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ABSTRACT

and build resilience against future crises.

Blue chip corporations have been increasingly impacted by organizational crisis in recent years, Organizational crises in Bangladeshi manufacturing
industries stem from a complex interplay of factors. Poor management practices, inadequate infrastructure, and lack of skilled labor often contribute to
operational inefficiencies and quality control issues. Financial mismanagement, including excessive debt and improper resource allocation, can lead to
liquidity problems and potential bankruptcy. External factors such as political instability, regulatory changes, and global market fluctuations also play
a significant role in precipitating crises. To address these challenges, companies can implement several remedies. Investing in employee training and
development can improve workforce skills and productivity. Adopting modern technologies and lean manufacturing processes can enhance efficiency and
product quality. Implementing robust financial management systems and diversifying product lines can mitigate economic risks. Additionally, fostering better
communication between management and workers, as well as engaging in corporate social responsibility initiatives, can improve stakeholder relationships
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Introduction

Organizational crises are relatively low-probability, high-impact
situations that threaten the competitiveness and viability of an
organization (Carmeli and Schaubroeck). Various industrial units
in Bangladesh those produce goods for both domestic and foreign
markets have been closed due to a variety of issues since the
beginning of 2023, such as currency devaluation and a decline in
global demand. In addition to these two general issues, financial
crisis driven by a slowdown in global demand, high production
costs, and complex banking issues have also contributed to the
closure of the factories. The majority of these factories are small
to medium-sized, and many of those that export goods have failed
due to losses they incur due to the difference in currency exchange
rates [1].

Approximately 313 factories have failed between January and
mid-August of the past year in Bangladesh, according to data of
the Industrial Police, in 2023. Among the closed units, 9 are textile
mills registered with the Bangladesh Textile Mills Association
(BTMA), 5 are under the Bangladesh Export Processing Zones
Authority (BEPZA), 60 are members of the Bangladesh Garment
Manufacturers and Exporters Association (BGMEA), and 16 are

listed with the Bangladesh Knitwear Manufactures and Exporters
Association (BKMEA). As per the official count, 223 of them are
non-RMG units, primarily cottage industries.

Objective of the Study

The ideology of this research is based on theory. The main
objectives of this research work is listed below:

*  To know what is organizational crisis

*  To identify the causes of the crisis

*  To analysis the causes

*  To identify the remedies

»  To analysis the possible implications

Research Questions

*  What are the main changes in the external environment facing
Bangladeshi manufacturing companies?

*  How can an effective crisis management mechanism be put
in place to deal with the organizational crisis in Bangladeshi
manufacturing companies?

*  How should Bangladeshi manufacturing companies develop
a detailed crisis management plan before a crisis occurs?

* In an organizational crisis, how can you effectively
communicate with the news media and consumers to rebuild
trust?

*  How can crisis leadership and crisis resilience organizations
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be developed to improve the resilience of Bangladeshi
manufacturing companies to risk?

Theoretical Background

e The Function of Market and Industry Effects: Management
personnel have been eager to attribute their failure to outside
factors like collapsing stock markets or heightened competition. It
is undeniably true that the collapse of so many formerly reputable
businesses was a result of the market's overall downturn in recent
years. The telecom and aviation industries have seen a high
number of failures, indicating that industry-specific factors like
rising fuel prices or advancements in technology are significant
contributors to the explanation of corporate failure [2].

Nevertheless, industry impacts by themselves are unable to
account for the success of certain businesses within these
industries while others did not. To understand these discrepancies,
we underwent analysis firm-specific reasons for failure, which
managers can actively impact.

*  Why do Successful Companies Suddenly Collapse: Why
do companies that have been among the most prestigious and
profitable for years encounter problems so frequently? Exists
a common reasoning that explains these shortcomings? We
investigated these issues and examined the top 100 organizational
crises during the previous ten years.

According to the data, 44,500 people were employed in those units,
with 60 BGMEA members accommodating 16,943 workers. A total
of 223 non-RMG units employed 16,173 people. To alleviate the
situation, 114 new factories opened over the period, producing new
jobs for almost 12,500 people, according to the data.

The IP data also show that approximately 9,600 workers were
reemployed in 60 firms, including 22 textile and ready-made garment
(RMG) units that could reopen after negotiating the headwinds. When
asked about the ordeals, BGMEA stated that the majority of the plants
were closed due to a lack of work orders. Some were closed as a
result of labor unrest because, according to BGMEA, they failed to
pay wages on time because their banks refused to cooperate, causing
their letters of credit (LCs) to be deferred for up to 180 days.

The vast exchange rate difference between the local currency, the
taka, and the US dollar, was mostly blamed by BKMEA for the
difficulties. Due to the financial losses they incurred as a result of
the exchange rate difference, small units were unable to survive. A
data from the central bank, stating that over 14% of clothing factories
had bankruptcies.

Additionally, several millers claim that the lack of gas, the currency
issue, and the inability to import raw materials caused the mills to
close after last Eid, which in turn caused the prices of their produce
to plunge.

LFMEAB acknowledged that several factories in the leather industry
had closed in the previous year. According to MCCI, there has been a
reduction in worldwide market pricing and demand for leather items,
which has led to a decline in profitability.

The Bangladesh Jute Mills Association (BJMA) reports that several
of these mills are only partially operational due to bank loans for
mortgages. According to BIMA, the jute industry has likewise had
difficulty maintaining operations in the absence of policy assistance.
According to BJMA, "bureaucratic tangles" prevent exporters of
diverse jute items from receiving a twenty percent cash incentive,
while millers are unable to purchase jute because of the financial crisis.

According to official figures, while RMG grew by more over 10%
last fiscal year, the jute and leather industries experienced negative
growth of 1.74 percent and 19 percent, respectively. Apparel generated
US$46.99 billion out of the country's total export earnings of $55.55
billion. In the previous fiscal year, leather and leather goods earned
$1.22 billion, while jute and jute items made $912 million.

¢ The Burnout Syndrome: Since the beginning of time, successful
management has been associated with four important factors:
rapid development, adaptability, visionary leadership, and a
success-oriented culture. The majority of failing firms had these
success elements in plenty, which was the root of their problem.
Success factors appear to have a negative impact beyond a certain
point. Companies classified as "burnouts" have failed due to
at least three of the following four characteristics: excessive
expansion, uncontrolled change, authoritarian leadership, and an
excessive success culture(Probst and Raisch). An overview of the
various variables that were utilized to categorize the businesses
based on the four burnout characteristics is given in Table # 1.

Table 1: Characteristics of the Burnout Syndrome

Characteristics Indicators

Excessive Growth 1. Sales growth significantly

above the Sustainable

Growth Rate (SGR)

2. Expansion fueled
through large number of
acquisitions

3. High financial leverage due
to intensive investment in
growth areas

Uncontrolled Change 1. Endless reorganizations and

loss of control due to overly

aggressive diversification

2. Deterioration of
core business due to
management focus on
problems in new areas

3. Loss of identity and
orientation due to radical
change of corporate
business model

Autocratic Leadership 1. Autocratic position of CEO

due to missing opposition

and weak board control

2. CEO hubris with over-
ambitious and perilous
visions and goals

3. Top-down culture marked
by blind faith in leaders
and lack of skeptical
questioning

Excessive Success 1.
Culture

Culture of strong

competition Culture

between employees (i.e. up-

or out; bonus programs)

2. High degree of employee
stress due to heavy
workload and aggressive
climate

3. Poor communication

due to mistrust and lack

of confidence between

employees

Source: (Probst and Raisch)
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*  Research Methodology: To complete the research work,
a survey was conducted to find the causes and possible
remedies of the organizational crisis in Bangladesh. The
survey was conducted via questionnaire and interview to the
organization professionals. The purpose of the survey was to
collect experts’ opinion randomly to identify the key causes
and to analysis the possible remedies.

*  Analysis and Findings: The organizational crisis facing
Bangladeshi manufacturing companies was caused by a variety
of factors, including changes in the external environment and
poor internal management. External factors such as a decline
in global demand, currency depreciation and the financial
crisis have led to the closure of many factories. In addition,
high production costs and complicated banking were also
among the reasons for the plant's closure.

In the area of internal management, organizational crises can be
triggered by technical failures, employee conflicts, incidents of
violence, minor neglect, illegal behavior (such as bribery, fraud,
data tampering), and failure to pay debt. If these problems are not
addressed in a timely manner, they can turn into serious crises that
affect the survival and development of the organization.

In response to these crises, organizations can adopt a variety
of coping strategies. First, the establishment of effective crisis
management mechanisms is essential. This includes raising risk
awareness and improving risk management and crisis management
mechanisms to ensure that risks and sudden crises can be
effectively addressed. Secondly, organizations need to have a
detailed crisis management plan in place before a crisis occurs,
including identifying key people, systems, and information, and
acting quickly when a crises occur.

Following the outbreak of a crisis, the organization shall take
immediate steps to control the spread of the crisis and conduct
investigations and decisions to reduce losses and restore normal
operational order. Also, sincere communication is essential.
Organizations need to communicate honestly and honestly with
the news media and consumers to rebuild trust.

To improve organizational resilience, companies need to cultivate
crisis leadership and build crisis resilient organizations that can
meet challenges. This includes restructuring resources, processes
and relationships in the midst of a crisis to quickly recover and
drive sustained growth. Through these measures, Bangladeshi
manufacturing companies can better cope with and manage
organizational crises in order to survive adversity and achieve
sustainable development.

What are the Main Changes in the External Environment

Facing Bangladeshi Manufacturing Companies?

The main changes in the external environment faced by Bangladeshi

manufacturing companies include the following:

* Energy Costs and Supply Issues: Industrial activities in
Bangladesh are affected by high energy costs and unstable
electricity supply. Due to the severe power shortage,
enterprises need their own generators, which increases
production costs and reduces work efficiency. In addition,
the proportion of renewable energy sources in the energy
mix is low, resulting in high carbon dependence.

* Inadequate Infrastructure: The country lacks adequate
basic infrastructure, including electricity, telecommunications,
transportation, gas and water supply, which hinder industrial
development. Weak infrastructure also affects the choice of

export routes for products, increasing the time from design
to market.

e Political Instability and Labor Unrest: Political insecurity
and frequent strikes disrupted daily operations, delaying
production and transportation. In addition, inadequate worker
protection and the negative evaluation of the treatment of
workers in Bangladesh by the International Labor Organization
also pose challenges to manufacturing.

*  Shortage of Technical Knowledge and Human Resources:
Despite its large population, Bangladesh faces a shortage
of skilled workers, specialists and technicians, which
limits industrial progress. Skills development opportunities
and inadequate facilities exist in the textile and garment
manufacturing industry, leading to low productivity and high
labor loss rates.

e Difficulty in Obtaining Loans: Obtaining a loan from a bank
can be challenging due to high costs, legal complexity and
procedural difficulties.

*  Global Competitive Pressures: With rising wages and
production costs, and increased competition from countries
such as Cambodia, Vietnam, Myanmar and Ethiopia, global
brands will seek cheaper labor source countries. This requires
manufacturers in Bangladesh to continuously upgrade their
operations to improve productivity and quality in order to
remain competitive.

How Can an Effective Crisis Management Mechanism be Put
in Place to Deal with the Organizational Crisis in Bangladeshi
Manufacturing Companies?

In order to establish an effective crisis management mechanism to

deal with the organizational crisis in Bangladeshi manufacturing

companies, the following steps may be taken:

e Establish a Strong Crisis Decision Making System:
Select the staff with better psychological quality and overall
operational capacity, establish the first "incident command"
operation section, the chairman of the board of directors as
the section chief.

e Establish Various Task Forces: In the initial phase, the
company should establish emergency response teams, crisis
management teams, and operational continuity execution
supervisory teams.

e Improve Information and Intelligence Protection
Mechanisms: Pay attention to information released by
local media, Chinese embassies and business offices, and
the Chinese Chamber of Commerce in Bangladesh during
the day to respond to emergencies.

e Public Opinion Guidance Mechanism: Managing crisis
communication includes correcting misinformation in a
timely manner and providing accurate information to the
media.

*  Human Resource Management Practices: Maintains their
basic HRM practices through tough times through the use of
adaptive technology tools and equipment, as well as through
efficient management and raw material cost control.

* A Short-Term Strategy Combines with a Long-Term
Strategy: Deal with backlogs of goods, not reduce prices
across the board, and do short-term price management.
Employees should emphasize that the current decision is
a crisis management, not a long-term strategy, to avoid
destabilizing the mood and dealing a fatal blow to team
morale. Pay more attention to your customers and now is a
good time to build relationships.
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Low Performance: A recent news was published about 22 companies which downgraded to “Z” category from their respective level
for their non-compliance and low performance. Three companies among them were transferred to the junk category from A category
and remaining 19 from B category. The report is shown in fig 1(Post 2024).
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Figure 1: Downgraded 22 Companies
Source: (Post 2024)

Nonetheless, some of the companies handed over to the government of Bangladesh have been listed in table # 2(Council 2024).

Table 2: Companies Handed Over to the Government of Bangladesh

Organization Type Status Date of Transfer

Apex Knit Composite Ltd. Manufacturing Archived 24 Jun 2019
OCEAN APPARELS LIMITED Manufacturing Closed 21 Mar 2021
Anupam Sweaters Ltd. Manufacturing Closed 21 Mar 2021
Bangladesh Handloom Manufacturing Archived 26 Sep 2019

BD. Knit Design Ltd. Manufacturing Closed 22 Jan,2017

Bengal Fashions Sweater Ltd Manufacturing Closed 14 Nov, 2017
Bengal Jeans Ltd Manufacturing Closed 06 June, 2024
Deluxe Apparels Ltd. Manufacturing Archived 19 May, 2016

Dhaka Socks Manufacturing Co. Ltd. Manufacturing Closed 20 Nov, 2017
HAESONG BD LTD. Manufacturing Closed 09 July,2018
Ha-meem Sportswear Ltd. Manufacturing Closed 02 Sept, 2015
Kenpark Bangladesh Ltd.Unit-06 Manufacturing Archived 10 Oct, 2019
M&M Dresses Ltd Manufacturing Closed 29 Oct, 2015

Pabna knit Design Itd. Manufacturing Closed 29 Aug, 2017
PINAKI GARMENTS LTD. Manufacturing Closed 06 June, 2024
R.B. Industries Limited Manufacturing Closed 23 May, 2016
Savar Textiles Ltd. Manufacturing Closed 07 June, 2024
SOUTHERN POSHAK SHILPA LTD. Manufacturing Closed 14 Nov, 2017
TEJGAON TEXTILES MILLS LTD. Manufacturing Closed 30 Aug, 2016
The Dacca Dyeing Garments Ltd Manufacturing Closed 21 Nov, 2017
Zahintex Industries Ltd. 5/6 Manufacturing Closed 08 May, 2019

Source: (Council 2024)
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Excessive Success Culture: The negative effects of a very competitive
corporate culture were made clear by the problems at the corporations
under investigation. Competitive reward schemes, which offer high
salary, bonuses, and opportunities for quick promotions, were created
to incentive workers. Research indicates that workplace competition
can harm employee trust [3,4]. A lack of employee trust reduces
communication openness, particularly when information is given
to a supervisor|5,6].

Alack of trust has an impact on both job satisfaction and organizational
atmosphere. Job stress, including an uncomfortable work environment
and excessive workload, can negatively impact job performance[7,8].
Immediate implications include low employee morale and high
managerial turnover, leading to a loss of important talent in the
examined organizations.

A Common Pattern: In conclusion, the four elements listed above
can all be categorized as signs of the same disease, which we have
named the Burnout Syndrome. Over time, the system becomes so
overburdened by an overly ambitious CEO, exponential expansion,
and unstoppable change that it eventually burns out. In an extreme
scenario, the system implodes due to its enormous debt levels,
increasing complexity, and ongoing uncertainty.

Young enterprises are not more likely to experience the "premature"
syndrome, as the phrase implies. Quite the contrary, companies that
qualify for premature aging frequently had a lengthy and prosperous
history. Previous research suggests that organizations with a long track
record of success may become locked in their success patterns [9].
The phrase "aging" refers to a company's age, whereas "premature"
refers to a failure before its time. The failure occurred at a time when
the respective target markets were still expanding and competitors in
the same markets were flourishing, rather than toward the conclusion
of industry life cycles.

Stagnating Growth: According to management literature, healthy
growth is essential for organizational success [ 10]. Growing businesses
expand their size and market share, which is frequently connected
with advantageous economies of scale and scope [11]. High growth
organizations attract top management talent and financial resources
[12]. A list of top gainer companies are shown in figure # 2 (Post
2024).
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Figure 2: Top Gainer Organizations
Source: (Post 2024)

Tentative Changes: To survive in a changing market, organizations
must be able to innovate and adapt [13-15]. The demise of the
investigated businesses can be traced back to a tight adherence to
a success formula that was growing more outmoded. Efforts to
implement reform were stymied by internal opposition [16]. Due
to a lack of change and innovation, product offers have become
increasingly outmoded, and cost structures have risen dramatically
above competitive levels.

Lacking a Success Culture: The investigated companies share
common values of loyalty and trust. Labor relations can last for
decades, even a lifetime. Standard fixed wage and tenure-based
promotion systems offer further employee security.

Recent empirical studies have revealed that such consensual or
bureaucratic cultures tend to lack innovation and performance
[17,18]. Guaranteed jobs and set salaries, for example, encourage
employees to "free-ride" on the efforts of their co-workers, because
doing so has little influence on their compensation as long as others
work hard [19]. Another disadvantage of this mindset is that the
necessary personnel layoffs are delayed for much too long [20].

Sustainable Growth: For organizations, growth is vital.
Organizations that expand too quickly, however, quickly lose
control as a result of pushing against their administrative and
cognitive constraints due to a lack of resources [21]. Firms should
therefore limit their expansion to an optimal rate. The extent to
which growth can be sustained varies every firm. Three contributing
elements are particularly significant in defining the optimal rate
of growth: financial, market, and managerial indicators. The
sustainable growth rate from the finance literature is the first and
most important indicator of how much growth should be expected.
The pace of organic market growth in the targeted segments gives
a second clue. Continued growth that exceeds that of the market
can only be achieved through acquisitions, diversification, or a
combination of the two [22,23]. According to research, both an
increasing number of acquisitions and a high level of diversity
are negatively associated to performance [24]. Inorganic growth
should consequently be controlled to a sustainable amount. A third
indicator of both inorganic and total growth is the firm's internal
capacity to handle growth, which is influenced by elements like
the organizational structure, the reward system, and the makeup
of the leadership team(Hambrick). As a result, inorganic growth
should be kept to a manageable level.

Shared Power: According to studies on leadership, while the best
leadership approach for an organization may vary depending on
the circumstances, most of the time using shared or mutual power
results in the best outcomes. An authoritarian leadership style
can be beneficial in a limited number of specific crisis scenarios
[25]. Research has demonstrated that in order to maintain efficient
business operations and strong corporate governance checks and
balances, a sensible division of authority between the CEO and
the board is necessary [26-28].

Healthy Organizational Culture: Long-term success in the
workplace is higher when individuals rely in one another's
cooperation rather than engaging in egoistic competition, according
to game theory insights. On the other hand, overconfidence can
cause a growing number of freeloaders to be pulled along in large,
prosperous companies. For strong performers, the system then
loses its appeal. The middle path of a "defensible" culture of trust
is thus recommended by game theory. The tit-for-tat strategy [29].
States that individuals who perform well will receive rewards,
while those who do not will receive punishment. An ideal balance
between rivalry and collaboration must be struck by organizational
culture [30].

Stable Changes: The ability of an organization to innovate and
adapt is essential in dynamic situations, according to insights from
strategy research [31]. On the other hand, an organization's identity
is destroyed by excessive change. Only when they are certain
enough is it possible for them to take action. Organizational controls
offer stability, regularity, and habit. Organizations gradually lose

J Econ Managem Res, 2025

Volume 6(2): 5-10



Citation: Nuzhat Fatima, Md. Abu Sina, Md. Shakil Hossain, Hasan Ashiq Al-Fattah (2025)Causes and Remedies of Organizational Crisis: A Case Study on Bangladeshi
Manufacturing Industries. Journal of Economics & Management Research. SRC/JESMR-25-368. DOI: doi.org/10.47363/JESMR/2025(6)273

their ability to act if the change takes on a greater magnitude [32].
Thus, for an organization to thrive, there must be a certain amount
of both stability and change(cit.) [33]. Organizational identities
must change in certain ways, but in order to achieve the security
required for change, some parts must remain the same [34]. Thus,
companies' identities need to strike a balance between stability
and instability [35].

Keeping the Balance: As observed, a value that aligns with all
four parameters appears to be optimal. That being said, slight
variations from this optimum number are rather typical. The
system becomes increasingly vulnerable after a certain point, i.¢.,
during continual overloading. A persistent veer towards the top
may lead to the Premature Aging Syndrome, whereas a persistent
veer towards the bottom may lead to Burnout Syndrome. Thus,
long-term balance maintenance is a key component of successful
companies. This is confirmed by the findings of our empirical
research.

:
5

2
3
H
:

Figure 3: The Balanced Organization(Probst and Raisch)

How Should Bangladeshi Manufacturing Companies Develop a

Detailed Crisis Management Plan Before a Crisis Occurs?

How should Bangladeshi manufacturing companies develop a

detailed crisis management plan before a crisis occurs? Here are

the detailed steps and suggestions:

e Risk Assessment: First, companies should conduct a
comprehensive risk assessment to identify potential threats
and vulnerabilities that could impact the business. This
includes an assessment of specific risks such as political
unrest, terrorist attacks, worker strikes and more.

* Establish a Crisis Response Team: The company shall
establish a dedicated crisis management team responsible for
developing and implementing a crisis management plan. This
team should include key personnel from different departments
to ensure a rapid response in the event of a crisis.

*  Develop a Contingency Plan: Enterprises should develop a
detailed contingency plan, including security risk prevention
measures and emergency response mechanisms. The plan
should cover a variety of possible emergency situations and
clarify the responsibilities and steps of action for each team
member.

*  Employee Safety Education: The company should attach
importance to employee safety education, invest the necessary
human, material and financial resources, strengthen employee
safety awareness, update safety facilities, and prevent
accidents from occurring at the source.

*  Regular Exercises and Training: Companies should conduct
mock exercises on a regular basis and train employees to
improve their ability to respond to emergencies. Rapid
response teams should be trained on a regular basis to handle
industrial disasters before external assistance arrives.

*  Working with Local Governments and Communities:
Companies should work with local governments and

communities to ensure they have access to the necessary
support and resources in emergencies.

e Use Online Templates and Tools: Online templates and
tooling can be used to write and manage a crisis management
plan to ensure the completeness and operability of the plan.

In an Organizational Crisis, how can you Effectively
Communicate with the News Media and Consumers to Rebuild
Trust?

Effective communication with the news media and consumers
to rebuild trust in an organizational crisis requires, first and
foremost, timely responses to media enquiries and reports. When
communicating with the media, it is very important to be honest
and straightforward. In the aftermath of a crisis, organizations
should communicate with the media and the public in the first
place. Time is most valuable and businesses should communicate
to stakeholders in the shortest possible time. In addition, sincere
communication is effective, and any non-sincere approach can
only exacerbate the conflict and trigger a greater crisis. In crisis
management, media communication is a type of organizational
communication. The press secretary should become a regular
setting in crisis communication. The government should pay
attention to the shaping of the image, thinking and language skills
of the press secretary, cultivate core spokespersons, and maintain
effective communication with the media.

How Can Crisis Leadership and Crisis Resilience Organizations
be Developed to Improve the Resilience of Bangladeshi
Manufacturing Companies to Risk?

Building crisis leadership and building crisis resilient organizations
is key to improving the resilience of Bangladeshi manufacturing
companies. Here are the detailed steps and strategies:

Cultivating Crisis Leadership:

e Strengthen communication and decision making: Leaders
need to strengthen ongoing communication with employees to
ensure that employees are able to execute decisions accurately
in times of crisis. In addition, the leader should have strategic
crisis decision making skills and be able to make effective
decisions in complex situations.

e Increase leadership charm and emotional contagion: A
charismatic leader can influence the mood of organizational
members, allowing them to see hope and work together to
overcome crises.

e Cultivate big picture and planning ability: Leaders should
have a clear big picture perspective and be able to make sound
plans and make the right choices.

Building Crisis Resilient Organizations:

¢ Create a culture of resilience: Organizations should target
resilience, encourage members to become aware of its
importance, and support the implementation of a resilience
strategy. At the same time, create a culture of optimism that
allows members to maintain confidence and hope in the midst
of a crisis.

*  Building Learning Organizations: By encouraging creative
thinking and problem-solving skills, organizations can
become learning organizations that provide lessons in the
face of crisis.

e Digital empowerment: Using digital technologies to improve
manufacturing flexibility and efficiency, enhancing the ability
of companies to resist crises.
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Effective Early Warning Systems: Larger corporations have
recently faced regulatory requirements to install monitoring
systems in order to avert organizational catastrophes in a number
of nations, including Germany. In fact, a vast majority of the
companies under investigation have this kind of monitoring system
in place. This system's practical implementation is primarily to
blame for its failure. The majority of risk management takes place
within the corporate controlling framework, although analysis is
also becoming more and more limited to financial indices.

However, the results of the analysis indicate that meaningful
changes to the quantitative characteristics of the organization
only occur in the later stages of a crisis. Most of the time, it is
then too late to stop the crisis from happening [36-38]. For an
early warning system to be effective, it must therefore detect
recognized weak signals much earlier rather than relying solely
on quantitative qualities [39]. The initial indicators of a crisis
are qualitative in character and bear similarities to the strategic
elements that were previously discussed, such excessive growth,
for instance. Therefore, adding a strategic component to current
early warning systems is a good idea.

The research found that an organization's response to a crisis is
heavily influenced by its board of directors. The CEO often stuck
to their past success formula. Instead of addressing unproductive
conduct, it was reinforced further [40].

Countermeasures to Failure: When a strategic early warning
system detects indicators of a crisis, it's important to take
appropriate actions to prevent it from occurring. Countermeasures
require a shift in direction to restore the organization's equilibrium.
The organization must quickly create a stabilization program as
soon as the first symptoms of burnout syndrome show up.

Expert Leadership: An expert leader can visualize how far to take
the organization and where to stop. A well visualization power can
make the right decisions. In business every chance means money
and every penny counts. But a good leader knows which chance
to grab and which one to deny. If a wrong decision is made, it can
make a huge damage to the organization which leads to crisis.
So to prevent the crisis, there is no choice but an expert leader.

Faithful Employee: To run an organization successfully, faithful
employee is a must. For example, some confidential documents
are handled by the employee. If these confidential documents are
leaked to the competitors, it can create organizational crisis. To
prevent this occurrences, faithful employee is a concern.

Market Survey: Market survey can be a safe zone to prevent
organizational crisis. Prior market survey can give a decision
on product demand, production amount, production cost and
quality. In this way, it is helpful to reduce the wastes and risk of
loss and crisis.

Financial Management: A well financial management is
necessary to calculate the investment and income amount, profit
and loss, and the money left in the market. A wrong financial
evaluation can make a huge adverse balance to the organization.
It can result into a crisis to the company. Therefore, to avoid the
unwanted crisis, it is a necessary step to have a regular review to
financial management [41-75].

More technical measures can be adopted by the industries to
reduce the financial crisis in the future. The technical measures
are listed below:

* Invest in employee training and development to improve
workforce skills and productivity.

*  Adopt modern technologies and lean manufacturing processes
to enhance efficiency and product quality.

*  Implement robust financial management systems to ensure
better resource allocation and risk mitigation.

*  Diversify product lines to reduce dependence on single
markets or products.

*  Foster better communication between management and
workers to improve organizational culture and decision-
making.

* Engage in corporate social responsibility initiatives to
build stronger relationships with stakeholders and local
communities.

*  Develop contingency plans for potential crises, including
economic downturns and supply chain disruptions.

*  Improve compliance with regulatory standards and industry
best practices.

»  Strengthen corporate governance structures to enhance
transparency and accountability.

*  Collaborate with industry associations and government bodies
to address sector-wide challenges.

By implementing these measures, Bangladeshi manufacturing
industries can build resilience against future crises and
improve their overall competitiveness in the global market.

Implications: The study found that successful organizations often
collapse due to similar reasons. Our analysis shows that this is a
genuine threat for all companies, now and in the future.

The positive aspect is that organizations do not face this threat

alone. Early detection and successful course correction can prevent

a crisis from occurring. Our findings and conclusions suggest four

critical lessons and actions for organizational leaders:

e Growth is essential, until it becomes extreme.

*  Determine your company's optimal target growth rate.

*  Prioritize bottom-line changes to maximize your optimal
growth rate.

*  Prioritize organic growth and establish financial and
managerial constraints for acquisition growth.

Maintaining a company's identity is crucial for positive change.

»  Prioritize core business innovation before venturing into
new areas.

*  When changing, identify and strengthen the components of
your identity that will remain unchanged.

»  Throughout the change process, provide employees a glimpse
of the future identity.

Visionary leaders are advantageous if they share their power.

»  Use all available resources to realize your company's vision
and goals.

»  Strengthen the board with more independent directors to
establish checks and balances.

» Establish a bottom-up culture that fosters constructive
questioning and a decentralized framework to balance
authority. When incorporated into a culture of trust, internal
rivalry enhances performance.
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Give staff members praise for their efforts and output.

*  Encourage open communication in order to build trust.

e Create a code of conduct and demand strict adherence to it
in order to foster cooperation and integrity.

Specific Practical Suggestions

*  Vulnerability assessment and simulation exercises:
Effective management of key vulnerabilities through
vulnerability assessments and crisis simulation drills.

*  Resource patchwork strategy: When resources are limited,
use redundant resources to patchwork out alternative resources
to maximize the value of the resources.

*  Optimizing organizational structure and change: By
optimizing organizational structures and making necessary
changes to better adapt to the external environment and
market developments.

Conclusion and Recommendation

The reason to conduct this research is to find out the causes and
the possible remedies of organizational crisis in Bangladeshi
manufacturing companies. Through a survey on public opinion
we have come to a conclusion that during past ten years many
companies have faced the rising and falls because of the above-
mentioned causes. Some companies have become successful by
adopting the remedies mentioned above. Therefore, the topic is
justified with the findings.

Finally, it is recommended to conduct more research and find out
more specifically about this topic. There are some limitations of
this piece of work, since it is fully based on theory. Therefore,
some empirical research can be conducted to make a different
research work.

Appendix

The classification occurred in three steps. First, we identified the
main characteristics of failure and the related concrete indicators
(as specified in Tables 1 and 3). Then we classified the companies
according to these characteristics. A company was classified if at
least two of the three indicators of a characteristic were present.
Finally, we classified companies into a syndrome if they showed
at least three of the four characteristics of the syndrome.

e The study of burnout is a major research area in industrial and
organizational psychology. Burnout refers to the syndrome
of physical and emotional exhaustion in response to chronic
interpersonal stressors on the job. Burnout leads to declining
productivity and effectiveness at work. In this study we apply
the term burnout to companies. As with all metaphors, there
are a few striking similarities (i.e., the exhaustion of the
system through permanent stress, and the negative effect on
performance), while other aspects might differ. For further
reading, see Maslach, C. 2001. Job burnout. Annual Review
of Psychology, 52: 397-422.

*  BGMA: Bangladesh Garment Manufacturers and Exporters
Association.

*  BKMEA: Bangladesh Knitwear Manufacturers and Exporters
Association.

*  BTMA: Bangladesh Textile Mills Association

*  BEPZA: Bangladesh Export Processing Zones Authority.

*  LFMEAB: Leather goods and Footwear Manufacturers and
Exporters Association Bangladesh

e MCCI: Metropolitan Chamber of Commerce and Industry.

*  BJMA: Bangladesh Jute Mills Association.

*  RSC: RMG (ready-made garments) Sustainability Council.

In the article on “Factories handed over to the Government
of Bangladesh” The Review Panel was established through
the Ministry of Labor and Employment (MOLE) led National
Plan of Action. It was established for inspections performed
by the National Effort, the Accord, and the Alliance which
lead to engineers’ determinations that a building evacuation
or suspension to operations is required.
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