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About This Report

In May 2005, the Society for Human Resource
Management (SHRM) conducted its disaster pre-
paredness survey by asking HR professionals and
employees to identify the types of plans their organi-
zations had in place in preparation for potential dis-
asters. The survey also sought to gauge human
resource professional and employee perceptions of
their organizations’ plans, employee understanding of
their organizations’ plans and HR’s role in their
organizations’ preparedness efforts. Identifying
employee perceptions of disaster preparedness
helps HR professionals better comprehend employee
awareness and knowledge of their organizations’
plans. This information is helpful to HR professionals
in forming, revising and communicating their organi-
zations’ disaster preparedness plans.

Findings are discussed in the survey results section.
Statistically significant findings by organization staff
size also are integrated in the survey report, where
applicable. Interpretations about future trends in dis-
aster preparedness are presented at the end of the
report in the section titled “A Look Ahead.” A copy of
the survey instrument is included at the end of the
report.

About SHRM

The Society for Human Resource Management
(SHRM) is the world’s largest association devoted to
human resource management. Representing more
than 200,000 individual members, the Society’s mis-
sion is to serve the needs of HR professionals by
providing the most essential and comprehensive
resources available. As an influential voice, the
Society’s mission is also to advance the human
resource profession to ensure that HR is recognized
as an essential partner in developing and executing
organizational strategy. Founded in 1948, SHRM cur-
rently has more than 550 affiliated chapters and
members in more than 100 countries. Visit SHRM
Online at www.shrm.org. 

About SHRM Research

SHRM Research produces high-quality, leading-edge
research and provides expertise on human resource
and business issues for the purpose of advancing
the HR profession. SHRM’s cutting-edge research is
used by human resource professionals to develop
their knowledge and to provide strategic direction to
their organizations. As a leading expert in the field of
HR, SHRM works closely with leading academics, pol-
icy makers and business leaders.

ResearchSHRM
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High-profile tragedies like the terrorist attacks
on September 11, 2001, and hurricanes that
struck the Gulf Coast this year have elevated

the need for organizations to prepare for the unex-
pected and ensure their security and safety. While
natural disasters or other large-scale incidents are
infrequent, these events could take lives and cause
grave damage. In the occurrence of an unforeseen
event, there is a need for organizations to have a plan
in order to minimize damage as much as possible. 

Many organizations now prepare for these unfore-
seen events by creating or revising their disaster pre-
paredness plans. In many organizations, human
resource departments have taken a part in this
preparation. Some of their responsibilities include
communicating information to their organizations’
employees, coordinating drills to prepare employees,
evaluating the effectiveness of the plan, updating the
plan and organizing an offsite work location.

ResearchSHRM
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Both versions of the survey instrument were
developed by the SHRM Survey Program with
the help of the SHRM Employee Health, Safety

and Security Special Expertise Panel. 

HR Professional Sample
The HR professional sample was selected from
SHRM’s membership database, which at the time
included approximately 200,000 individual mem-
bers. Only members who had not participated in an
SHRM survey or poll in the previous six months were
included in the sampling frame. Members who were
students, consultants, academics, located interna-
tionally or had no e-mail address on file were also
excluded from the sampling frame. In June 2005, an
e-mail that included a link to the disaster prepared-
ness survey was sent to 2,500 SHRM members. In
the end, 1,987 e-mails were successfully delivered,
and 314 HR professionals responded, yielding a
response rate of 16%. The survey was fielded for a
period of three weeks, and four e-mail reminders
were sent to sample members in an effort to
increase the response rate.

Employee Sample
A sample of 608 employees was randomly selected
by an outside survey research organization’s Web-
enabled employee panel, which completed the disas-
ter preparedness survey over a two-week period. The
employee panel is based on a random sample of the
entire U.S. telephone population. All panelist house-

holds are provided with a custom-designed Web
device so that they can complete surveys online. A
response rate of 65% was achieved. All respondents
were employed, either full time or part time. 

Notes and Caveats
Analysis by organization staff size: Throughout this
report, analyses by respondents’ organization staff
size are presented and discussed, when applicable.
Organizations are grouped into three categories
based on the number of employees at the HR profes-
sional’s business location: small (1-99 employees),
medium (100-499 employees) and large (500 and
more employees).

Differences: Conventional statistical methods were
used to determine if observed differences were sta-
tistically significant (i.e., there is a small likelihood
that the differences occurred by chance). Therefore,
in most cases, only results that were significant are
included, unless otherwise noted.

Generalization of results: As with any research, read-
ers should exercise caution when generalizing results
and take individual circumstances and experiences
into consideration when making decisions based on
these data. While SHRM is confident in its research,
it is prudent to understand that the results present-
ed in this survey report are only truly representative
of the sample of HR professionals responding to the
survey.

2005 Disaster Preparedness Survey Report
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Number of respondents: The number of respondents
(indicated by “n” in figures and tables) varies from
table to table and figure to figure because some
respondents did not answer all of the questions.
Individuals may not have responded to a question on
the survey because the question or some of its parts
were not applicable or because the requested data
were unavailable. This also accounts for the varying
number of responses from one table or figure to
another or within each table or figure. 

Confidence level and margin of error: A confidence
level and margin of error give readers some measure
of how much they can rely on survey responses to
represent all of SHRM member organizations. Given

the level of response to the survey, SHRM is 95%
confident that responses given by all responding
organizations can be generalized to all SHRM mem-
ber organizations, in general, with a margin of error
of approximately +/-5.5% for the HR professional
sample and +/-4.0% for the employee sample. For
example, 52% of the responding HR professionals
reported that they had shelter-in-place plans. With a
5.5% margin of error for the HR professional sample,
the reader can be 95% certain that between 46.5%
and 57.5% of SHRM member organizations have
some form of a shelter-in-place plan. It is important
to know that as the sample size decreases, the mar-
gin of error increases. 

ResearchSHRM
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The majority of HR professionals indicated their
organizations had some form of a formal disas-
ter preparedness plan.1 Of these respondents,

over three-quarters indicated that HR played some
role in their organizations’ disaster preparedness
plans. The top two functions performed by HR,
according to respondents, were communicating plans
and procedures to employees and communicating
information about available assistance programs.

Over one-half of HR professionals indicated that their
organizations had shelter-in-place plans.2 The majority
of HR professionals indicated that their organizations
also offered some form of a fire/evacuation plan.

Most HR professionals indicated their organizations
had emergency communication plans. The most fre-
quently cited attributes of the emergency communica-
tion plans were actively communicating the
organization’s status to employees, accounting for
employees in a disaster, setting up an alternate loca-
tion for employees to meet and having an emergency
number where employees could check the organiza-
tion’s status. The most common ways the plans were
communicated were through posted information in
the workplace, all-staff meetings, all-staff e-mails and
information on the company Web site or intranet.

Almost two-thirds of HR professionals indicated their
organizations had business continuity plans. Among
HR professionals who indicated their organizations had
such plans, the majority reported their organizations
would be able to operate indefinitely or for one month
or more in the event of a disaster.

When asked about employees playing a leadership
role in the event of a crisis, nine out of 10 HR pro-
fessionals indicated their organizations had employ-
ees specifically tasked with this role, and almost
three-quarters indicated that these employees had
received some form of disaster response training.
The most frequently cited forms of training these
employees received were CPR and/or first aid train-
ing and training in organization-specific disaster
response plans. Among employees who indicated
they had been tasked with a specific role, almost all
felt adequately prepared to take a leadership role in
the event of a disaster or emergency.

Almost one-third of HR professionals indicated their
organizations had formal policies or procedures in
place to assist employees affected by an emergency
or disaster. The most frequently cited policies or pro-
cedures were employee assistance programs (EAP)
and additional unpaid leave. The majority of employ-

2005 Disaster Preparedness Survey Report

Key Findings

1 A formal disaster preparedness plan is a plan of action in case of an emergency or disaster. This would include fire drills, shelter-in-place drills, emergency communication
plans and business continuity plans.
2 A shelter-in-place plan is a plan to gather in a small interior room in the event of certain types of emergencies.
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ees reported that in the event of a natural disaster
or terrorist attack they would know what to do while
at work and how to get information about their orga-
nization’s status if they were not at work.

Slightly less than two-thirds of HR professionals
reported their organizations were well or very well
prepared for a disaster or crisis. When this question
was posed to employee respondents, over two-thirds
indicated their organizations were well or very well
prepared.

ResearchSHRM
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Formal Disaster Preparedness Plans
Overall, 85% of HR professionals indicated that their
organizations had some form of a formal disaster
preparedness plan. Fifteen percent reported their
organizations did not have a plan. These data are
depicted in Figure 1. The results for this report are
based on responses from those HR professionals
whose organizations had a formal plan. 

Table 1 shows the percentage of HR professionals by
organization staff size who indicated their organiza-
tions had some form a disaster preparedness plan.
The majority of organizations, regardless of size, were
likely to have formal disaster preparedness plans in
place. However, large (500 or more employees) and
medium (100-499 employees) organizations were
more likely than small organizations (1-99 employ-
ees) to have formal plans (97% for large and 91% for
medium compared with 70% for small). A possible
explanation for this is that larger-sized organizations
are more likely than smaller organizations to have
more financial resources and employees who are

equipped to implement and produce a formal disas-
ter preparedness plan. 

2005 Disaster Preparedness Survey Report

Survey Results

Figure 1 Formal Disaster Preparedness Plans

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 314 HR professionals)

Do not have formal plan
15%

Have formal plan
85%

Table 1 Formal Disaster Preparedness Plan by Organization Staff Size (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 108) (n = 131) (n = 66) Size

85% 70% 91% 97% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report
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HR Professionals’ Role in Disaster Preparedness
Efforts
As shown in Figure 2, the majority of HR profession-
als reported that HR played some role in forming

their organizations’ disaster preparedness plans.
Almost one-third (31%) indicated HR formed disaster
preparedness plans and procedures with equal input
from other departments, 29% said it advised other

ResearchSHRM
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Figure 2 The Role of HR in Forming Disaster Preparedness Plans

Is primarily
responsible for

forming all disaster
preparedness plans

Forms disaster
preparedness plans
and procedures with

equal input from other
departments

Advises other
departments that are
primarily responsible
for forming disaster
preparedness plans

Has no role in
disaster

preparedness

Source: SHRM 2005 Disaster Preparedness Survey Report

18%

31% 29%

22%

(n = 268 HR professionals)

Table 2 The Role of HR in Forming Disaster Preparedness Plans (HR Professionals)

Small Medium Large
(1-99 Employees) (100-499 Employees) (500 or More Employees)

Overall (n = 76) (n = 119) (n = 64)

Forms disaster preparedness plans and procedures with 
equal input from other departments 31% 29% 29% 39%

Advises other departments that are primarily responsible for 
forming disaster preparedness plans and procedures 29% 22% 29% 34%

Is primarily responsible for forming all disaster preparedness 
plans and procedures, with minimal input from other departments 18% 22% 19% 9%

Has no role in disaster preparedness 22% 26% 23% 17%

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages and may not total 100% due to rounding.

Source: SHRM 2005 Disaster Preparedness Survey Report
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departments that were primarily responsible for form-
ing disaster preparedness plans and procedures, and
18% responded that HR was primarily responsible for
forming all disaster preparedness plans and proce-
dures. Twenty-two percent of HR professionals indi-
cated they had no role in forming their organizations’
disaster preparedness plans. 

As illustrated in Table 2, HR departments from larger-
sized organizations were more likely to have a role, in
conjunction with other non-HR staff members, in their
organization’ disaster preparedness, while HR depart-
ments from smaller-sized organizations were more
likely than larger-sized organizations to be primarily
responsible for forming their organization plans.

HR professionals were also asked what other func-
tions HR performed in their organizations’ disaster
preparedness plans. As seen in Figure 3, the most

frequently cited functions were communicating plans
and procedures to employees (57%) and communi-
cating information about available assistance pro-
grams (52%).

Plans in Place for a Disaster or Crisis

Shelter-in-Place Plans
A shelter-in-place plan is an organization’s plan for
employees to gather in a small interior room in the
event of an emergency such as an outdoor chemical
spill. Over one-half (52%) of HR professionals indicat-
ed that their organizations had shelter-in-place plans. 

Employees who are forced to take shelter at their
workplace in the event of an emergency will need
amenities in their organization’s shelter that will allow
them to sustain themselves. HR professionals who
reported that their organizations had shelter-in-place

Figure 3 Other HR Functions Related to Disaster Preparedness

Note: Percentages do not total 100% because multiple responses were allowed.

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 268 HR professionals)

Communicates plans and procedures to
employees

Communicates information about available
assistance programs

Maintains/updates disaster plan

Serves as a starting point in phone tree/other
communication in the event of a disaster

Coordinates drills (e.g., fire drills, etc.) to
prepare employees in case of emergency

Evaluates effectiveness of disaster
preparedness plan

Coordinates offsite work location

Other

Trains employees in disaster plan

57%

52%

38%

35%

34%

34%

33%

12%

5%
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Figure 4 Supplies Kept in The Shelter-in-Place Room(s) (HR Professionals)

Note: Excludes respondents who indicated their organizations did not have shelter-in-place plans. Percentages do not total 100% because multiple responses were
allowed.

Source: SHRM 2005 Disaster Preparedness Survey Report

First aid kit (n = 154)

Fire extinquisher (n = 148)

Flashlight (n = 145)

Water (n = 135)

Battery-operated radio (n = 140)

Land-line telephone (n = 125)

Walkie-talkie (n = 127)

Food (n = 123)

Gas masks (n = 168)

Cards or other entertainment items (n = 112)

89%

14%

86%

85%

70%

69%

65%

61%

36%

16%

Figure 5 Adequateness of the Selter-in-Place Drills

More than adequate Somewhat adequate Not at all adequate

Note: Excludes respondents who indicated they had not personally participated in a shelter-in-place drill at their organizations.

Source: SHRM 2005 Disaster Preparedness Survey Report

46% 48%

6%

(n = 104 employees)
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plans were asked about the supplies kept in their
organizations’ shelters. The most frequently cited sup-
plies were first aid kits (89%), fire extinguishers (86%),
flashlights (85%), water (70%) and battery-operated
radios (69%). These data are depicted in Figure 4.

Among employees who reported that their organiza-
tions had shelter-in-place plan drills, the majority
(53%) had participated in such drills. As shown in
Figure 5, the majority reported their organizations’
drills were more than adequate (46%) or somewhat
adequate (48%) to help them prepare in the event of
an emergency, while only 6% indicated the drills were
not at all adequate. 

Fire/Evacuation Plans
The majority (99%) of HR professionals indicated that
their organizations offered some form of a fire/evacu-
ation plan. Figure 6 shows that 36% of employees
indicated their organizations had regular fire/evacua-
tion drills. Among employees whose organizations
had regular drills, 84% reported that they had person-
ally participated in a drill. These data are depicted in
Figure 7.

Table 3 shows the percentage of employees who indi-
cated that their organizations had regular fire/evacu-

2005 Disaster Preparedness Survey Report

Figure 6 Regular Fire/Evacuation Drills

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 605 employees)

Have regular drills
36%

Do not have 
regular drills

64%

Figure 7 Participation in a Fire/Evacuation Drill

Note: Excludes respondents who indicated their organizations did not have 
regular fire/evacuation drills.

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 216 employees)

Have 
participated

84%

Have not 
participated

16%

Table 3 Regular Fire/Evacuation Drills (Employees)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 253) (n = 90) (n = 255) Size 

36% 18% 43% 51% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report
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ation drills. Large organizations were more likely than
small organizations to have drills (51% compared
with 18%, respectively).

Among employees who indicated that their organiza-
tions had regular drills, the majority (62%) believed
the fire/evacuation drills were more than adequate
in helping them in the event of an emergency, while
36% reported their drills were somewhat adequate
and only 2% indicated the drills were not at all ade-
quate. These data are depicted in Figure 8.

Emergency Communication Plans
In an emergency or disaster, an organization’s ability
to communicate with its employees could be com-
pletely interrupted. An emergency communication
plan is a plan created by organizations to communi-
cate with their employees in the event of a disaster.
The majority (81%) of HR professionals indicated
their organizations, regardless of size, had emer-
gency communication plans. As illustrated in Table 4,
large organizations were more likely than small organ-
izations to have a plan (90% compared with 73%). It

ResearchSHRM
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Figure 8 Adequateness of the Fire/Evacuation Drills

More than adequate Somewhat adequate Not at all adequate

Note: Excludes respondents who indicated they personally had not participated in a fire/evacuation drill at their organizations.

Source: SHRM 2005 Disaster Preparedness Survey Report

62%

36%

2%

(n = 181 employees)

Table 4 Emergency Communication Plan (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 176) (n = 39) (n = 92) Size

81% 73% 82% 90% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report



is possible that larger organizations have an entire
department (e.g., public relations, public affairs, etc.)
devoted to communications, and therefore they may
have the in-house capability to devise emergency
communication plans or the financial resources to
hire consultants to produce such plans.

Figure 9 shows that the most frequently cited attrib-
utes of emergency communication plans were actively
communicating status to employees (73%), accounting
for employees in a disaster (73%), setting up an alter-
nate location for employees to meet (69%) and provid-
ing an emergency number for employees to check the
organization’s status (68%). Figure 10 looks at how
organizations communicate their plans. Communi-
cation strategies most frequently cited by HR profes-
sionals included posting information in the workplace

(56%) or sharing the plan in all-staff meetings (46%) or
via all-staff e-mails (42%).

Fifty-one percent of employees indicated that their
organizations had informed their employees of their
emergency communication plans. As shown in Table
5, employees in small-sized organizations were more
likely to report that their organizations had informed
their employees than those in medium- and large-
sized organizations (70% for small compared with
43% for medium and 36% for large). 

Business Continuity Plans
A business continuity plan enables organizations to
continue operations in the event of a disaster.
Almost two-thirds (63%) of HR professionals indicat-
ed their organizations had business continuity plans,

12 2005 Disaster Preparedness Survey Report

Figure 9 Features of the Organization’s Emergency Communication Plans

Method of actively
communicating

status to
employees 

(e.g., phone tree)

Method of
accounting

for employees
in a disaster

Alternate
location for

employees to
meet

Emergency
number for

employees to
check

organization’s
status

Internet 
site for

employees to
check

organization’s
status

Other

Note: Asked only of respondents who indicated that their organizations had emergency communication plans. Percentages do not total 100% because multiple
responses were allowed.

Source: SHRM 2005 Disaster Preparedness Survey Report

73% 73%
69% 68%

21%

5%

(n = 213 HR professionals)
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as seen in Table 6. Large organizations were more
likely than small and medium organizations to have
business continuity plans (80% for large compared
with 55% for small and 60% for medium).

Among HR professionals who indicated their organiza-
tions had business continuity plans, the majority
reported that in the event of a disaster their organiza-

tions’ operations would be able to operate for one
month or more or indefinitely. These data are depict-
ed in Figure 11. 

Automated External Defibrillators
Automated external defibrillators (AEDs) are devices
used to treat cardiac arrest by applying a shock to
the heart muscle. Heart attacks and other fatal car-

ResearchSHRM
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Figure 10 Ways Organizations Communicate Their Emergency Communication Plans to Employees

Posted
information in
the workplace

All-staff
meetings to

communicate
plan

All-staff 
e-mails to

communicate
plan

Information
in employee
handbook

Information
on company
Web site or

intranet

Magnet,
wallet card or
other method

employees
can carry or
bring home
information

Other*

*Includes responses such as new employee orientation, new hire training and small group meetings.

Note: Asked only of respondents who indicated that their organizations had emergency communication plans. Percentages do not total 100% because multiple
responses were allowed.

Source: SHRM 2005 Disaster Preparedness Survey Report.

56%

46%
42%

39%

30%

22%

13%

(n = 213 HR professionals)

Table 5 Organizations That Have Informed Their Employees About Their Emergency Communication Plans (Employees)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 176) (n = 39) (n = 92) Size

51% 70% 43% 36% Small > large

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report
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Table 6 Organizations With a Business Continuity Plan (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 41) (n = 68) (n = 48) Size

63% 55% 60% 80% Large > small, medium

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report

Table 7 Organizations With Automated External Defibrillators (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 10) (n = 29) (n = 29) Size

37% 15% 32% 70% Large > small, medium

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report

Figure 11 Length of Time Business Continuity Plans Enable the Business to Continue Operations in the Event of a Disaster

Not applicable;
we would not

be able to
continue

operations

Less than 
one week

One week to
less than two

weeks

Two weeks to
less than one

month

One month or
more, but not
indefinitely

Indefinitely

Note: Asked only of respondents who indicated that their organizations had business continuity plans. Percentages may not total 100% due to rounding.

Source: SHRM 2005 Disaster Preparedness Survey Report

5%

13%

6% 7% 7%
10% 11% 11%

29%

34%

41%

25%

(n = 268 HR professionals)

Essential Operations                  All Operations
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diac events are not uncommon in a setting where
employees frequently suffer from stress, high blood
pressure or are overweight. Over one-third of
responding HR professionals (37%) indicated that
their organizations had AEDs on-site. 

Table 7 shows the percentage of HR professionals,
by organization staff size who indicated that their
organizations had AEDs. Large organizations were
more likely than small and medium organizations to
have AEDs (70% for large compared with 15% for
small and 32% for medium). This is not surprising
because larger organizations also have more finan-
cial resources to purchase AEDs and pay for formal
training on how to use them.

Of those HR professionals who reported that their
organizations had AEDs, 91% indicated their organi-
zations provided training on using the devices. Again,

this is not surprising since AEDs are only useful in a
workplace if employees have proper training. 

Leadership Roles
The majority (91%) of HR professionals indicated
their organizations had employees specifically tasked
with playing a leadership role in the event of a crisis,
and 39% of these respondents indicated that the
role was part of the employees’ job descriptions
while 25% indicated these employees volunteered.
These data are depicted in Figure 12.

Almost three-quarters (74%) of HR professionals indi-
cated employees in leadership roles had received
some form of disaster response training. The majority
of organizations, regardless of size, were likely to
have formal disaster preparedness training in place.
However, HR professionals in large organizations were
more likely than those from small organizations to
indicate employees in leadership roles had received

ResearchSHRM
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Figure 12 Selection of Employees for Emergency Leadership Roles

Part of job 
description

Volunteer Seniority in
organization

Nomination Other

Note: Excludes respondents who indicated their organizations did not have any employees who were specifically tasked with playing a leadership role in the event or a
disaster. Percentages may not total 100% due to rounding.

Source: SHRM 2005 Disaster Preparedness Survey Report

39%

25%

18%

10% 9%

(n = 248 HR professionals)
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training. These data are depicted in Table 8. The
most frequently cited forms of training reported by HR
professionals were CPR and/or first aid training (83%)
and training in organization-specific disaster response
plans (64%). These data are depicted in Figure 13.

Figure 14 depicts the percentage of employees who
had been tasked with a specific role in their organiza-
tions in the event of an emergency. Among these
employees, 95% felt adequately prepared to take a
leadership role should a disaster or an emergency
occur. 

Formal Policies and Procedures 
Almost one-third (31%) of HR professionals indicated
their organizations had formal policies or procedures
in place to assist employees affected by an emergency
or a disaster. Table 9 shows the percentage of HR pro-
fessionals, by organization staff size, who had such
policies or procedures in place. Large-sized organiza-
tions were more likely than small- and medium-sized
organizations to have formal policies or procedures
(59% compared with 16% and 24%, respectively), sug-
gesting that larger organizations had more employees
and funding to devote to forming policies and proce-

2005 Disaster Preparedness Survey Report

Table 8 Employees in Leadership Roles Receiving Disaster Response Training (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization 

Overall (n = 37) (n = 80) (n = 54) Size

74% 54% 75% 87% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report

Figure 13 Types of Crisis Response Training Employees Receive

Note: Asked only of respondents who indicated that their organizations had employees tasked with emergency leadership roles. Percentages may not total 100% because
multiple responses were allowed. 

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 178 HR professionals)

CPR and/or first aid training
Training in organization-specific disaster

response plans
Training in helping keep others calm in a crisis

Fire suppression

Crisis management

AED training
Training in assisting persons with disabilities

during a disaster
Training in dealing with hazardous materials

Training in operating adaptive escape chairs for
wheelchair users

Other

Hazardous materials response and containment

83%

64%

47%

47%

44%

41%

39%

38%

37%

14%

3%
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dures. The most frequently cited policies or proce-
dures included employee assistance programs (82%)
and additional unpaid leave (61%). These data are
depicted in Figure 15.

It is important for the welfare of an organization and
its employees to establish a continuous line of com-
munication in the event of a natural disaster or ter-
rorist attack. If such event should occur, 80% of
employees indicated they would know how to get
information about their organization’s status while at
work and 75% indicated they would know how to get
information about their organization’s status if they
were not at work.

Plans Created or Revised Because of the 
9/11 Attacks 
The 9/11 terrorist attacks have caused many organi-
zations to create or revise their disaster prepared-
ness plans. Fifty-six percent of HR professionals
indicated that part of their organizations’ plans had
been created or revised specifically as a result of the
9/11 attacks. These data are depicted in Figure 16.

Table 10 shows the percentage of HR professionals,
by organization staff size, who indicated that their
organizations have revised their disaster prepared-
ness plans because of the terrorist attacks. Large
organizations were more likely than small and medi-
um organizations to have created or revised their
plans because of the events of September 11 (73%
for large compared with 46% for small and 50% for
medium).

Preparedness for a Disaster or Crisis
Figure 17 compares employees’ and HR profession-
als’ perceptions of their organizations’ preparedness
for a disaster or crisis. Overall, HR professionals per-
ceived their organizations to be better prepared for a
disaster or crisis. Most HR professionals believed
their organizations were well or very well (65%) pre-
pared, while fewer employees indicated their organi-
zations were well or very well (50%) prepared. The
main difference between the two groups was
observed in the “not at all prepared” category. Only
1% of HR professionals believed their organizations
were not at all prepared, while 19% of employees
indicated “not at all prepared.” Employees may
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Figure 14 Employee Emergency Leadership Roles

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 604 employees)

Not tasked 
with role

80%

Tasked with role
20%

Table 9 Formal Policies/Procedures to Assist Employees (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization 

Overall (n = 12) (n = 28) (n = 37) Size

31% 16% 24% 59% Large > small, medium

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report
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perceive their organizations to be less prepared than
HR professionals do because HR professionals are
more likely to be involved in the design of their organ-
izations’ disaster preparedness plans and to have a
specific task in these plans.

Table 11 illustrates HR professionals’ and employ-
ees’ perceptions of their organizations’ preparedness
for a disaster or crisis by company size. HR profes-
sionals and employees from large organizations were
more likely to indicate their organizations were very
well or well prepared for a disaster or crisis than
respondents from small organizations.

Employees With Disabilities
Preparation for employees with disabilities who may
not be able to detect auditory alarms or travel down
stairwells without assistance is very important.
Figure 18 looks at the percentage of organizations
that have specific guidelines or equipment in place
to help evacuate persons with disabilities3 in the
event of a disaster. Sixty percent of HR profession-
als indicated their organizations had these proce-
dures in place. As seen in Table 12, large-sized

organizations were more likely than small-sized ones
to have specific guidelines or equipment. 

2005 Disaster Preparedness Survey Report

Figure 16
Disaster Preparedness Plan Created or
Revised Specifically as a Result of the 
9/11 Terrorist Attacks

Note: Percentages may not total 100% due to rounding. 

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 209 HR professionals)

Not
created/revised

45%

Created/revised
56%

Figure 15 Types of Policies and/or Procedures in Place to Help Employees

Note: Asked only of respondents who indicated that their organizations had formal policies to help employees affected by disaster. Percentages may not total 100%
because multiple responses were allowed.

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 268 HR professionals)

Employee assistance program (EAP)

Additional unpaid leave

Additional paid leave

Paycheck advance

Leave donation programs

Temporary housing assistance

Loans

82%

61%

35%

33%

33%

27%

12%

3 Such as blindness or limited mobility
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Table 10 Disaster Preparedness Plans Created or Revised Because of the 9/11 Terrorist Attacks (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 29) (n = 45) (n = 35) Size

56% 46% 50% 73% Large > small, medium

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report

Figure 17 Organization’s Overall Preparedness for a Disaster or Crisis

Very well
prepared

Well prepared Not well
prepared

Not at all
prepared

Note: Percentages may not total 100% due to rounding. 

Source: SHRM 2005 Disaster Preparedness Survey Report

10%
13%

55%

37% 36%

31%

1%

19%

HR professionals (n = 268)        Employees (n = 608)

Table 11 Preparedness for a Disaster or Crisis

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 129) (n = 121) (n = 210) Size

HR professionals (very well/well prepared) 65% 41% 59% 76% Large > small

Employees (very well/well prepared) 50% 36% 52% 63% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. 

Source: SHRM 2005 Disaster Preparedness Survey Report
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Figure 18
Specific Guidelines/Equipment in Place to
Help Evacuate Employees With Disabilities

Source: SHRM 2005 Disaster Preparedness Survey Report

(n = 215 HR professionals)

Do not have
guidelines

40%

Have 
guidelines

60%

Table 12 Specific Guidelines/Equipment in Place to Help Evacuate Persons With Disabilities (HR Professionals)

Small Medium Large Comparison
(1-99 Employees) (100-499 Employees) (500 or More Employees) by Organization

Overall (n = 19) (n = 57) (n = 39) Size

60% 33% 64% 83% Large > small

Note: Sample sizes are based on the actual number of respondents by size who answered this question using the response options provided. Percentages are column per-
centages.

Source: SHRM 2005 Disaster Preparedness Survey Report
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The terrorist attacks on September 11, 2001,
have forever changed the way Americans live
their lives. Before then, many Americans consid-

ered their country impervious to the atrocities of ter-
rorism. Similarly, many organizations never consid-
ered themselves potentially susceptible to threats
that could take the lives of their employees and
affect business continuity. The events of September
11 have created greater awareness of potential
threats, but this awareness needs to translate into
future preparedness. When evaluating the response
to Hurricane Katrina, it is evident that there is a need
to further examine why things went wrong and what
can be done to enhance preparedness to respond to
catastrophic disasters.

As shown throughout the survey results, the majority
of HR professionals indicated their HR departments

played a role in forming their organizations’ disaster
preparedness plans. Terrorist attacks and recent nat-
ural disasters show that the role HR departments
play in forming these plans is crucial. Whatever the
extent of HR involvement in this process, there is a
need to continuously modify, evaluate and communi-
cate disaster preparedness plans. 

While it is impossible to predict when and where the
next terrorist attack or natural disaster will occur, all
organizations have a responsibility to be alert and
prepared for these potential threats. Even the most
advanced disaster preparedness plans cannot fully
protect an organization from unforeseen events.
These risks are entirely unpredictable and constantly
changing, but preparing for these possible occur-
rences can save lives and protect the stability of an
organization.

Conclusions
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Hurricanes that struck the
Gulf Coast this year
underscored—tragically,

in many instances—the urgent
need for communities, business-
es and individuals to be pre-
pared for disasters. 

Preparedness, however,
encompasses more than bracing
for natural events such as hurri-
canes and tornadoes. It involves
even more than making plans,
as many employers have been
doing, to survive arguably the
gravest external threat of all—
terrorism. 

Employers’ disaster prepared-
ness plans will increasingly
reflect other influences, including
changes in workforce demo-
graphics, and HR will have a cen-
tral role in ensuring that the
changes are reflected in those
plans.

As the workforce ages, for
example, employees will face
increased risks of disabling con-
ditions. In turn, site evacuation
and other disaster recovery pro-
cedures may have to give more
attention to disabled employees.
Most organizations have proce-
dures and equipment for assist-
ing disabled individuals during
emergencies, according to the
results of this report. But such
provisions may become broader

and more sophisticated as the
number of employees needing
them increases.

Another demographic factor
that may play a role in disaster
preparedness is language.
Studies have shown that Latino
workers are at greater risk than
others of being injured on the
job. It may be because they
account for a disproportionate
share of workers in high-risk
occupations. But it could also be
tied to language problems when
communicating safety proce-
dures to workers who speak lit-
tle or no English. Some indus-
tries have made great strides in
communicating safety and disas-
ter preparedness information to
such workers. Determining the
most appropriate methods of
communication will likely be HR’s
responsibility. 

Communicating with employ-
ees on disaster issues and
other safety topics will be neces-
sary also because of the growing
importance employees are plac-
ing on feeling safe in the work-
place. In SHRM’s 2005 Job
Satisfaction Survey Report, feel-
ing safe was the No. 1 determi-
nant of job satisfaction for work-
ers 56 and older and, as in pre-
vious surveys, was one of the
top five determinants for both

male and female employees
regardless of age. HR’s efforts in
showing that safety receives
major attention, not only day
after day but also in disaster
preparedness planning, can help
improve employee job satisfac-
tion overall. 

Although it’s impossible to
know what types of disasters will
occur in coming years, HR can
demonstrate leadership by
becoming knowledgeable on how
characteristics that will gain
prominence in the workplace of
the future will influence the ways
in which employers and employ-
ees are able to respond to dis-
asters. �

A Look Ahead:

A Future View of Disaster Preparedness
By Jennifer Schramm, Manager, Workplace Trends and Forecasting
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Demographics

Organization Staff Size

Small organization (1-99 employees) 35%

Medium organization (100-499 employees) 43%

Large organization (500 or more employees) 22%

(n = 305)

Public/Government or Private Sector

Public/government sector 20%

Private sector 80%

(n = 311)

Census Region

Northeast (Connecticut, Maine, Massachusetts, New Hampshire, New Jersey, New York, Pennsylvania, Rhode Island, Vermont) 15%

South (Alabama, Arkansas, Delaware, District of Columbia, Florida, Georgia, Kentucky, Louisiana, Maryland, Mississippi, North Carolina, Oklahoma,
South Carolina, Tennessee, Texas, Virginia, West Virginia) 28%

Midwest (Illinois, Indiana, Iowa, Kansas, Michigan, Minnesota, Missouri, Nebraska, North Dakota, Ohio, South Dakota, Wisconsin) 36%

West (Alaska, Arizona, California, Colorado, Hawaii, Idaho, Nevada, New Mexico, Montana, Oregon, Utah, Washington, Wyoming) 21%

(n = 300)

HR Department Staff Size

1-4 65%

5-9 13%

10-24 10%

25-49 6%

50-99 3%

100 and over 4%

Note: Percentages may not total 100% due to rounding.

(n = 309)

Unionization

Yes 16%

No 83%

The 15% of organizations that had unionized employees reported that 57% of
their employees were covered under a collective bargaining agreement.

(n = 311)

HR Professionals
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Organization Industry

Construction and mining/oil and gas 2%

Educational services 4%

Finance 8%

Government 6%

Health 10%

High-tech 4%

Insurance 4%

Manufacturing (durable goods) 12%

Manufacturing (nondurable goods) 6%

Newspaper publishing/broadcasting 2%

Services (nonprofit) 7%

Services (profit) 13%

Telecommunications 2%

Transportation 2%

Utilities 2%

Wholesale/retail trade 6%

Other 11%

Note: Percentages may not total 100% due to rounding.

(n = 310)

For-Profit/Nonprofit Organization

For-profit organization 72%

Nonprofit organization 28%

(n = 313)
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Organization Staff Size

Small organization (1-99 employees) 42%

Medium organization (100-499 employees) 15%

Large organization (500 or more employees) 43%

(n = 601)

Current Position

Executive position 7%

Middle management position 14%

Technical/professional position 34%

Sales position 9%

Administrative/clerical position 13%

Other* 23%

* Includes responses such as housekeeper/caregiver, driver, food/beverage/
entertainment and self-employed/owner.

(n = 602)

Gender

Males 53% 

Females 47%

(n = 608)

Employment Status

Working full time 82%

Working part time 12%

With a job, but on medical leave, vacation or strike 2%

In school, also working full or part time 5%

Note: Percentages may not total 100% due to rounding.

(n = 608)

Employees Organization Industry

Construction and mining/oil and gas 8%

Educational services 9%

Finance 3%

Government 8%

Health 9%

High-tech 3%

Insurance 2%

Newspaper publishing/broadcasting 1%

Manufacturing (durable goods) 5%

Manufacturing (nondurable goods) 5%

Services (nonprofit) 3%

Services (profit) 17%

Telecommunications 1%

Transportation 3%

Utilities 1%

Wholesale/retail trade 14%

Other* 8%

* Includes responses such as agriculture, entertainment and religion.

Note: Percentages may not total 100% due to rounding.

(n = 601)
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SHRM 2005 Disaster Preparedness Survey

HR Professional Version

The Society for Human Resource Management (SHRM) is conducting a survey on disaster preparedness. Your
responses to this survey will be kept strictly confidential. Responses from all participants will be combined,
analyzed and the findings reported only in their aggregate form. 

Please participate in this survey by answering the following questions and clicking the “submit” button at the
end no later than May 31, 2005. If you have any questions, please contact the SHRM Survey Program by tele-
phone at (703) 535-6301 or by e-mail at surveys@shrm.org. Thank you in advance for sharing your time and
knowledge. Your insight and experiences as an HR professional are invaluable to us in this effort.

Results of this survey will appear free to all respondents on the Survey Program homepage on SHRM’s Web
site. Please visit the Web site at www.shrm.org/surveys.

This survey should take no more than 10 minutes to complete.

2005 Disaster Preparedness Survey Report

Survey Instruments
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1. Does your organization have any form of formal disaster preparedness plan in place (e.g., a plan for
what to do in case of an emergency or disaster)? This would include fire drills, shelter-in-place drills,
emergency communication plans, business continuity plans, etc.

Yes
No -> Skip to question 22

2. What role does HR play in forming your organization’s disaster preparedness plans? 
Primarily responsible for forming all disaster preparedness plans and procedures, with minimal input
from other departments
Forms disaster preparedness plans and procedures with equal input from other departments
Advises other departments that are primarily responsible for forming disaster preparedness plans and
procedures
No role in disaster preparedness

3. What other functions does HR perform in your organization’s disaster preparedness plans?
� Communicates information about available assistance programs
� Communicates plans and procedures to employees
� Coordinates “drills” (e.g., fire drills, etc.) to prepare employees in case of emergency
� Coordinates offsite work location
� Evaluates effectiveness of disaster preparedness plan
� Maintains/updates disaster plan
� Serves as a starting point in phone tree/other communication in the event of a disaster
� Trains employees in disaster plan
� Other (please specify): __________________________________________________________________

4. Does your organization have a shelter-in-place plan (e.g., a plan to gather in a small interior room in the
event of certain types of emergencies)?

Yes
No -> Skip to question 6

ResearchSHRM
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5. Which of the following supplies are kept in your organization’s shelter-in-place room(s)? (Please select
all that apply.)

6. Does your organization have a fire/evacuation plan?
Yes
No

7. Does your organization have specific guidelines and/or equipment in place to help evacuate persons
with disabilities such as blindness or limited mobility in the event of a disaster?

Yes
No
Not sure

8. Does your organization have an emergency communication plan?
Yes
No -> Skip to question 11

2005 Disaster Preparedness Survey Report

Yes No

Battery-operated radio

Cards or other entertainment items

Fire extinguisher

First aid kit

Flashlight

Food

Gas masks

Land-line telephone

Walkie-talkie

Water
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9. What does your organization’s emergency communication plan consist of? (Please select all that
apply.)
� Alternate location for employees to meet
� Emergency number for employees to check organization’s status
� Internet site for employees to check organization’s status
� Method of accounting for employees in a disaster
� Method of actively communicating status to employees (e.g., phone tree)
� Other (please specify): ______________________________________________________________________

10. How does your organization communicate its emergency communication plan to employees? (Please
select all that apply.)
� All-staff e-mails to communicate plan
� All-staff meetings to communicate plan
� Information in employee handbook
� Information on company Web site or intranet
� Magnet, wallet card or other method employees can carry or bring home information 
� Posted information in the workplace
� Other (please specify): ______________________________________________________________________

11. Does your organization have a business continuity plan (plan to enable operations to continue in the
event of a disaster)?

Yes
No -> Skip to question 13

12. How long would your business continuity plan enable your business to continue operations in the event
of a disaster?

13. Does your organization have an automated external defibrillator (AED) on-site? (AEDs are devices used
to detect and treat cardiac arrest by applying a shock to the heart muscle.)

Yes
No -> Skip to question 15

ResearchSHRM
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Not
Applicable: 

We Would Not
Be Able to
Continue

Operations

Less
Than
One

Week

One Week 
to Less 

Than Two
Weeks

Two Weeks
to Less
Than

One Month

One Month
or More,
but Not

Indefinitely Indefinitely

Essential operations

All operations
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14. Has your organization provided training on using the AED?
Yes
No

15. Does your organization have any employees who are specifically tasked with playing a leadership role
in the event of a crisis?

Yes
No -> Skip to question 19

16. How are these employees primarily selected?
Nomination
Part of job description
Seniority in organization
Volunteer
Other (please specify): __________________________________________________________________

17. Do these employees receive any type of disaster response training?
Yes
No -> Skip next question

18. What type of special training do these employees receive? (Please select all that apply.)
� AED training
� CPR and/or first aid training
� Crisis management
� Fire suppression
� Hazardous materials response and containment
� Training in assisting persons with disabilities during a disaster
� Training in dealing with hazardous materials
� Training in helping keep others calm in a crisis
� Training in organization-specific disaster response plans
� Training in operating adaptive escape chairs for wheelchair users
� Other (please specify) ______________________________________________________________________

19. Does your organization have any formal policies or procedures in place to assist employees personally
affected by a natural disaster, terrorist attacks, etc.?

Yes
No -> Skip to question 21

2005 Disaster Preparedness Survey Report
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20. Does your organization have the following formal policies and/or procedures in place to assist these
employees?

21. Has any part of your organization’s disaster preparedness plan been created or revised specifically as a
result of the 9/11 terrorist attacks on America?

Yes
No
Not sure

22. Overall, how would you rate your organization’s preparedness for a disaster or crisis?
Very well prepared
Well prepared
Not well prepared
Not at all prepared

Demographics

23. What is the ZIP code for your location? ________________________________________________________

24. How many people are employed, full time and part time total, at your location? ______________________

25. How many people are employed, full time and part time total, in your organization’s HR department? 
________________________________________________________________________________________________________________________________________________

26. Are any of your employees at this location unionized (under a collective bargaining agreement)?
Yes
No -> Skip next question

27. What is the percentage of unionized employees at this location? ________________________________%

ResearchSHRM
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Yes No

Additional paid leave

Additional unpaid leave

Employee assistance program (EAP)

Leave donation programs

Loans

Paycheck advance

Temporary housing assistance
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28. Which industry best describes this location’s main business? (Check only one.)
Construction and mining/oil and gas
Educational services
Finance
Government
Health
High-tech
Insurance
Manufacturing (durable goods)
Manufacturing (nondurable goods)
Newspaper publishing/broadcasting
Services (nonprofit)
Services (profit)
Telecommunications
Transportation
Utilities
Wholesale/retail trade
Other (please specify):________________________________________________________________________________

29. Is your organization in the public/government or private sector?
Public/government sector
Private sector

30. Is your organization for-profit or nonprofit?
For-profit
Nonprofit

2005 Disaster Preparedness Survey Report
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SHRM 2005 Disaster Preparedness Survey

Employee Version

The Society for Human Resource Management (SHRM) is conducting a survey on organization disaster pre-
paredness. Your responses to this survey will be kept strictly confidential. Responses from all participants will
be combined, analyzed and the findings reported only in their aggregate form. 

Please participate in this survey by answering the following questions and clicking the “submit” button at the
end no later than May 31, 2005. If you have any questions, please contact the SHRM Survey Program by tele-
phone at (703) 535-6301 or by e-mail at surveys@shrm.org. Thank you in advance for sharing your time and
knowledge. Your insight and experiences are invaluable to us in this effort.

Results of this survey will appear free to all respondents on the Survey Program homepage on SHRM’s Web
site. Please visit the Web site at www.shrm.org/surveys.

This survey should take no more than five minutes to complete.

1. Which of the following most closely describes your current employment status?
Working full time
Working part time
With a job, but on medical leave, vacation or strike
Unemployed, temporarily laid off or looking for work -> Skip to end of survey
Retired -> Skip to end of survey
Homemaker -> Skip to end of survey
In school, also working full or part time
In school, not working for pay -> Skip to end of survey

ResearchSHRM
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2. Does your organization have a shelter-in-place plan (e.g., a plan to gather in a small interior room in the
event of certain types of emergencies)?

Yes
No -> Skip to question 5
Don’t know -> Skip to question 5

3. Have you personally participated in a shelter-in-place drill at your organization?
Yes
No -> Skip to question 5

4. How adequate do you believe your organization’s shelter-in-place drills are in helping you be prepared in
the event of an emergency?

More than adequate
Somewhat adequate
Not at all adequate

5. Does your organization have regular fire/evacuation drills?
Yes
No -> Skip to question 8

6. Have you personally participated in a fire/evacuation drill at your organization?
Yes
No -> Skip to question 8

7. How adequate do you believe your organization’s fire/evacuation drills are in helping you be prepared
in the event of an emergency?

More than adequate
Somewhat adequate
Not at all adequate

8. Do you have any type of disability that may affect your ability to react in an emergency (e.g., blind-
ness, hearing impairment, wheelchair use)?

Yes
No -> Skip next question

9. Does your organization’s disaster preparedness plan take such conditions into account?
Yes
No
Not sure

2005 Disaster Preparedness Survey Report
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10. In the event that a natural disaster or terrorist attack occurred while you were at work, would you
know what to do?

Yes
No
Not sure

11. In the event that a natural disaster or terrorist attack occurred while you were not at work, would you
know how to get information about your organization’s status?

Yes
No
Not sure

12. How has your organization communicated its emergency communication plan to you? (Please select all
that apply.)
� Not applicable; we do not have a plan that has been communicated to me
� Through e-mail
� Face-to-face meeting
� Information in employee handbook
� Information on company Web site/intranet
� Posted information in the workplace
� Magnet, wallet card or other method employees can carry or bring home information
� Other (please specify): ______________________________________________________________________

13. Overall, how would you rate your organization’s preparedness for a disaster or crisis?
Very well prepared
Well prepared
Not well prepared
Not at all prepared

14. Have you personally been tasked with a specific role in your organization in the event of an emer-
gency?

Yes
No -> Skip to question 16

15. Do you feel adequately prepared to take on that role in the event of a disaster or emergency?
Yes
No

ResearchSHRM
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16. Which industry best describes your current organization? (Check only one.)
Construction and mining/oil and gas
Educational services
Finance
Government
Health
High-tech
Insurance
Newspaper publishing/broadcasting
Manufacturing (durable goods)
Manufacturing (nondurable goods)
Services (nonprofit)
Services (profit)
Telecommunications
Transportation
Utilities
Wholesale/retail trade
Other (please specify): ______________________________________________________________________

17. Approximately how many individuals are employed, full time and part time total, at your organization? 
____________________________________________________________________________________________

18. What is your gender?
Male
Female

19. Which of the following best describes your current position? (Check only one.)
Executive position
Middle management position
Technical/professional position
Sales position
Administrative/clerical position
Other (please specify): ______________________________________________________________________

2005 Disaster Preparedness Survey Report
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Available to members and the public

1. Organizational Communication Poll Findings 
(24 pages, June 2005)

2. Workplace Productivity Poll Findings (17 pages,
January 2005)

3. SHRM/CareerJournal.com Workplace Privacy Poll
Findings (47 pages, January 2005)

4. SHRM/CareerJournal.com 2004 U.S. Job
Recovery and Retention Poll Findings (33 pages,
November 2004)

5. Employee Trust and Loyalty Findings (21 pages,
July 2004)

6. Job Negotiation Survey Findings (41 pages, April
2004) 

7. Job Opportunities Survey (39 pages, September
2003)

8. Job Recovery Survey (28 pages, August 2003) 
9. Job Opportunities Poll (39 pages, April 2003) 

10. Job Satisfaction Poll (74 pages, December 2002)
11. HR Implications of the Attack on America 

(23 pages, September 2002)
12. Corporate Credibility and Employee

Communications Survey (14 pages, August 2002)
13. Job Opportunities Poll (30 pages, August 2002)
14. Workplace Romance Survey (24 pages, February

2002)
15. School-to-Work Programs Survey (16 pages,
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