d) In a 1976 report, Dynes and Quarantelli proposed three reasons why such role conflicts do not result in role abandonment.

1) “The total role structure, thus, becomes more coherently organized around a set of value priorities and, at the same time, irrelevant roles which could produce strain are eliminated until the emergency is over.” (p. 239).

2) “Because of the assurance that these organizational members on duty will remain, other organizational members not on duty have the reassurance that they have time to check personal and familial damage and also to engage in limited amounts of non-occupational role behavior before reporting.” (p. 240).

3) “ . . . family units can make internal allocative decisions which facilitate the assumption of various emergency roles on the part of various family members (e.g., wife may go to EOC with husband and serve as secretary).” (p. 240).

Objective 17.2

First Comparative

Study

1. Explain that no comparative research had been completed on employee evacuation behavior until Drabek’s study (1999b). “Having monitored the literature which conducting these studies, I was aware that disaster-induced employee evacuations was a huge void. As one researcher (Dr. Michael K. Lindell, Director, Hazard Reduction and Recovery Center, Texas A & M University) put it when I asked him if he knew of any studies on the topic: ‘A blank overhead transparency projected on the screen would be the way I would summarize what we know about that topic.’” (Drabek 1999b, p. x).

2. This study had five objectives (adapted from Drabek 1999b, p. 4).

a) To describe the sequence of behavior that culminated in evacuations from work sites by employees, either prior to or following disaster.

b) Describe the range of variation in these behavioral sequences among events and organizations with varied characteristics.

c) Identify factors related to variation in these behavioral sequences.

d) Document perceptions of employees regarding evacuation procedures implemented by private firm executives and governmental agency representatives.

e) Formulate relevant policy recommendations for emergency managers and business executives.

3. Research Design

a) Refer students to assigned reading and review the events selected for study (Drabek 1999b, p. 4 and pp. 200-201).

1) Hurricane Felix (August 1995)

2) Hurricane Fran (August 1996)

3) Flood (Nevada; January 1997)

4) Flood (California; January 1997)

5) Flood (California; January 1997)

6) Flood (Colorado; July 1997)

7) Flood (Colorado; July 1997)

b) Refer students to assigned reading and review the communities selected for study; also indicate the sample sizes of employees and firms (adapted from Drabek 1999b, p. 10 and p. 201).

1) Hurricane Felix—Dare and Carteret Counties, North Carolina: 25 firms; 90 employee interviews; 3 emergency manager interviews.

2) Hurricane Fran—Brunswick, New Hanover, and Pender Counties, North Carolina, and Horry County, South Carolina: 24 firms; 116 employee interviews; 6 emergency manager interviews.

3) Nevada flood—Washoe County: 10 firms; 40 employee interviews; 3 emergency manager interviews.

4) California flood—Stanislaus County: 5 firms; 17 employee interviews; 2 emergency manager interviews.

5) California flood—Sutter and Yuba Counties: 15 firms; 38 employee interviews; 3 emergency manager interviews.

6) Colorado flood—Larimer County: 18 firms; 48 employee interviews; 3 emergency manager interviews.

7) Colorado flood—Logan County: 21 firms; 57 employee interviews; 3 emergency manager interviews.

8) Total data base—118 firms; 406 employee interviews; 23 emergency manager interviews.

c) It is recommended that the professor review the descriptions of the events and communities included in this study and provide students with a few examples like the following (see Drabek 1999b, pp. 28-51).

1) Wilmington (New Hanover County), North Carolina: 24% of all homes damaged. “Once the winds subsided, days of rain followed, along with flooding that caused sewer backups in many locations. I still recall one bank manager showing to me the high water mark in her office, where the water stood eight foot deep. Moreover, the contaminated water did not recede for several days. So a week later when she finally got back inside the building, the smell and filth that remained, even inside the bank vault, caused her to report to her superiors that the entire inside of the building would have to be gutted and replaced. Many of the restaurants, retail stores, and resort hotels where I conducted interviews, suffered similar contamination.” (Drabek 1999b, p. 37).

2) Ft. Collins (Larimer County), Colorado: “People I interviewed at restaurants to the west of College Avenue, described a rapidly changing scene in which high water in the street was being transformed into a dangerously fast-moving river that filled parking lots and made customer departures difficult. Then water began coming up through the floor drains. Spring Creek, which normally flows without notice through a portion of the city before it empties into the Cache La Poudre River at the eastern edge of town, had become a violent torrent of destruction.” (Drabek 1999b, pp. 47-48).

d) Data collection instruments (adapted from Drabek 1999b, pp. 11-12).

1) Emergency managers: telephone and field interviews

2) Senior managers: telephone and field interviews, questionnaires, and authorization to contact selected employees

3) Employees: some field interviews, mostly telephone interviews and questionnaires

4) Completed questionnaires, mailed after each interview was conducted, were returned by 66% (managers – 71%; other employees – 63%) (Drabek 1999b, p. 240).

Objective 17.3

Employee Disaster

Responses

1. Ask students: “Based on your assigned reading, the last chapter in Drabek’s book (1999b), which of the employee responses to these seven disaster events do you believe are most relevant to managers of tourist businesses?”

2. It is recommended that the professor make a listing of student responses on the chalkboard and then elaborate as required to insure that the following are identified and illustrated (see Drabek 1999b, pp. 55-104 and 201-204).

a) Prior evacuations: 56% had evacuated from work because of a prior disaster event (p. 201).

b) Disaster training: only 27% had received any type of on the job disaster training (p. 202).

c) Disaster brochure: only 26% had received any type of disaster brochure or other written guidance materials (p. 202).

d) Family contexts: 

1) 89% shared their home with at least one other person (p. 202).

2) 40% had at least one child at home (p. 202).

3) 67% had pets (p. 202).

e) Warnings:

1) 92% were warned prior to impact (p. 202).

2) 59% were warned initially by media (p. 202).

3) 90% received information from a media source sometime during the evacuation (p. 202).

4) 66% received warning information from four or more different sources, including co-workers (77%); relatives and friends (59%); emergency government personnel (44%) (p. 202).

f) Confirmation: 

1) Regardless of warning source, nearly all tried to confirm (p. 202).

2) 71% appealed to media initially (p. 202).

3) 33% appealed to co-workers (intermediate) (p. 202).

4) Final confirmations were made with co-workers (28%); direct observations (28%); local government (21%) (p. 202). 

5) Confirmation source reflected social status, i.e., managers appealed to local government (55%); lower level employees appealed to relatives or friends (70%) (p. 202).

g) Conflict resolution:

1) 93% reported co-worker discussions (p. 202).

2) 51% reported offers of assistance from management (p. 203); e.g., “our manager offered a room at an inland hotel for me and my family if we decided to evacuate from our home” (p. 78) and “we received pay advances; normally we get paid on Thursday and that was the day the hurricane was due. So management paid everyone early to help out with people leaving.” (p. 79).

3) 78% indicated high levels of satisfaction with managerial responses (p. 203).

4) Over 80% reported discussions among co-workers on each of four topics, i.e., severity of threat, where to go, when to go, and safety of current location (p. 202-203).

h) Departure profiles:

1) 76% notified someone about the evacuation prior to leaving work, e.g., family member (p. 203).

2) 68% assisted at work to prepare firm (p. 203).

3) Form of assistance varied by social status, e.g., “Those in managerial positions focused on providing necessary information to other employees, while those with other jobs boarded up, created computer files, or assisted customers.” (p. 86).

i) Shelter selections:

1) 64% went to the home of a relative or friend (p. 203).

2) 67% were very satisfied with their shelter (p. 203).

3) “Intense dissatisfaction was reported only by those who went to public shelters . . .” (p. 203) (7% of all employees went to a public shelter, p. 90).

4) 12% experienced multiple evacuations, i.e., stayed overnight in different locations (p. 203).

j) Return behavior:

1) 39% encountered difficulty returning to work, e.g., debris in road (p. 203).

2) 15% worked for firms that used temporary office locations (p. 203).

3) 7% reported problems with these such as child related problems (p. 203).

4) Example: After Hurricane Mitch struck several locations in Central America in late October 1998, severe rains caused extensive flooding. “Hotels, like many businesses, had problems getting employees into work during the storm.” (p. 34A). Thus, many people took on new tasks as did 21 volunteers from the Tarrytown United Methodist Church (Austin, Texas) who were constructing a library in northern Honduras. “Unable to get a flight back to the United States, they offered their services not only in preparing the food, but also helping out at their hotel—doing laundry, for example . . .” (p. 34A). (Ken Guggenheim. 1998. “Honduras Reels From Ruin.” Rocky Mountain News November 3, p. 2A and 34A).

k) Impacts:

1) 30% did not get paid for time away from work because of the evacuation (p. 204).

2) 27% said some form of compensation should be given to employees during evacuations (p. 204).

3) 65% said the evacuation did not have a lasting impact on company morale (p. 204).

4) 15% reported deterioration in morale (p. 204).

5) 21% reported improvement in morale (p. 204).

Objective 17.4

Pattern

Differences

1. Explain that Drabek (1999b, p. 204) documented three types of pattern differences, i.e., event qualities along with firm size and mission constrained employee evacuation behavior.

2. Ask students: “Based on Drabek’s study, what types of pattern differences in employee disaster responses are most significant to managers of tourist businesses?”

3. It is recommended that the professor make a list of student responses on the chalkboard and then elaborate as required to insure that the following are identified and illustrated (see Drabek 1999, pp. 204-207 and pp. 105-157 for additional examples).

a) Event qualities: (only variations due to length of forewarning were assessed).

1) “Employees working in the six hurricane communities, where the length of forewarning was longest, more frequently had evacuated previously from both work and home and received some type of disaster preparedness brochure at work or from a community agency.” (p. 204).

2) “Length of forewarning was directly related to patterns of conflict resolution, e.g., the shorter the length of forewarning, the smaller the proportion of employees who reported disaster relevant discussions with co-workers.” (p. 205).

3) “The longer the length of forewarning, the higher the number of employees who experienced tensions between job and family priorities.” (p. 205).

b) Organizational size variations: (the sample was divided into three sub-samples, i.e., large = 100 plus employees; medium = 16 to 99 employees; small = 15 or fewer employees; p. 127).

1) “The larger the organization, the more likely that employees received a brochure outlining disaster evacuation procedures and on-the-job disaster training.” (p. 205).

2) “The larger the organization, the more often employees reported that management offered assistance during the evacuation period.” (p. 205).

3) “The larger the organization, the quicker employees returned to work.” (p. 206).

c) Organizational mission variations: (the sample was divided into four sub-samples, i.e., shelter providers [SP], manufacturing [M], service – people focused [S-PF], and service – object-focused [S-OF] businesses) (p. 141).

1) “Employees working for shelter provider (SP) businesses more frequently had read a community disaster preparedness brochure and one provided by their company; they also more frequently had received company based disaster training.” (p. 206).

2) “A far larger percentage of SP workers reported extensive discussions among co-workers during the warning and evacuation periods. More SP workers also said that they received some form of managerial assistance during the evacuation.” (p. 206).

3) “Most SP workers said the main reason they evacuated when they did was a directive given by management. In contrast, more M workers said that their departure was because of personal observation of the threat; S-PF employees emphasized advice from local government and S-OF workers stressed media reports.” (pp. 206-207).

4) “A far greater percentage of M workers received some form of compensation during the evacuation period, although about two-thirds of the others did as well. A much larger percentage of the SP employees said their employer’s policy regarding pay during evacuation should be changed. They also more frequently reported that they confronted acute work-family tensions during the warning period.” (p. 207).

Objective 17.5

Multivariate

Models

1. Refer students to the Drabek chapter (assigned reading) and ask this question: “After testing nearly 700 hypotheses, which social factors most constrained the emergent perceptions of risk among the employees that Drabek interviewed?”

2. It is recommended that the professor make a listing on the chalkboard and elaborate as required to insure that the components of this multivariate model are highlighted. Explain that this six variable model accounted for about one-fourth of the variance in the four item index that measured “emergent perceptions of risk” (Adjusted R2 = .241) (see Drabek 1999b, pp. 158-161). The six social factors are as follows (adapted from Drabek 1999b, p. 207).

a) Resided in communities wherein the least amount of disaster planning had occurred.

b) Received warning messages they interpreted as meaning that it was mandatory for them to leave their place of residence.

c) More frequently lived in a mobile home or apartment.

d) Worked more often in highly formalized firms.

e) Worked in firms that had been operating for five years or less.

f) Confronted events that had a lengthy duration of impact.

3. Explain that the index used to measure “emergent perceptions of risk” reflected responses to these four items (adapted from Drabek 1999, pp.158-159).

a) “After hearing this warning information, what did you do?” (Several response codes ranged from “nothing” to “began to warn other employees”).

b) “After confirming the warning information, what did you do?” (12 response codes ranged from “nothing; waited for more information” to “left for another county”).

c) “Given the warning information available, did you believe that the _______ (name of firm) would be a safe place to stay during an event like _______ (name of event)?” (Five response categories ranging from “yes” to “no”; included “not sure”, “depended on changes in the threat” and “other”).

d) “Given the warning information available, did you believe that your home (place of residence) would be a safe place to stay during an event like _______ (name of event)? (same codes as item 3 above).

4. Ask this question: “Some employees left their work site more quickly than others. What social factors comprised the multivariate model that best predicted this?” Explain that model accounted for 32% of the variance (Adjusted R2 = .317) (Drabek 1999b, p. 164). Review these briefly (adapted from Drabek 1999b, pp. 207-208).

a) experienced events with a lengthy duration of impact

b) had bosses who had a high future risk perception

c) were female

d) interpreted the warning advisories for work as being mandatory 

e) interpreted the warning advisories for home as being mandatory

f) usually received an initial alert three or four days prior to impact

5. Ask this question: “In contrast to their work site, which social factors comprised the multivariate model that best predicted who left home the quickest?”” Explain that this model accounted for one-fourth of the variance (Adjusted R2 = .253) (Drabek 1999b, p. 166). Compare these four social factors with those that predicted early work site evacuation (adapted from Drabek 1999b, p. 208).

a) confronted events with a lengthy duration of impact 

b) confronted events that were either minimal or disastrous in magnitude

c) received their initial warning quite early

d) developed a high emergent perception of risk

6. Ask this question: “Some employees reported more frequent and intense work-family tensions during these evacuations. What social factors most constrained these reactions.” Explain that the nine variable model accounted for 16% of the variance (Adjusted R2 = .164) (Drabek 1999b, p. 170). Briefly review these nine social factors (adapted from Drabek 1999b, p. 208).

a) were residing in communities with a disaster sub-culture

b) had children living at home

c) notified relatives regarding the closure of the business before they left

d) experienced an event that was very high or low in scope of impact

e) were racial or ethnic minorities

f) had a prior evacuation from work

g) were employed by a firm that had received disaster planning assistance by the local emergency manager

h) had more people living in their household

i) worked for a disaster relevant firm such as a lumber yard or hotel that remained open to accommodate media personnel

7. Ask this question: “Some employees told Drabek that the disaster evacuation compensation policies implemented by their company should be changed. In effect, this meant that they desired some form of compensation for the days they could not work because of the disaster-induced evacuation. What social factors comprised the multivariate model that best predicted which employees held such a view?” Explain that the seven variable model accounted for over one-third of the variance (Adjusted R2 = .344) (Drabek 1999b, p. 174). Briefly review these seven social factors (adapted from Drabek 1999b, p. 208).

a) those who had high expectation of a future event that would trigger another evacuation (high future risk perception)

b) given a lengthy forewarning

c) employed by firms with highly routine or routine core technologies

d) not affiliated with many community service organizations

e) warned initially three or four days prior to impact

f) in lower level job positions

g) resided in mobile homes or apartments

8. Ask this question: “Most (67%) employees reported that these disaster-induced evacuations did not have any lasting impact on company morale. But among those (15%) who perceived deterioration in morale, what was the single most important social factor that constrained such conclusions?”

a) “Employees who worked for firms that had done little or no disaster preparedness were the ones who most commonly said that morale had deteriorated directly because of the way the evacuation was handled.” (Drabek 1999b, p. 209).

b) Explain that a seven variable model accounted for 19% of the variance among these employees regarding improvement in morale because of these disaster-induced evacuations. (Adjusted R2 = .185) (Drabek 1999b, p. 178).

c) The seven social factors that comprised the model that predicted those employees who perceived an improvement in morale because of the evacuation: (adapted from Drabek 1999b, pp. 208-209).

1) had received voluntary rather than mandatory evacuation advisories

2) had low future risk perceptions

3) had prior on-the-job disaster training

4) were employed in firms that had completed more extensive disaster planning 

5) were employed in firms whose disaster planning reflected guidance provided by the larger corporate structure

6) worked for firms that had either minimal or exceedingly high disaster caused losses

7) had managers with low future risk perceptions

9. Ask this question: “What social factors most constrained the degree of satisfaction that employees had with the responses of company management during the evacuation? Or to put it another way, what social factors best characterize those employees who were the most dissatisfied with management responses?”

a) Explain that the six variable model accounted for 16% of the variance (Adjusted R2 = .158) (Drabek 1999b, p. 179).

b) The six social factors were: (adapted from Drabek 1999b, p. 209).

1) less frequently received offers of assistance from their bosses

2) had larger numbers of pets at home

3) worked for disaster relevant firms

4) had not received any on-the-job disaster training

5) had children at home

6) were racial or ethnic minorities.

Objective 17.6

Policy Areas

1. Following Hurricanes Erin and Opal that struck portions of the Florida Panhandle in late summer 1995, three researchers from the University of West Florida (Piotrowski et al. 1997) mailed questionnaires to 500 owners of small businesses in the impacted areas. Returns (11% return rate; n = 57) led them to conclude: “Employers need to be cognizant of the personal strains for their employees in the immediate aftermath of a hurricane and refrain from placing added burdens on workers with regard to the needs of the business . . .” (p. 1390).

2. Ask this question: “In the assigned article by Thornton (1996), what four types of policy areas were illustrated that pertain to disaster impacts on employees?” Review and relate these four policy areas to managers of tourist businesses (adapted from Thornton 1996, p. 20).

a) Trauma support, e.g. Will any employees be expected to provide assistance for physical injuries or psychological stresses?

b) Benefits, e.g., Will any employees be encouraged to file for health or unemployment benefits?

c) Employment administration, e.g., Will employees be reassigned to other operational areas?

d) Payroll support, e.g., Will employees be paid even if the disaster recovery precludes time at work?

e) Thornton, Ben F.: when article was published, Mr. Thornton was executive vice-president of Raymond Professional Management Inc. in Atlanta, Georgia. His company specializes in business resumption planning, including network mainframe recovery for corporate facilities (Thornton 1996, p. 20). 

3. Ask this question: “What do you view as the most important policy issues for managers of tourist businesses that Drabek documented?” Refer students to the section of the assigned chapter entitled “Policy Gaps.” Review the following areas.

a) Work-family tensions, e.g., “Three-fourths (75%), however, said that business managers should give more consideration to potential tensions between work and family in their evacuation plans.” (Drabek 1999b, p. 210; italics in original).

b) Disaster brochure, e.g., “A substantial majority (81%) endorsed the idea that their company should provide a brochure to all employees wherein disaster evacuation procedures are specified.” (Drabek 1999b, p. 210).

c) Local business associations, e.g., “A significant majority (66%) indicated that local business associations should demonstrate more interest in disaster evacuation planning.” (Drabek 1999b, p. 210).

d) Mandated written disaster plans, e.g., 51% “ . . . endorsed the concept of mandated written disaster plans for all lodging firms.” (Drabek 1999b, p. 211). Refer students to information presented in Session 9 (see Objective 9.5, section 2, sub-section a), i.e., 91% of the tourists and 50% of the tourist business managers endorsed this policy.

e) Point out the priority concerns identified by those employees, i.e., over one-half (58%) of these employees responded to an open ended questionnaire item. While one third only wrote that their bosses performed well during the evacuation, others listed actions that would have been helpful if their bosses would have done them during the evacuation. These were as follows (adapted from Drabek 1999b, p. 211).

1) better communication

2) close earlier

3) provide employee assistance

4) do more preparedness

5) have more staff to implement protective actions

6) establish return procedures

7) provide pay for employee time-off during such evacuations

Supplemental

Considerations

1. Ask students: “In what types of disasters might employee role conflict be greatest? When might employee role conflict be expected to precipitate the greatest amount of role abandonment? What characteristics of a business might be most associated with higher levels of employee role conflict and possibly role abandonment?”

Instructor note: Research has not been completed to answer these questions, but the following qualities might be relevant: disasters involving threats to areas where employee families reside might intensify role conflict; role abandonment might be intensified when other employees are available at the business location so the departure by some has minimal consequence; businesses with larger numbers of line personnel and those that do not provide shelter as part of their mission might have higher levels of role abandonment if employee families were threatened. 

2. Ask students: “Which social factors did you expect would be components of the multivariate models, e.g., work-family tensions, that were not found to be influential within the sample of employees interviewed by Drabek?”

Instructor note: This question will encourage students to think about the social factors that constrained work-family tensions, for example. Future studies may validate the findings reported or may introduce new factors, e.g., gender or educational level variations.

3. Ask students: “Reviewing all of the information from this session, which three employee disaster responses do you believe are most important for managers of tourist businesses to keep in mind?”

Instructor note: Students should be encouraged to propose their own responses to this question; for starters the professor might discuss work-family tensions and disaster evacuation compensation policies as issues that business managers should consider in their disaster planning.

4. Ask students: “What new research on disaster-induced employee evacuation is needed to provide managers of tourist businesses with a better basis for disaster preparedness, response and recovery?”

Instructor note: Students should be encouraged to propose their own responses to this question; for starters the professor might identify new studies with larger samples of businesses and/or studies with different disaster agents and/or studies in geographical locations outside the U.S.A.


Course Developer

References

1. Thomas E. Drabek. 1999b. Disaster-Induced Employee Evacuation. Boulder, Colorado: Institute of Behavioral Science, University of Colorado.

2. Russell R. Dynes and E.L. Quarantelli. 1976. “The Family and Community Context of Individual Reactions to Disaster.” Pp. 231-245 in Emergency and Disaster Management: A Mental Health Sourcebook, Howard Parad, H.L.P. Resnik and Libbie Parad (eds.). Bowie, Maryland: The Charles Press.

3. Russell R. Dynes, E.L. Quarantelli and Gary A. Kreps. 1972. A Perspective on Disaster Planning. Columbus, Ohio: Disaster Research Center, Ohio State University.

4. Ken Guggenheim. 1998. “Honduras Reels From Ruin.” Rocky Mountain News. November 3, p. 2A and p. 34A.

5. Lewis M. Killian. 1952. “The Significance of Multi-Group Membership in Disaster.” American Journal of Sociology 57:309-314.

6. Chris Piotrowski, Terry Armstrong, and Harry Stopp. 1997. “Stress Factors in the Aftermath of Hurricanes Erin and Opal: Data from Small Business Owners.” Psychological Reports 80:1387-1391.

7. J.I. Sanchez, W.P. Korbin, and D.M. Viscarra. 1995. “Corporate Support in the Aftermath of a Natural Disaster: Effects on Employee Strains.” Academy of Management Journal 38:504-521.

8. Ben F. Thornton. 1996. “Workforce Relations in Troubled Times.” Contingency Planning & Management 1(March/April):20.

9. Dennis E. Wenger, Benigno Aguirre, and Gabriela Vigo. 1994. “Evacuation Under Conditions of Uncertainty: The World Trade Center Evacuation of February 26, 1993.” A paper presented at the XIIIth World Congress of Sociology, Bielefeld, Germany.

EMPLOYEE RESPONSES AND CONCERNS

DURING DISASTER

1. Role Conflict Research

A. Employee Role Conflict

B. Employee Role Abandonment

C. Research Evidence about Another Disaster Myth

2. First Comparative Study of Disaster-Induced Employee Evacuation

A. Research Objectives

B. Research Design

1) Events

2) Field Sites

3) Sample of Businesses

4) Sample of Employees

5) Emergency Manager Interviews

6) Senior Manager Interviews and Questionnaires

7) Employee Interviews and Questionnaires

3. Employee Disaster Responses

A. Prior Evacuations

B. Disaster Training

C. Disaster Brochure

D. Family Contexts

E. Warnings

F. Confirmation

G. Conflict Resolution

H. Departure Profiles

I. Shelter Selections

J. Return Behavior

K. Impacts

4. Pattern Differences

A. Event Qualities

B. Organizational Size Variations

C. Organizational Mission Variations

5. Multivariate Models

A. Emergent Perceptions of Risk

B. Quickest to Evacuate Work Site

C. Quickest to Evacuate Home

D. Work-Family Tensions

E. Disaster Compensation Policies

F. Morale

1) Deterioration

2) Improvement

G. Dissatisfaction with Management Responses

6. Employee Policy Areas

A. Trauma Support

B. Benefits

C. Employee Administration

D. Payroll Support

E. Work-Family Tensions

F. Disaster Brochure

G. Local Business Associations

H. Mandated Written Disaster Plans

I. Priority Concerns

DISASTER-INDUCED EMPLOYEE EVACUATION DATA BASE

1. Hurricane Felix: August, 1995

A. Dare and Carteret Counties, North Carolina

B. 25 firms, 90 employee interviews, 3 emergency manager interviews

2. Hurricane Fran: August, 1996

A. Brunswick, New Hanover (Wilmington area) and Pender Counties, North Carolina; Horry County, South Carolina (Myrtle Beach area)

B. 24 firms, 116 employee interviews, 6 emergency manager interviews

3. Nevada Flood: January, 1997

A. Washoe County, Nevada (Reno and Sparks areas)

B. 10 firms, 40 employee interviews, 3 emergency manager interviews

4. California Flood: January, 1997

A. Stanislaus County (Modesto area)

B. 5 firms, 17 employee interviews, 2 emergency manager interviews

5. California Flood: January, 1997

A. Sutter (Yuba City area) and Yuba ( Marysville area) Counties

B. 15 firms, 38 employee interviews, 3 emergency manager interviews

6. Colorado Flood: July, 1997

A. Larimer County (Ft. Collins area)

B. 18 firms, 48 employee interviews, 3 emergency manager interviews

7. Colorado Flood: July, 1997

A. Logan County (Sterling and Atwood areas)

B. 21 firms, 57 employee interviews, 3 emergency manager interviews

8. Total Data Base: 7 events, 12 field sites, 188 firms, 406 employee interviews, 23 emergency manager interviews.

Source: Adapted from Thomas E. Drabek. 1999b. Disaster-Induced Employee Evacuation. Boulder, Colorado: Institute of Behavioral Science, University of Colorado, pp. 9-10.
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