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Dear Readers,  
 
This issue of PRO HR is devoted in its entirety to crisis management methods 
in the HR area. Running a business and employing employees carries the risk of 
many sudden, unexpected events that disturb daily operations and may have 
a negative impact on the company’s reputation and assets. This can be averted 
by preparing for crisis situations (prevention) and by reacting appropriately, which 
includes coherent communication as well as necessary and immediate remedial 
actions (reaction and remedy). 
 

 
Knowing how important it is to bring the crisis situation under control, especially in the initial hours 
and days, we operate a ‘crisis management’ practice, whereby we provide our clients with 
comprehensive support in difficult situations related to HR management.  
 
              I hope you will find the contents useful, 

Dominika Stępińska-Duch 
 

Is it a crisis or merely a hindrance? 
 

Not every event that makes an organization’s daily functioning difficult or disrupts it is a crisis. The risk 
of undesirable events is part of every business. The point is not to treat each such distortion as a crisis 
situation, with all the procedures launched, including communications and a response team. 
The management of such events is about crisis risk management, not management through crisis. 
 

What we consider a crisis are events that lead to a significant disruption 
of operations or which pose a risk of serious material or image losses, or criminal 
prosecution. This includes serious, fatal and multi-victim accidents at work, 
the suspicion of a crime having been committed inside the organization, 
the suspicion of mobbing, breach of an important company secret (data leak) 
or  the infringement of important laws regulating the functioning of a given 
business (e.g. data protection laws). Such events pose a risk of the loss of the 
clients’ and contractors’ trust, as well as of penalties from supervisory organs or 
law enforcement. 
 

Of course, in some cases a crisis situation may be an event that would appear 
insignificant in other circumstances – e.g. a non-serious accident at work, where 
the victim threatens to disseminate defaming information on the company. Crises 
also include situations that do not stem from errors or irregularities where the 
staff is at fault. They can also be due to unforeseen events, such as natural 
disasters or actions by authorities directed at the company, but not related to 
employees (e.g. a sudden and material change in laws). 

Advocate Janusz 
Tomczak 

http://www.raczkowski.eu/
http://www.iuslaboris.com/
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/webinar-wspolpraca-z-indywidualnymi-przedsiebiorcami-i-likwidacja-limitu-podstawy-wymiaru-skladek-ubezpieczeniowych-aspekty-praktyczne.html
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EVENTS 
 
Poznań HR Morning: Special 
HR aspects of employing 
foreigners 
6 June 2019, Poznań 
 
Conducted by: Advocate 
Karolina Schiffter, Partner. 
 
Detailed program is available 
here. 
 
This is a free event.  
 
 
HR Fridays over Cracow Bagel 
– The employer in labor court 
– practical aspects 
7 June 2019, Cracow 
 
Conducted by: Legal advisor 
Robert Stępień 
 
Detailed program is available 
here. 
 
This is a free event.  
 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

Please send your questions and 
applications to: 
prohrevents@raczkowski.eu 

 

A properly implemented compliance system helps prevent a crisis 
 
Many crisis situations stem from human errors or deliberate irregularities 
committed by the staff. The risk of such situations can be minimized through 
a properly constructed and properly implemented compliance system. 
 

Advocate 
Damian 
Tokarczyk, Ph.D. 

Internal procedures ensure proper oversight 
over the manner in which individual employees 
fulfil their duties, and they describe processes 
happening in the organization, which makes 
it  possible to eliminate the risk of error 
or deliberate misconduct. The most important 
risk-minimizing procedures include procedures 
directed at bribery, mobbing, misconduct, 
guidelines for accepting and giving gifts 
and other benefits, guidelines on social media 
use and the health and safety policy. 
 

The key element in crisis risk management is the effective 
implementation of a whistleblowing system, i.e. a system for reporting 
irregularities observed by employees and other persons. Such 
a procedure reveals the undesirable behavior and events, and gives 
the employees tools for communication with the management, who 
conduct investigations in such a case. For an effective implementation 
of such a procedure, proper communication among the staff is 
necessary, as is convincing employees that reporting cases of 
irregularities and misconduct serves the common good. At the same 
time, the reporting of irregularities by employees makes it possible to 
react quickly and to manage such a situation before it becomes a crisis.  
 
A compliance system should also lay down a procedure for a crisis 
actually occurring. Such a procedure should in particular set forth 
a method for determining that an event should be classified as a crisis, 
as well as indicate further steps to minimize its impact. 
 

How to act in a crisis – elements of a crisis management policy 
 
In order to effectively manage a crisis, an integrated compliance system 
must be implemented, comprising elements that are interlinked and that 
provide a basis for quick and coordinated investigation and remedial 
actions if a crisis indeed occurs.  
 

http://www.raczkowski.eu/
http://www.iuslaboris.com/
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/2019/poznanski-poranek-z-hr-szczegolne-aspekty%20HR%20zatrudniania%20pracownik%C3%B3w%20%E2%80%93%20cudzoziemc%C3%B3w.html
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/2019/piatki-z-hr-przy-krakowskim-obwarzanku-pracodawca-przed-sadem-pracy-aspekty-praktyczne.html
mailto:prohrevents@raczkowski.eu
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WYDARZENIA 
 
Odpowiedzialność karna 
spółek - nowe rozdanie - 
śniadanie biznesowe 
6 grudnia 2018 r., Warszawa 
 
Prowadzący: adw. Janusz 
Tomczak oraz adw. dr Damian 
Tokarczyk.  
 
Szczegółowe informacje 
dostępne tutaj.  
 
Śniadanie odbędzie się 
6 grudnia br. (czwartek) 
w godz. 10:00 -12:00 w biurze 
kancelarii przy ul. Bonifraterskiej 
17 (21 piętro) w Warszawie. 
 
Udział w spotkaniu jest 
bezpłatny.  
 
 
 
 
Pracownicze Plany 
Kapitałowe - nowe obowiązki 
pracodawcy | druga edycja 
11 stycznia 2019 r., Warszawa 
 
Prowadzący: r. pr. Łukasz 
Kuczkowski 
 
Spotkanie odbędzie się 
11 stycznia 2019 r. (piątek) 
w godz. 10:00-12:00 w biurze 
kancelarii przy ul. Bonifraterskiej 
17 (21 piętro) w Warszawie. 
Szczegółowe informacje 
dostępne tutaj.  
 
Udział w spotkaniu jest 
bezpłatny.  
 
 
 
 
 
 
 
 
 

Pytania oraz zgłoszenia prosimy 
kierować na adres: 
prohrevents@raczkowski.eu 

EVENTS 
 
WEBINAR: Cooperation with 
sole traders and the 
elimination of social security 
cap – practical aspects 
11 June 2019, online 
 
Conducted by: Tax advisor 
Katarzyna Serwińska, Tomasz 
Kret  
 
The program is available here.  
 
Registration: here. 
 
This is a free event.  
 
 
Meeting with the author of: 
Employee Capital Plans. 
Questions, answers, 
checklists 
12 June 2019, Warsaw 
 
Raczkowski Paruch and the 
Wolters Kluwer publishing 
house invite you to a session 
held on the occasion of the 
publication of Employee Capital 
Plans. Questions, answers, 
checklists. 
 
Conducted by: legal advisor 
Łukasz Kuczkowski. 
 
The session will be held on 12 
June 2019 (Wednesday) 
between 12:00 – 14:00 at our 
offices at 17 Bonifraterska (21 
floor) in Warsaw. 
 
This is a free event. 
 
 
 
 
 
 
 
 
 
 
Please send your questions and 
applications to: 
prohrevents@raczkowski.eu 

A core element of the compliance system is 
a crisis management policy, which should be 
coordinated with other internal regulations 
(such as a whistleblowing policy or an internal 
investigation policy). It is indeed an efficient 
whistleblowing system that makes it possible to 
get information on irregularities, which gives us 
a signal that we are dealing with a potential 
crisis.  
 

A crisis management policy should make it possible to adequately 
classify specific situations and to distinguish those that can be 
considered a crisis from ones that do not pose an obstacle to the 
organization’s effective and safe functioning. A policy should not only 
define crisis situations, but also classify them (or “group” them). 
At least the following distinctions should be made among: 
 
1. Misconduct that may be criminal; 
2. Infringement of norms / rules that does not violate laws but 

may cause a reputation crisis; 
3. Actions of public authorities against the organization. 
 
In the first two cases, if you learn about a potential case of 
misconduct, you should immediately set up an independent 
committee and conduct an internal investigation that maintains 
confidentiality and integrity. After such steps have been taken, 
a decision should be made on whether to notify law enforcement, or 
whether other remedial actions should be taken, especially with 
respect to internal and external communications. What is especially 
useful in this context is having an effective procedure for 
investigations, which makes it possible to quickly set up a committee 
and which defines the actions to be taken. 
 
If the third type of situation arises, i.e. public organs (e.g. the police) 
are taking actions aimed at your company, it is important to 
determine who should be immediately notified of this fact, as well as 
to choose the persons authorized to contact the organs. Since often 
the first few hours after actions have been taken by authorities are 
the most important, a clear allocation of responsibilities is crucial, as 
is the selection of the individuals that will join the crisis response 
team. The crisis response team need not comprise only people from 
inside the organization; it may also include professional consultants 
and representatives. 

Advocate trainee 
Ewelina Rutkowska 

http://www.raczkowski.eu/
http://www.iuslaboris.com/
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/sniadanie-biznesowe-dot-odpowiedzialnosci-karnej-spolek.html
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/pracownicze-plany-kapitalowe-nowe-obowiazki-pracodawcy-warszawa.html
mailto:prohrevents@raczkowski.eu
http://raczkowski.eu/aktualnosci/wydarzenia-kancelarii/2019/webinar-wspolpraca-z-indywidualnymi-przedsiebiorcami-i-likwidacja-limitu-podstawy-wymiaru-skladek-ubezpieczeniowych-aspekty-praktyczne.html
https://raczkowskiparuch.clickmeeting.pl/wspolpraca-z-indywidualnymi-przedsiebiorcami-i-likwidacja-limitu-podstawy-wymiaru-skladek-ubezp/register
mailto:prohrevents@raczkowski.eu
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Communication in a crisis 
 

When a crisis event happens, it is of particular importance to take good care 
of both external and internal communication. This will make it possible to 
avoid misunderstandings and to prevent the crisis from intensifying, as well 
as to prevent new crises from erupting as a result of the widely available 
misinformation. Information management will make it possible to limit the risk 
of image losses, and to stop false information, speculation and theories from 
being disseminated, which inevitably happens when the parties involved stay 
silent. 

Advocate Dominika 
Stępińska-Duch 

The basis for the management of the risk of 
image losses is constructing the press release 
on the crisis in a thoughtful way. In the press 
release, you should focus on describing the 
crisis situation in a cautious way, following the 
principle “to communicate as much as 
possible while revealing as little as possible”, 
with special focus on remedial actions taken 
or to be taken and on what can be done to 
forestall such situations in the future. 
 

PUBLICATIONS 
 
GDPR How to prepare for an 
audit 
 
Authors: legal advisor Dominika 
Dörre-Kolasa, legal advisor 
Paweł Sych, legal advisor 
trainee Adrian Szutkiewicz and 
legal advisor trainee Agnieszka 
Nicińska. 
 
More about the publication here. 
 

 
 
The publication was published in 
cooperation with Dziennik 
Gazeta Prawna. 
 

It should be remembered that information from an investigation 
conducted by a public prosecutor cannot be disclosed, and that 
company secrets need to be protected (e.g. by providing 
information that an internal investigation is underway and by 
restricting the communication to the disclosure of the conclusions 
from such an investigation in the extent necessary).  
 
In many cases, the recommended action is to include in the 
response team that is drafting the press release a lawyer who is 
knowledgeable about the case, who can see the potential risks 
involved in publishing a press release in the given form (also for 
ongoing investigations) and who can react quickly and 
professionally to the untrue and sometimes defaming reports in the 
media.  
 
We recommend that a release on a crisis be directed not just 
externally (to the media, contractors or business partners), but also 
internally, to employees and contractors. A crisis frequently 
unsettles their working arrangements and makes them vulnerable 
to the media. This is why it is so important to ensure efficient 
internal communication that would lead to an increase in the 
employees’ sense of security and prepare them for potential 
questions from third parties. 
 

http://www.raczkowski.eu/
http://www.iuslaboris.com/
http://raczkowski.eu/aktualnosci/publikacje/2019/rodo-jak-przygotowac-sie-do-kontroli.html
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A crisis may erupt even before an actual protest or strike begins (the latter being rather 
unlikely in practice), i.e. at the stage when they are communicated to the employees. 
Frequently, this is the union’s very objective – to bring about a communication chaos and 
a sense of fear among the staff. This is the case in particular when it coincides with other 
important processes at the workplace (e.g. layoffs). That’s why this is the right moment 
for internal procedures to be launched, and the moment when most of the communication 
actions described above should be taken. Other preemptive measures can be used as 
well – an application for injunction, a lawsuit, notification of law enforcement etc.  
 

The second stage are actions undertaken during the protest or strike itself. Various type 
of protests, picketing, work-to-rule actions are usually meant to disrupt work. This can be 
easily prevented, simply by proper management and organization of work in that period. 
In addition, such protests should be monitored for potential violations of the law, with 
reactions coming immediately when these are discovered. 
 

Protest, strike, collective dispute as crisis 
 

 

A collective dispute with a trade union can serve as an example of a crisis situation. Of course, 
not every such dispute immediately launches a crisis, but it is a good idea to be prepared  
internally for such situations. This can be achieved in particular by taking them into account in 
internal procedures, as discussed above. Such a situation may easily evolve in to a crisis, 
especially if the trade union threatens a protest or, even more so, a strike, particularly an illegal 
one. 
 

Legal advisor 
Robert Stępień 

First and foremost, it is a good idea to choose a person or a 
team that will take action on the employer’s behalf in such 
situations. This includes in particular contacts with the trade 
union, communication directed to employees, external 
communication to the media and other interested entities, 
securing the workplace and safeguarding the employer’s key 
interests, making decisions during an ongoing protest or 
strike etc. 
 

http://www.raczkowski.eu/
http://www.iuslaboris.com/
https://www.linkedin.com/company/1810451/admin/

