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ABSTRACT
RESILIENT AND THRIVING LEADERSHIP IN EXTREME AND PROLONGED CHAOTIC MILIEUS
Edgar Noumair
Michael Nakkula
The global occurrence of extreme chaos raises the need to understand how midsize business entrepreneurs can develop resilience and maintain growth in the face of
such conditions. This research proposes new paradigms in understanding resilient
leadership and entrepreneurship in these environments, and in turn transferring them
to other settings. I use empirical and reflexive qualitative research to analyze the
discovery process, conducting phenomenological and exploratory observations of
entrepreneurs in the Levant area—specifically business owners from Lebanon, Syria and
Iraq who navigated the disruption of prolonged wars, deeply corrupt systems and
economic uncertainties, using sophisticated strategies to navigate the chaos. I
extrapolate the data from auto-ethnographic observations of my own business dealings
in the region, several open discussions, and business focus groups of 12 business leaders
in those countries to reflect on their experiences.
These business leaders are the owners of medium- to large-size manufacturing
facilities, agribusiness, consumer goods and construction raw material companies, as
well as small banks and other entities. Their stories detail the leadership narratives that
build resilience and growth; their responses contribute to a better understanding of
iv

how business leaders remain resilient and thrive in the midst of extensive and
prolonged chaotic milieus. The findings highlight new tactics used by entrepreneurs
doing business in uncertain environments. The data inform a set of 12 unique
narratives. These stories, and the results of the research, also help leaders and their
entities master the challenges of doing business in situations of extreme conflict or any
complicated settings for that matter. Future business leaders will be able to use this
knowledge and transpose it to leadership capability development tools. These are tools
for being adaptive, malleable, resilient and thriving leaders in the midst of disruption
and chaotic settings.
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CHAPTER 1: INTRODUCTION
Chaos and disruption have become a regular phenomenon in all regions of the
world. For the past century and beyond, conflict and wars have ravaged most of the
globe, not differentiating between countries worldwide (Carter, 2013). Nevertheless,
within the Global South, the Levant area and more specifically its most significant
regional spread of Lebanon, Syria, Israel, and Iraq have experienced continued and
extreme conflict for more than two millennia. It is essential to understand how business
leaders remain resilient and thrive in the midst of extensive and prolonged chaotic
milieus. In a world that has become increasingly turbulent, such insight will suggest
ways that humankind can address the many challenges it faces (King, 2013). The present
study examines this question by considering how leaders construct relationships and
use other capabilities to enhance resilience and maintain growth. I, therefore, propose
and explore a course of research that highlights ways leadership can increase personal,
organizational, and societal resilience through such relationship constructions and other
capabilities in this thesis.
Goals of the research
My goal in this research is to understand how leaders sustain resilience and
thrive in prolonged chaotic and unstable environments, specifically in protracted war
zones. The study sheds light on how relational construction, critical reflection, conflict
1

resolution and other explored capabilities build resilient leadership and help
entrepreneurs thrive in those environments. I discuss the literature on resilience and
growth (thriving) from a Positive Psychology and Social Constructionist perspective,
exploring the various leadership and business capabilities needed in severely chaotic
environments versus those with usual degrees of chaos.
Background
Historical
For this research, an extreme and prolonged chaotic environment is meant to
describe prolonged war-torn regions usually with extremely corrupted political systems.
As discussed in the introduction, the Levant area fits the exploratory characteristics of
these settings. In the case of Lebanon, Syria, and Iraq, historical documents and events
narrate more than two thousand years of continuous conflict; strife and wars predated
and persisted through 630 years of the Ottoman Empire rule in the region (Hokayem,
2017). The region was also deeply affected by the advent of World Wars I & II the British
and the French mandates that ensued, the continued Israeli Palestinian conflict since
the 1940’s, and the ongoing 40 years of civil war in Lebanon. In the current century, the
region has also been disrupted by the 2003 U.S invasion of Iraq, the Arab Spring and
uprisings of 2005, 2006, 2012, 2013, the ongoing Syrian Civil War since 2011, the
increasing global prominence of ISIS since 2014 in Iraq, Syria, and Lebanon, and, finally,
the ongoing conflict, strife, and wars in the Levant region.
2

Personal
No research is free of personal entanglements, experiences, or biases (Kara,
2015). As an entrepreneur who was born into and who established their business from
within the ashes of consistent war, I bring invaluable insights to this research. I also
experienced setbacks in building my business in the Levant, a fact that shapes my
positionality. I developed relationships with other like-minded business individuals in
the region. Those relationships were cemented by my conciliatory and consultative
approach to business ventures. As a result, a network of tightly knitted business leaders
and entrepreneurs was formed in the Levant region during the 1980s through the 2018.
Thematic Justifications
My fascination with the concepts of resilience and thriving (growth) stemmed
from pondering how business leaders bounce back from setbacks in the midst of wars
and continue to thrive. The term “resilience” has broad associations and conveys
different meanings in different contexts (Southwick et al., 2001). It has been used to
describe a process of recovery and adaptation that may involve learning or posttraumatic growth. Life challenges such as natural disasters, increasing social and
financial pressures, and serious illnesses are unavoidable and have psychological and
health consequences. Insights into the mechanisms and processes that (1) support
recovery, (2) maintain function, and (3) those that enhance capacity in response to
acute challenges may help to identify the potential targets for behavioral health.
3

According to King (2013), some people or social groups can maintain high levels of
adaptive functioning in the face of such challenges.
At the moment, behavioral and social science studies on resilience and thriving
lack a common framework, taxonomy, or approach that extends across multiple levels
of analysis. Also, current research does not articulate the various predisposing factors,
classes of adverse exposures, dynamic processes of adaptation, and potential
environmental moderators of those processes. Therefore, this proposal seeks to address
these gaps. Thriving or growth is usually cherished in normal to abnormal business
settings. Additionally, thriving in competitive and disruptive market conditions is
admired because of the complexities that business leaders face in such environments
(Everson et al., 2012). Succeeding in extreme and chaotic situations requires a different
set of capabilities and a consummate fortitude. This research examines what it takes for
business leaders to remain resilient and thrive in these chaotic and extreme
environments.
Semantics and Axioms
The expression “extreme prolonged chaotic milieus” describes a different
dynamic than the use of the expression “chaotic environments.” The coupling of the
words “extreme prolonged” presents a dramatic and accurate description of the
conditions at play. What is meant by “milieus” sets a tone of differentiation from what
environment means. A milieu in this context is a micro-political and organizational
4

environment. In this research, I use the words interchangeably as the nuance between
them is sometimes minimal.
I also use the term “extreme and prolonged chaos” instead of adversity as the
latter is not dramatic or extensive enough to describe the persistence and
amalgamation of personal suffering and imposed environmental conflict. In this
atmosphere, leadership resilience is not just about the adversity quotient nor is it about
surrendering or succeeding in the face of obstacles (Sloltz, 1997). Leadership resilience
in these situations is extensively malleable and responsive, hence the coining of the
term “Protean Gumption” or Resilient and Thriving Leadership. Resilient leadership in
the midst of extreme chaos is not only a “strategic initiative in response and appointing
your best people to make change happen” as James Kotter describes in his book, XLR8:
Accelerate (Kotter, 2014). It is often the case that in in the context of rapid change,
resilient leaders cannot afford nor have the luxury to be strategic.
In the Levant region, entrepreneurs are often also business leaders and primary
drivers of their businesses. Even at a more significant scale of operations, when the
business is more of an organization, the chief entrepreneur and their immediate
confidants are the core of their entities. In this research paper, I often shift between the
business leader or the entrepreneur and the organization they run. The lines of
differentiation blur between them and terms can be used interchangeably. Thus, it is
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important to point out that the organization’s existence in these cases are often tied to
the entrepreneur in chief.
Additionally, in this research, gaming doesn’t refer to game theory or gaming as
in playing games. It is rather a game-like approach problem-solving. Gaming here is the
intersection of game theory and gaming as play.
Protean Gumption is a term that I coined to define continuant resilience and
sustained resilience. Gumption by itself means spirited initiative and resourcefulness.
The term protean means sustained and continuous change.
Exploratory Assumptions and Propositions
Researching any given field of study requires that the researcher tackles his/her
inquisitions with a set of presumptions. Even if I investigate an exploratory perspective,
it is set to be affected by biases, assumptions, as well as the researcher's experiences
(Kara, 2015). For this research, the hypotheses originate from auto-ethnographic
observations of business interactions in the Levant region. The following are some of the
assumptions:
E1) Resilient Leadership is fundamentally different under extreme prolonged and
repetitive chaos than in short periods of turmoil.
E2) Resilient Leadership in extreme prolonged chaotic environments is more
robust and malleable than under environmental disasters, economic recessions, and
personal traumas.
6

Research Question
Despite extensive wars, corruption, and political and economic instability,
individuals, families, organizations, and communities in the Levant have learned to
mitigate disruption and remain resilient in the face of adversity. Fundamental cases of
leadership resilience emerge from within the region, highlighting the role business
leaders play in spearheading organizations in these chaotic environments (Rodin, 2014).
What does it take to be resilient in such settings? More importantly, as we examine
these entanglements, we cannot but ponder this research question:
How do business leaders remain resilient and thrive in extreme prolonged
chaotic milieus?
Additional secondary research questions ensue from the research, the
ethnographic observations, and conversational insights with business leaders in the
region:
R2) Does building relationships impact resilience and growth in extremely
chaotic environments?
R3) Do reflexive capabilities affect the growth rate post repetitive chaotic
periods?
Chapter 3 of this research discusses my research design and methods. I use a
qualitative approach in exploring leadership resilience and thriving in extreme and
prolonged chaotic environments. In this exploratory approach, I made use of my
7

extensive auto-ethnographic observations of more than 20 years conducting business in
the region. I also conducted discussion with 12 business leaders and entrepreneurs in
Lebanon, Syria, and Iraq. These leaders have lost more than $5 millions of their
businesses and livelihoods to extensive wars. Simultaneously, I facilitated three focus
groups of four individual each from my research participants to better understand the
dynamics of conducting business under extreme hardship. Finally, I weave out stories
from the accounts and the oral tradition using a novel approach to narrative research.
These storied narratives serve as a pedestal to future case studies under these settings.
Contribution to Knowledge
The contribution of the study here is to 1) design and formulate resilient and
growth leadership processes that can be sustained in chaotic and unstable
environments; and 2) to develop resilience and growth through the adaptation of
relational construction and other explored methodologies. Additionally, through the
analysis of the ethnographic field notes and case studies which play an intervening role,
a set of recommended actions and learning moments that leaders can take to develop
resilience and maintain growth in the face of extreme adversity will then be drawn.
Throughout this research, I seek to develop a new paradigm on resilience and
thriving that expands on the existing models of research in the field. I came to point out
fundamental contributions such as:
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1) Resilient Leadership in prolonged chaotic environments is not only sustained
by attributes of the Positive Psychology literature, but also by relational construction
principles, reflexivity, conflict resolution, and other elements explored in this research.
3) Relationships are not just construed intrinsically and extrinsically, but are also
positional, situational, circumstantial, determined by the environment, rapidly changing,
morphing and coexisting with the organism.
4) Resilient Leadership and Thriving doesn’t lose its bounce factor in prolonged
extreme chaotic environments.
6) The more chaotic the situation is, the more resilient and thriving a leader
becomes.
7) At the intersection of the theoretical constructs lies the foundation of a newly
charted grounded theory of leadership dubbed protean gumption.
8) Finally, in this research, I curate a set of new narratives on resilient leaders
conducting business and thriving in prolonged chaotic environments. I discuss this
paradigm in detail in the findings section of this paper.

9

CHAPTER 2: LITERATURE REVIEW
Theoretical Constructs

Social
Cosntructionism

Reflexivity

Resilience &
Growth

Chaos/
Adversity

Conlfict
Resolution

Figure 1: Theoretical Framework
The exploration, understanding, and building of resilience and unremitting
thriving is the aim of the study. Figure 1 illustrates four major theoretical framework
constructs that revolve around resilience and thriving; they include social
constructionism theory, conflict resolution theory, reflexivity, and chaos theory.
Theoretical constructs on social constructionism involve issues with the self and a
person’s relationships with others (Southwick et al., 2014). They recognize the
developmental basis of networks and the implications for leadership in organizational
settings that rely on relationships as a form of capital in the face of adversity. Theories
10

on conflict resolution emphasize the value of dialogue and the procedural approach to
mending conflict and mitigating chaos (Deutsch et al. 2011). Theories on reflexivity on
another hand describe the inner workings and positionality of the person in relation to
themselves, others and the environment they interact with (Bourdieu & Wacquant,
1992).
The interlocking of these theories incorporates concepts of the self, such as
concerns for one and others during strife. From these concepts, people determine their
choices for conflict resolution and apply the styles that are most suitable for the
situation. This theoretical approach, consequently, determines the level of resilience
exhibited by individual leaders within a different context. The theoretical concepts of
chaos do influence the resilience displayed in leadership (Everson et al., 2012). For
instance, they describe the mechanisms that leaders apply that would result in chaos.
Also, the theory elaborates on the features that improve the capability of leaders to
handle chaos. These features contribute significantly to the achievement of better
outcomes in the resilient leadership context.

11

Conceptual Framework

Pivot
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Chaos
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• Risk Management

•
•
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•

• Resilient Leadership
• Thriving
Entrepreneurship
• Reciprocity

Social Construction
Conflict Resolution
Reflexivity
Gaming
Protean Gumption

Figure 2: Renewed Conceptual Framework
Figure 2 illustrates a renewed conceptual framework at hand. Mental toughness,
perseverance, and unwavering focus on thriving are the qualities of an exceptional
leader; this implies completing tasks, maintaining the highest performance standards,
and displaying optimism in challenging situations. The best leaders demonstrate these
qualities (Rodin, 2014). Hence, they lift an organization’s collective resilience and
tenacity. These traits are useful for leaders at any given time and not only during
turbulent times. However, it is crucial to know that volatility is the rule rather than the
exception in modern times. Economic crises, regional strife and the general wariness
regarding government leadership have created a feeling of uncertainty that is felt
12

throughout financial markets (Jamali & Kreidie, 2014). This situation is overwhelmingly
negative, and it’s expected to be challenging in prolonged and repetitive chaotic
environments. However, these issues present an opportunity for leadership. Reliable
and efficient leaders who can gather meaningful insight in the organization, who can
create and maintain order during chaotic situations, who know when to change
strategic tack and those who show realistic optimism and display true resilience are
needed to steer organizations through chaotic periods and emerge strongly in the end.
The positivist psychological approach to understanding resilience and growth in
chaotic milieus doesn’t distinguish between or enumerate the different capabilities
required to deploy in extreme and prolonged chaotic environments. Hence, the
renewed framework encourages applications that will elucidate mechanisms and
processes of resilience within a general framework that emphasizes its dynamics and
interactions across both time and scale. This framework can be useful in several
contexts, multiple outcomes, and multiple time frames. The structure has four tenants:
(1) valuation of a criterion level before a challenge. (2) Description of a specific problem,
(3) post-challenge actions of outcomes that portray the response over time, and (4)
predictors of results (including predisposing factors at the individual level and
environmental moderators). Measurement of response across multiple domains is
crucial to this full context (PAR, 2018).

13

Unswerving application of this overall framework has the perspective to reveal
original principles that define useful courses of adjustment to a challenge and to identify
potential pliable procedures or mechanisms that form those dynamic response patterns.
Characteristically, it will necessitate repeated measures of outcomes to distinguish
resilient models of response from non-resilient trajectories. It may also offer
understandings into separate variances in reactivity and retrieval that characterize
resistant types. However, this fragmentation makes it difficult to fully understand
assumptions derived from holistic, dynamic models of adaptation and improvement. A
full model of resilience and thriving will require measuring outcomes, processes, and
moderators at multiple levels (e.g., genetic, neurobiological, physiological,
psychological, behavioral, social, and environmental) as these unfold at different
timescales. This scheme is intended to advance the groundwork and procedures desired
to sustain well-structured studies of resilience and thriving in humans to examine
patterns of response before, throughout, and post to a well-defined challenge as they
progress. It is crucial to explore the idea at multiple levels of analysis and examine
interactions and potential mechanisms to grow a combined structure for the notion of
resilience and thriving. The goal is to develop comprehensive models of individual and
social resilience in humans and to shed light on the tools and procedures that account
for adaptive or profiles, by employing the expertise of from multiple disciplines in a
cooperative and integrated fashion (Par, 2018).
14

Relationships are at the foundation of societies and organizations, with different
interactions determining the outcomes of each network. In turn, conflict resolution and
processes of dialogue affect these interactions either positively or negatively. The
influence of conversation leads to the formation of relational leadership, which in turn
develops into resiliency in the long term. In general terms, this feature shows the
capacity of individuals and organizations to cope with chaos as well as conflict situations
(Southwick et al. 2014).
Resilience
The Conceptual framework embodies several bodies of literature that have been
drawn upon to understand the building constructs of resilience. For example, the Penn
Resilience Program developed of 15 empirically supported skills that build mental and
emotional ability, the strength of character, and robust relations. Reivich, Seligman &
McBride (2002), from the Positive Psychology Center at The University of Pennsylvania,
group these skills in 6 resilience competencies: self-awareness, self-regulation, mental
agility, the strength of character, connection, and optimism (See Figure 3). These skill
sets that are used in “learn by doing” and train the trainer models for the military and
other organizations. The literature around this six sets of resilience competencies will
serve as the building ground for my discovery process. We have to explore and test their
applicability in extreme and prolonged hardships. Nevertheless, there’s a gap in the
literature on resilience examined above as it is it doesn’t detail the needed capabilities
15

for leaders to remain resilient in the face of prolonged adversity. In turn, the conceptual
model of resilience will be informed by a renewed paradigm that include findings of my
exploratory study.
Figure 3: The Penn Resilience Program Skill Set

Personal Resilience
One of the first facets of resilience stems from, the concept of personal
resilience discussed in the work of Jack and Jeanne Block in 1968, who defined it as the
capability to overcome adversity (Zoli & Healy, 2012). The resilience features the use of
the ego to steer through stressful situations, often manipulating components to achieve
positive outcomes. According to Zolia and Healy (2012), individuals with high levels of
both ego- resiliency and ego-control display higher capabilities to flexibly respond to
different circumstances. From a social psychological perspective, it is possible to
maintain personal resilience regardless of the circumstances (Rutter, 1985). Every
individual bears the capability to find a meaningful purpose for their lives. Also, the
individual can influence the outcomes they experience following their interaction with
16

the surroundings (Rutter, 1985). Finally, there is a core belief that every experience,
negative or positive, should lead to the learning and growth of the person. These tenets
have often formed the basis for people with high degrees of faith exhibiting higher
levels of resilience in the presence of support from the immediate surroundings of the
individuals (Richardson & Wildman, 1996). In a study involving about 700 children living
in poverty, those with the help of adult role models tended to overcome their lifestyle
and experience positive outcomes (Rutter, 1985). These features imply that resilience
habits are based on the mind, and thus can be created as well as destroyed.
Leadership Resilience
When discussing resilience as it relates to business leaders who are
entrepreneurs, the theories linking resilience in leadership and organizational
management to functioning in chaotic and conflict-driven regions are near to null. This
paper offers an analysis of the available literature to help conceptualize the resilient
organizational leader working under extreme and prolonged chaotic environments. For
this paper's goals, resilience, as it relates to leadership, is the ability to absorb, handle,
adapt, and transmute in response to shocks and stresses. Bedi defines resilience with
crises in socio-ecological systems, but this definition has been generalized for this paper
(Bedi et al.,. 2014).
In contrast, organizational resilience should be looked at as “a process rather
than an attribute” (Kantur & Iseri-Say, 2012, p. 765). Therefore, for this paper,
17

organizational resilience is defined as the process by which an organization can change
and morphe in the face of distresses that could also be described as "a state of crisis."
By definition, a crisis can refer to any event that threatens the stability of normal
governance and mission success. For this paper, the crisis is discussed concerning the
"state of crisis," representative of an event or events that create an ongoing threat to
the stability of rational governance and mission success for a protracted period. In
other words, the crisis is not representative of a single resolvable event.
The rationale for discussing the resilience of both the leader and the
organization is that now more than ever before. The transformation from the industrial
to information age has created what some would describe as a “turbulent environment”
(McCann et al., 2012). Predictions detailing the rapid pace of technological advances
and their possible effect on society have begun to manifest (Tofler, 1970). Disruption
increases risk by creating business environments that are characterized by competition
and “complex and integrated business operations” (Kantur & Iseri-Say, 2012, p.762).
New ways of doing business that garner new and intensified risks require heightened
governance and preparedness, and thus the right kind of leader. Organizational leaders
must not only manage the current state of operations but must also possess the
courage to lead during crises. Resilient organizations do not just happen; they are
developed by a combination of activities that involve governance, leadership, and
workers.
18

Unfortunately, all too frequently, organizations become resilient only in
response to rapid or drastic changes in markets that create crises. Rarely are
organizations designed with the intent of having to withstand the long-lasting shocks
and stresses that can hinder an organization’s ability to function (Bedi et al., 2014;
McCann, Selsky, & McCann, 2012). Resilient organizations require good governance,
which needs effective leadership, or the right direction at the right time (Kahneman,
2011). Negative impacts may represent unanticipated shocks and stresses that disrupt
organizations, but the same shocks and pressures can also offer opportunity as well.
More and more organizations must find ways to endure shocks and stresses to avoid
prolonged chaos. Preparing for blows and burdens is not as easy as it sounds, because
according to McCann, Selsky, and McCann, (2012) “change in the form of severe shocks
and surprises…arrive with unanticipated frequency and from unanticipated sources"
(p.31). Although globalization plays the role of the natural culprit when exploring threats
to resiliency, the disruptiveness is caused by uneven rates of growth and technological
advancement worldwide. In chaotic environments, disruption can come from anywhere.
This unevenness causes supply-chain problems in interdependent economies as sudden
shifts go un-accommodated or organizations are left to improvise, creating
environments rife with risk (Korten, 2015).
Conversely, when organizations cannot endure shocks and stresses, they are
forced to discontinue offering services and supplies. This disruption can have
19

devastating effects on their workers and customer base. However, some organizations
absorb or endure shocks and stresses and continue to operate. In fact, some
organizations are forced to the brink but find ways to experience and even grow during
periods of crises while others close their doors. What makes the difference? What do
these organizations that manage to endure chaotic environments have that the others
do not?
This paper explores the concepts of resilience that are likely to survive events
that create an ongoing threat to the stability of rational governance and mission
success. Hand in hand with that analysis, this paper explores the type of leadership
necessary to assist in that process. Resilience, as it relates to organizations, will be
addressed through the lens of Kantur and Iseri-Say’s (2012) Organizational Resilience
Framework. This framework expanded on the organizational percepts of organizational
resilience by specifying the individual basis and organizational factors that lead to
specific outcomes. The notion of resilience as it pertains to leadership will be considered
from the perspective that resilient leader. It embodies particular traits that allow them
to persevere when other leaders cannot.
Leadership during organizational crises, shocks, and stresses requires a unique
skillset that is a combination of innate and learned behaviors, as well as instinct.
Kahneman (2011) and others agree, and as previously stated, resilient organizations
require good governance, which needs the right leadership at the right time (Kahneman,
20

2011). In a 2001 interview, Robert Scott, former head of Morgan Stanley, New York at
the time of the attack on the World Trade Center struggled with how much to share
with employees about his fear of what the future holds as they worked together to
return the organization to productivity (Walsh, 2001). According to Walsh (2001), as a
leader, Scott was well aware he and his senior team of managers had made effective
decisions during the initial terrorist attack, but he struggled with the way forward. What
helped Morgan Stanley's prompt response to employee and customer needs was a well
thought-out, and in some respects practiced, plan (Walsh, 2001).
According to Bullough and Renko (2013), creativity and instincts closely align
with the internal workings of a leader developed over time and may be honed by
personal and professional experiences. Furthermore, a person's perception of their
abilities, as well as their understanding of crises, significantly impacts the ability to
"learn, cope, adapt, and transform in the face of shocks and stresses" (Duckworth &
Gross, 2014).
Resilience requires a belief that particular crises can be overcome, and more
importantly that an organization can continue to grow in spite of challenges. This
mindset is part of an overall view that with a problem also comes opportunity.
According to Bullough and Renko (2013), self-efficacy, “the belief in one’s ability…”
(p.343), is a major component of achieving leadership and organizational resiliency. The
level of self-efficacy required to develop resilience in leadership depends greatly on a
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person’s general outlook on life. Bullough and Renko (2013) point to a positive attitude
as a precursor for the thinking and leadership necessary to lead during crises. Research
conducted by Bullough&Renko (2013) addressed the research question, “What makes
people start business ventures under challenging circumstances?” The research engaged
participants in Afghanistan juxtaposed with the United States as a way of showing the
generalizability of traits. The researcher correlates between Afghanistan’s politicaleconomic instability and the political-economic instability caused by the Great Recession
of 2008 in the United States. Many researchers, Bullough and Renko (2013) and
Duckworth and Gross (2014) included, recognize that without the ability to first think
positively, it is almost impossible to conceptualize one's self as having the capacity to
lead during crises.
The literature provides several examples of people who were not only confident
in their capacity to lead during the crisis but leaders who were also able to move beyond
anxiety toward envisioning and creating new opportunities. Furthermore, while there is
no grand theory used to conceptualize or operationalize the agreed upon principles that
describe the processes that build organizational leadership, Duckworth and Gross (2014)
do rely on psychological tools to support the similarities and co-dependent nature of
traits like self- control, self-efficacy, and grit. The leaders who are capable of this type of
inward focus for the benefit of the internal skillset needed for leadership during the
crisis (Duckworth & Gross, 2014). Thus, one can infer from the literature that the
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embodiment of the combination of these traits is necessary for creating resilience
during crises.
The Leader’s self-control, as part of the grand theory describing internal
processes, develops from infancy and is still considered somewhat of a mystery as
researchers grapple with why some people seem capable of exercising considerable selfcontrol while others are not. Duckworth and Gross (2014) imply that although selfcontrol and grit share significant similarities, they are in fact different. Restraint
facilitates the process of choosing lower versus higher order goals, whether individual or
superordinate. Lower-order goals include tasks and activities that yield short-term gain
and require less or more short-sighted intellectual engagement yet generates more
entertainment, fun or excitement in the near-term. On the other hand, higher-order
goals include tasks and activities that yield long-term gain, require more and lengthier
intellectual engagement, or have benefits or enjoyment that exist in the future.
According to Atkinson and Feather (1966), goals are organized according to
hierarchies and are more likely to be activated when considered achievable and
beneficial. The general thought, according to Atkinson and Feather (1966), is that lowerorder goals feed up to higher- order goals, which tend to be less concrete. However,
people can have competing higher-order goals, and sometimes the lower-order goals
are in direct contradiction to higher-order goals.
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Leaders who demonstrate a tendency toward self-control prioritize competing
higher-order goals based on their "greater enduring value," such as mission success
after years of crises. Hence, for this discussion, self-control would indeed be a necessary
trait for resilience as it relates to crises (Atkinson & Feather, 1966). A good leader will
understand the difference between lower-order and higher-order goals and the
importance of prioritizing and problem- solving accordingly (Atkinson & Feather, 1966).
Self-control and grit are often used interchangably when discussing traits
necessary for successful leadership. Arguably, both features are considered more
important than intelligence as determinants of success, mainly because they each
involve aligning actions with intentions (Duckworth & Gross, 2014). However, the
difference between grit and self-control is the focus (Duckworth & Gross, 2014, p.320).
These differences could in the same way in which Kahneman (2011) theorizes intuition
biases. Kahneman (2011) puts forth the brain uses two systems, one for thinking fast, or
System 1, and the other for thinking slow, or System 2.
According to Kahneman, fast thinking is used for simple everyday reaction in
which little thinking is required. However, fast thinking becomes problematic when it is
used to address more critical or complex issues, such as contingency planning for crises.
On the other hand, thinking slow is more in line with deliberative processes like
problem-solving and reasoning.
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Therefore, while thinking fast might serve one well when placed in an emergency
situation requiring a quick solution. Example, Morgan Stanley's senior managers
commandeering lines dedicated for communication to London to establish direct
contact with the next most significant regional hub during the 2001 terrorist attack.
Thinking slow aligns with characteristics better associated with grit and, by extension,
resilience.
Moreover, according to Duckworth and Gross (2014), grit entails “having and
working assiduously toward a single challenging superordinate goal through thick and
thin, and a timescale of years or even decades” (p. 319). Kahneman (2001) supports this
notion by stating thinking slow or system 2 [thinking] requires effort. So much, so that
thinking slow affects our bodies (dilated pupils), attention (limited observation), and
energy (depleted resources) (p.35). Therefore, the crux of the contrast is that System 1
and System 2 thinking operate in different ways and over different timescales (p. 319).
For instance, theories learning indicate self-control is more predictive of everyday
adaptive functioning as observed in students who consistently earn good grades and in
people who regularly engage in activity leading to healthy lifestyles (Kahneman, 2001).
On the other hand, grit predicts retention and perseverance (Duckworth &
Gross, 2014). For example, Gerstner’s decision to stay at IBM even while fearing mission
failure when the organization embarked upon its second and most arduous phase of
reinventing itself (Gerstner, 2016; Kelleher, 2015) illustrates grit. This literature suggests
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one's ability to persevere is a pre-cursor to resilience. It is difficult for leaders to know at
the moment whether they are making the right decisions for the right reasons.
Therefore, they must be willing to not only look internally but also to solicit external
feedback from employees, management, and stakeholders (Gerstner, 2003).
Gerstner is perhaps the CEO given the most credit for navigating during a time
when IBM was in a state of crisis. According to Gerstner (2016) and Kelleher (2015), the
most significant challenge for the IBM establishment was re-envisioning ways to
transform the individualistic sales culture into a culture that embodied and embraced an
integrative team approach to delivering services and solutions. According to Gerstner
(2016) and Kelleher (2015), convincing the IBM workforce and stakeholders this was the
appropriate route toward future stability rather than re-engineering existing, tried and
tested strategies proved nearly insurmountable. Gerstner (2016) reflects that he
considered resigning within the first few months of his move from Nabisco to IBM after
learning he understood very little about IBM's current business model and culture, thus
further risking the livelihood of the company. Nevertheless, Gerstner persevered by
educating himself with the assistance of IBM employees and managers. Galton would
attribute Gerstner’s ability to continue to his ability to focus, to his ability to focus
intently on the mission and achieve mission success, his capacity for self-control, and
zeal for hard work. However, it should not be assumed that traits like self-control and
zeal, indicative of success under normal circumstances, translate into success during
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protracted periods of crisis. During extended periods of instability, in the absence of
regular governance and heightened risk of mission failure, Bullough and Renko (2013)
and Duckworth and Gross (2014) suggest that other traits are needed for resilience. In
fact, Bullough and Renko (2013) indicate that self-efficacy can be attained through the
ability and the knowledge-base to "learn, cope, adapt, and transform one's self and
organization in the face of shocks and stresses" (Bedi et al., 2014)
Duckworth and Gross (2014) point to yet another characteristic needed for
resilience, which they refer to as “grit” (p. 319). Grit is the passion for and perseverance
toward especially long-term goals, e.g., Gerstner's tenure overseeing a crucial point of
IBM's transformation (Kelleher, 2015). Self-efficacy and grit are closely related in that
both represent a collection of internal processes resulting from experiences that lead to
a set of exhibited behaviors (Duckworth & Gross, 2014). Likewise, grit can be
conceptualized as the passion for and perseverance necessary to "learn, cope, adapt,
and transform [one's self and organization or other entity] in the face of shocks and
stresses" (Bedi et al., 2014; Duckworth & Gross, 2014).
While the internal processes leading to the leader’s self-control are necessary for
the development of grit, self-efficacy is perhaps the manifestation of those processes
combined with experience and learning. When discussing self-efficacy, Dweck (2006)
focuses the discussion on differences between learners and non-learners and contends
that success is linked to the ability to learn during and from setbacks. Self-efficacy,
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according to Dweck (2006) is perhaps the most influential character among those who
prepare for entrepreneurship and leadership. Bullough and Renko's (2013) study
revealed entrepreneurs with a business education that included workshops and
executive education courses professed a higher sense of self-efficacy than those
entrepreneurs and entrepreneurial hopefuls who were not the beneficiaries of a welldeveloped business education. Also, in keeping with Bullough and Renko (2013) and
Dweck (2006), research shows that educational activities are necessary because
developing a knowledge base enhances self-efficacy and in turn builds the confidence
needed for resilience. Theses activities doe does not imply that education makes perfect
leaders; this only means that education helps build leadership confidence, which is
required during times of crises.
Aligning with our working definition of resilience Dweck (2006) states that the
learning process involved in building resilience should be ongoing. The learning process,
as Dweck (2006), describes is one in which the leader is always engaged in a selfreflective process that critiques and strategizes rather than a having a “fixed mindset”
(p.20). Dweck (2006) equates the continuous learning process required for effective
leadership with a “growth mindset.” (p.17). Likewise, Courtu (2002) suggests that the
ability to understand all of the issues impacting operations and to evaluate the
probability of the occurrence of an adverse event is an important a characteristic of
resilient people.
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The growth mindset is yet another way of looking at (Duckworth & Gross, 2014,
p. 319). The common thread between the two traits is the willingness to focus at a
deeper level of addressing issues of importance instead of opting for quick fixes. Quick
fixes during protracted crises often lead to situations in which stability is at risk again
and again because the true nature of the problem has not been addressed (Walsh,
2001); thus resilience to lead without losing focus is a crucial factor (Duckworth & Gross,
2014). Also, during the crisis, the growth mindset demonstrates a willingness to risk
upsetting stakeholders by taking a path that may not translate into immediate stability
but rather success and stability over the long-haul. Instead, the growth-mindset sets
forth, deliberately strategizing and investigating ways to address the actual problem.
While growth mindsets discusses the malleability of the individual's learning process, it
doesn't pertain to the thriving concept discussed in the findings section of this research.
Leadership becomes a hard challenge to take, especially in the face of globalization and
change. While leadership has always had demands like integrity and the inspiration of
loyalty, current leadership skills demand resilience (Rutter, 1985). Studies indicate that
the key to building resilience in the presence of the appropriate attitude and set of
skills. However, most studies have focused on emotional resilience within leader,
ignoring the cognitive and physical aspects that may arise within different contexts (Pal,
Torstensson&Mattila, 2014).
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Resilient leaders have the main characteristic of having a very definitive view of
reality, as well as rational interpretations of the challenges they encounter (Pal,
Torstensson&Mattila, 2014). This form of leadership demands one recognizes the
factors that are within their control and those that are beyond them. The development
of such a skill and attitude set leads to the formation of realistic optimism in the leader
(Orton &Weick, 1990). They also gain the capability to develop enhanced motivational
processes for the achievement of more positive outcomes. Like all individuals, leaders
experience stressors in their encounters with their networks (Orton &Weick, 1990).
However, the response of resilient leaders requires capabilities that exceed those of
their collaborators. The mental set-up of the leader, therefore, must be flexible enough
to accommodate dynamic change and emit proper responses (Rutter, 1985). This
feature will help in maintaining sustainability and overcome the challenge of
consistently poor outcomes.
Shaping resilient business leaders
In the 1980s, even Kurt Lewin's work on transformation was increasingly
criticized as relevant only to small-scale deviations in stable conditions - and Lewin is
recognized as the founder of modern social psychology and change management.
Lewin's model involved three stages: unfreezing, changing, and refreezing. Burnes
(2004) sheds light on how the Culture-Excellence approach to organizations, as
promoted by Peters, Waterman (1982), and Kanter (1989), had an exceptional influence
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on the management of organizations by likening organizational success to the control of
a healthy, appropriate organizational culture that recognizes the stages Lewin
concretized.
As Burnes (2004) points out, “Lewin’s work stemmed from his concern to find an
effective approach to resolving social conflict through changing group behavior (at the
group, organizational or societal level).” Lewin promoted an ethical and humanist
approach to change that viewed learning and involvement as key for achieving
behavioral adjustment, including the shaping of leaders. Another tool that aide leaders
with conflict resolution are that of consociationalism: “a stable democratic system in
deeply divided societies that are based on power-sharing between elites from different
social groups” (Saurugger, 2016).
Systematically applying John Burton’s human needs theory (HNT) while
employing consociationalism increases the utility and effectiveness of consociationalism
as a conflict resolution mechanism that shapes leaders’ resilience. (Walsh, 2016).
Similarly, to Burnes, Walsh (2016) analyses the cause of conflict that led Burton to argue
that it is only through a radical restructuring of society to meet human needs that
conflict can be resolved. Maslow's hierarchy of needs remains the foundation from
which all sectors and industries may draw when it comes to effective team dynamics
and retention of its members. To that a perceptive Maslow's hierarchy of needs cover
these physiological and safety/security: a) foundational needs; relations and emotions.
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b) next level of needs; love and belongingness. c) The third tier of identified needs; and
e) final stage, representing the ego state, which corresponds with the self-esteem and
self-actualization needs (Soni & Soni, 2016).
Stressing out the experiences that shape leaders resilience, Frederick Douglass
(1857) once said, “If There Is No Struggle, There Is No Progress.” Conflict is inevitable;
the goal is not to avoid conflict in leadership, instead understand how it can fuel a
positive direction. Being sensitive to Maslow’s identified hierarchy of needs while reframing struggle and potential conflict will position one to manage efficiently in the face
of challenges.
To understand the shaping of leaders in war milieus one must read Quincy
Wright, Fred Cottrell, Robert Heffner and William Barth as they are forerunners when
studying war, security policy, and peace, for they all lay the foundations about programs
for conflict and peace research as a scientific discipline (Hadjipavlou, 2016). When
addressing culture theory, ethnicity, and multiculturalism, “… addressing the nexus
between conflict resolution theory and practice aims to primarily contribute to the work
of practitioners functioning as third parties and intervenors in intercultural and
interethnic conflicts and disputes” (Avruch, 2003).
Resilience has long been a concern for organizations. However, much of the
literature focuses on “crisis management and disasters within organizations” (Kantur &
Iseri-Say, 2012, p. 762). In fact, until recently, the term resilience was commonly
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associated with human behavior, in particular, a child’s ability to endure, grow, and
rebound during and after abuse and neglect. The current literature related to resilience
as a business or leadership concept is scant. When discussing ways in which leaders and
organizations respond to and overcome crises, the research focuses on operational
processes and traits necessary for organizational recovery rather than the construction
of and the waving of different elements at play. Therefore, this paper discussed what
the research has to say about the activities and processes typical of organizations that
survive crises. Then the paper discussed the traits organizational leaders need to
exemplify to steer organizations toward stability and growth.
Resilient leaders and organizations are prepared for the worst circumstances and
develop standards to take corrective responses rapidly. Even so, an organization’s agility
can be challenging to quantify but can make the difference in how well an organization
absorbs unanticipated shocks and whether or not it rebounds (Kotter, 2013). This is true
whether disruptions are attributed to shifts in the economy, natural disasters, internal
factors, natural disasters, internal factors, or other sources. Nimbleness has been
recognized as one of the building blocks of resilience. Agility is represented literally by
an organization’s ability to absorb and respond to shocks that may entail retraction or
expansion of services.
In times of crisis, leaders and organizations may find themselves in
circumstances whereby they have to scale back services and workers to maintain their
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ability to stay afloat and remain competitive simultaneously. The key for organizations is
to be able to respond without collapsing and possibly grow in the interim. Kendra and
Wachtendorf (2003) suggest that while it is essential to understand resilience for the
processes it encompasses, it is as important to examine resilience from the perspective
of the way in which it is achieved. This implies there is something different about
organizations who manage to survive and then thrive in the face of crises. Likewise, Pal
et al. (2014) point to processes that build in agility, learning, and adequate resourcing as
part of a framework for antecedents of small and medium-sized organizational
resilience.
In short, the Pal et al. (2014) framework concurs with findings of many other
researchers on the topic of resilience, that while there is no economical method to
indemnify organizations against crises, the focus needs to be on developing processes
that help organizations withstand an unanticipated emergency. The consensus of the
literature reviewed in this paper is that resilience is a process for organizations that
should be inclusive and on-going, one that is best achieved by addressing operations at
both the current state and future state of the organization. Because although it does
not explicitly include the role of leadership, its construction relies heavily on governance
and planning, which are the two main areas of focus, as per two main areas of attention
in the resilience literature (Kendra & Wachtendorf, 2003). Lengnick-Hall and others
(2009) are some of the scholars who have suggested that Human Resource
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Management (HRM) benefits and promotes organizational resilience. Kantur & Iseri-Say
(2012) added the contextual and cognitive elements. Looking at it from an
organizational perspective rather than a human resource perspective, they postulated
that organizational resilience results in organizational evolvability that in turn enables
organizations to recover and adapt to the ever-changing market environments.
Organizational Resilience
In the context of doing business in the Levant, there is often no separation
between the business leader and the organization they lead. We find in the
contemporary business environment; organizations are exhibiting continually short
lifespans and poor productivity outcomes (Orton & Weick, 1990). This feature
accompanies increases in demands the shift in the position of the modern organization,
where resilience requires the determination to thrive in the face of adversity.
Organizations must understand that they will face challenges that are anticipated and
those that they had not expected. Increased flexibility becomes vital in addressing these
challenges adequately. However, the resilient firm goes beyond the adoption of
defensive positions against environmental problems (Nonaka, 1988). This move
demands the application of internal capabilities in the deflection of any attacks from the
environment, and the maintenance of a strong position in the long term (Nonaka, 1988).
A vital feature in ensuring resilience is the recognition of weaknesses and the
internal strengths. Only with full awareness can an organization respond adequately to
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the presentation of crisis. Also, it requires establishing the infrastructure to handle any
disturbances to its set-up (Rutter, 1985). These features all target the capability of
individual units to perform their functions and deliver the expected quality of services.
As the human environment undergoes a significant shift, the ecosystem also
experiences the effects of such changes. Environmental resilience is the capacity to
tolerate disturbances without collapsing into a different state, which is under the
control of a different process set (Rutter, 1985). As such, a resilient system bears the
capability to withstand shocks and respond with suitable rebuilding mechanisms
(Kalayjian et al., 2002).
A flexible environment is defined by the amount of change it can withstand
without experiencing changes in its structure and processes. Also, the capability of selforganization that the environment exhibits determines its level of resilience (Kalayjian et
al., 2002). Vulnerable systems have diminished resilience, making slight disturbances
capable of exhibiting meta-outcomes (Nonaka, 1988). Resilient ecosystems also can
learn and adapt, which ensures that the environment, in its restored state, has more
significant capabilities than in its former state. Actions that strengthen organizational
boundaries by establishing information system firewalls, integrating redundancy in
operations, creating reserves and engaging in enterprise risk management are examples
of means through which organizations can develop resilience. Nonetheless, according to
McCann, Selsky & Lee (2009), emphasizing on resilience in exclusion of organizational
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agility may lead to slower-responding and poor-performing organizations. For instance,
the stock market is not there to reward organizations with low returns on investments
or assets. Therefore, the HR professionals need to felicitate simultaneous management
of resilience and agility.
In their study of 471 companies located in North America, McCann, Selsky & Lee
(2009) found that environmental turbulence can be averted by building resilience and
agility. They concluded that organizations portraying higher levels of resilience and
agility are both more profitable and competitive, even when facing a high level of
turbulence. The results of their study underscore the fact that resilience and agility help
in the promotion of organizational performance. Therefore, organizations need to build
resilience and agility to efficiently perform, especially in the modern turbulent
environment (McCann, Selsky & Lee, 2009).
Agility is defined as the ability of an organization to adapt or change rapidly in
response to drastic changes in the market. A high level of readiness can enable a
company reaches successfully to the rise or emergence of severe completion in the
market, or onset of new market-changing technologies, or drastic shifts in general
market conditions. To promote agility, HR managers may engage in practices like
widening the scope of jobs, managing layers and eliminating some positions (Peterson,
Day & Mannix, 2003). Pal & Pantaleo (2005) noted that design solutions like eliminating
non-core organizational practices through off-shoring or outsourcing have also been
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used as an efficient way of speeding and downsizing responses and aligning business
activities, making organizations agiler.
Social Constructionism
The previously discussed literature tackles resilience from an individualistic and
positivist perspective, it cannot explain resilience and thriving in persistent and
expansive chaos and wars. The renewed holistic paradigm examines resilience from a
social constructionist perspective, to include a more realist approach, and multifaceted
approach to resilience. Social Constructionism to that end can help us draw a more
accurate conceptual map of the resilience and thriving journey of business leaders
conducting their affairs in the midst of extreme chaos.
Social construction or social constructionism is a theory related to knowledge of
sociology and communication that tries to explain the development of jointly
constructed understanding of the environment (Fairhurst & Grant, 2010). Social
constructionism can be defined as a perspective that holds that a better section of
human beings survives in their present manner because of interpersonal and social
influences. Although there are genetically acquired factors as well as socio-economic
factors influencing the lives of these human beings, social construction does not refute
their contributions, but instead, it focuses on explaining social influences on individual
and communal life (Bock, 2011).
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Even though social constructionism theory was first used in the field sociology, is
now used in the field of management to explain that leadership can be constructed and
need to be seen as a product of collective and socio-historical making. It should be
negotiated on a continuous basis through a sophisticated interplay among followers,
leaders, and managers.
Social constructionism theory can be used to explain the practical leadership
strategy for the chaotic situation. Social constructionist leadership methodologies
commonly include two connected characteristics. First, they add a leader-centric
method in which the leader’s style, personality, and behavior are the primary decisive
influences on follower’s actions and thoughts. Leaders serve as the primary representing
agents while putatively, their followers surrender their rights by entering into an
employment contract with organizations.
Nonetheless, the majority of constructionist leaders place importance on the
ability of members to evaluate and make sense of organizational experiences. Second,
social constructionism emphasizes the view that leadership is a co-constructed reality –
outcomes and processes of interactions between different actors (Fairhurst & Grant,
2010). Communicative practices – discourse, talk and other figurative media induced by
situations – are crucial to the process through which social construction governance is
brought to be. In this regard, proponents of social constructionism theory argue against
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trait theory, which holds that leaders’ success is influenced by personal qualities,
situational features and some combination thereof.
Relational Self
Leadership is inherently a communal and relational process. In other words,
leadership has to do with relationships and their impact on resilience and thriving.
Always, leadership is dependent on the context, but human relationships create this
context. Even though an individual may give out leadership directions through
persuasive speeches and writing, most leadership occurs in an interactive setting among
members of a group. The term relational self is used as a reminder that relationships are
the critical post of the leadership process. Various scholars have explored the concept of
the relational self (Gergen, 2009). The relational self-refers to aspects of the self that are
associated with the relationships of an individual with the significant people in their lives
(Burr, 2006). A significant feature of the relational self is its connection to the various
aspects of the individual, ranging from their motives, and the strategies they apply in
self-regulation (Dewey, 1968). According to Gergen (1999), self-worth comes from the
feeling that one is behaving appropriately and acceptably concerning the other.
The Rational self-involved in leadership process need to understand and know
itself well before efficiently working with their followers to achieve shared objectives or
influence change. Only driving a particular agenda or accomplishing a big or small win is
not enough. A leadership process calls for rational leaders who need to be
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knowledgeable, self-aware, and always ready to act. Purpose drives rational selves.
Being purposeful means being committed to a goal. It also is seen as the ability to
cooperate and to get a shared ground with followers to influence positive change.
Rational selves create positive change by working hard toward resolving differences
among parties, getting a common direction, and developing a shared goal and vision to
promote organizational performance. Even in cases where the leader lacks vision, a
rational-self can ask participants to make their contributions. It is essential for all
members of the group to articulate a shared vision and use it as their driving force. This
vision is seen as an essential element of relational leadership.
The Rational self’s purpose is to hold people together in working towards a
desired change. Change processes may have different motives associated with them.
The relational leadership model advocates for positive change (Boyatzis & Akrivou,
2006). This change implies one that promotes the human condition and that which does
not intentionally harm others. Rational selves are also useful in inclusive leadership.
Inclusive leaders mean valuing, understanding and actively engage diversity in
approaches, views, aspects, and styles of individuality, such as culture or sex, that
introduce multiple viewpoints to activities of a group. Inclusivity means understanding
how different individuals or groups might approach issues from diverging frames or
perspectives, holding the attitudes that value other views and assessing involvement
and equity. It implies thinking of webs and networks of connection in place of seeing
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problems and issues as isolated. Being inclusive also means having the ability to develop
talents of other group members and listening to them with empathy and
communicating with courteousness.
Rational selves understand the importance of empowering followers. Thriving in
chaotic environments requires empowerment of all organizational members.
Empowerment has two critical dimensions: the sense of self and a set of environmental
conditions that influence the full contribution of all participants by eliminating the
obstacles that negatively affect the advancement of personal traits and involvement.
Being an empowering leader, therefore, means mitigating all hindrances that block
meaningful participation for others to create an empowering environment. Empowering
environments refers to learning climates in which individuals expect success, yet they
are aware that they can learn from mistakes or failures. It is essential to create an
organizational environment that empowers others to serve to their best level.
Rational selves are always cautious when using power and reacting to power.
This is because they understand that power is not finite and indeed, it can be amplified
and shared. Some think and believe that power needs to be framed differently and need
to be perceived the same as love: the more you give away, the more you get.
Nonetheless, some see sharing power as avoidance of responsibility and indecisiveness.
Although some people can abuse power given to them, those with legitimate power
delegate their authority and create stronger groups.
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Rational self and self-empowerment go hand in hand. Self-empowerment
involves the recognition that a leader that has the legitimate power to be heard and the
self-confidence to be part of the change process and solution. Kouzes & Posner (2002)
identified the six ways a leader can become self-empowered, namely: education,
leading, creating structural factors such as arranging day’s work, making sure resources
are provided in time and having close personal relationships with followers. Valuing selfempowerment and group empowerment of all members makes a leader create a large
group of citizens or participants who take more ownership of group tasks and processes
and who feel dedicated to the outcomes of the change process within the organization.
Relational Leadership & Dialogue
Relational leadership is an emerging leadership theory that can be added to the
mapping and interpretation of the intricacies of resiliency in midst of This theoretical
framework concentrates on the social construction process and underscores the
leadership relationships, the outcomes of interactive background or interpersonal
relations, and relational changing aspects (social structure and interaction). Establishing
relationships and technical skills are vital components of the process of capacity building
within any society or organization. Relational construction takes precedence over
technical skill and takes more effort than the latter (Gergen, 2009). This process requires
time, and deliberate plans wherein people work together to achieve specific outcomes.
Among individuals, organizations should encourage interactions such as visitations
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among workers (Gergen, 2009). These occasions enhance the development of
networking and the capability of the entire organization to react in the face of
challenges.
Relational leadership refers to a perspective or model on leadership that
emphasizes on the notion that effective leadership has something to do with the
capability of the leader to develop positive relationships within an organization.
Leadership is considered as an ethical and relational process of people together trying to
achieve positive change. Divergent from other leadership studies, which primarily focus
on finding out the most efficient leadership method, relational leadership concentrates
on the relational process by which headship is created. The relational leader is inclusive,
ethical and open and promotes optimism, resilience, and connectedness across the
organization. The relational leadership includes being accustomed to and being in close
connection with the elaborate web of intra and interrelationships that influence
organizations. The relational leadership includes six competencies, namely: leading
employees, interpersonal savvy, conflict management, work team orientation, change
management and effective confrontation of problems faced by employees. Respect is
lost when leaders manipulate other instead of being genuine and open in their
responses.
The relational leadership approach stresses on the inclusion of all members or
making all members of the group feel respected, welcome, listened to and comfortable.
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It also implies promising and providing an opportunity to all members to advance their
knowledge and skills connected to their strong points and use of a mode of
communication that does not make anyone feel excluded. The inclusion of all members
in the most robust manner is essential for groups because groups are made of and
represent individuals that are part of the raltional spectrum, thus becoming more
relisnet in face of adversity. If members of a group do not feel included, the entire group
suffers. Valuing diversity and individuality, having the capability to look at the situation
from different viewpoints, respecting others’ views, and listening with compassion are
also some of the ways leaders can promote members’ commitment to organizational
goals.
According to Kouzes & Posner (2002), under relational construction, leaders
promote learning using three main ways: by encouraging others to learn at a personal
level, by helping others in their units learn, and by contributing and shaping an
organizational culture that encourages learning. The relational leadership model
supports positive change, a change that promotes human condition but does not
intentionally harm others. Relational leadership theory proposes that leadership occurs
when organizational members intend to adopt changes not just when the change is
accomplished. Intending to promote a situation implementing a common purpose or
accomplishing a task is part of the change process. Bouwen & Hosking (2000) perceive
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relational leadership from a social constructivist perspective. Social constructionist is
thus seen as the vehicle in which the world and the self, are in continuous construction.
Research has demonstrated that various leadership methods impact differently
on the attainment of organizational goals and objectives. This implies that not all
leadership styles create an opportunity for full participation of followers in making
managerial decisions. The objective of any organization is not only to promote survival
but also how to sustain their existence by promoting performance. To attain the needs
of the modern highly competitive markets, organizations must continually strive to
promote performance. The role of relational leaders is critically essential for
organizations reaching a high level of performance.
Leadership is often regarded as a matter of personal dominance and the exertion
of interpersonal influence (Gergen, 2009). However, there is more to relations than
power and influence; actors may develop a relational dialogue through which they
interact and engage with each other to construct systems of knowledge together
(McNamee & Gergen, 1999). Leadership is generated by bringing on board a high
number of responsible individuals who give out more involving and complex knowledge
principles (McNamee & Gergen, 1999). Relational dialogue enhances organizational
capabilities to accomplish a variety of tasks, ranging from the simple to the complex.
Through this dialogue, the organizational process becomes about more than just
involving more people in the process of decision-making (Peterson & Rutledge, 2014).
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The dialogue converts leadership into a social act, making the entity or society a vehicle
for the achievement of goals.
The relational approach is a system in which the activities of the leader are
entrenched not only in an environmental and organizational environment but within an
unfolding and dynamic history of role-constrained interpersonal relations. Uhl-Bien
(2011) indicated that leaders are not required to be precisely bounded but instead they
need to be seen as the center of a series of relationships. In this regard, much of the
leaders’ time is used on creating lateral relationships. They need to understand that
leadership is a messy and an iterative relational process in which decision-making and
planning are not distinct administrative actions but instead is a social course that is
influenced by relations with other members. Organizations are actively strengthened
not by rules, procedures, and policies, but by a network of interpersonal relationships
that are developed through continuous interactions. The most common objective of
leaders should, therefore, be building and maintaining a reciprocating, predictable
relationship or system in the organization.
The relational approach is consistent with what Drath (2001) referred to as a
relational leadership. Drath (2001) noted that management is not individual dominance
or interactive influence. Instead, it is a course of relational dialogue in which an
organization’s members are supposed to interact and engage to create knowledge
systems as a team. Effective leadership is achieved by bringing together some responses
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to produce complex and more involving principle of knowledge. The rational dialogues
promote the capacity of managers to accomplish leadership roles at distinct levels of
complexity. Relational dialogue makes leadership as a shared task. Leadership needs to
be seen as a social actor a collective vehicle that takes members to the desired
destination. Uhl-Bien (2011) described rational leadership as one which focuses on
leadership as widened to accommodate more participants rather than the traditional
leader-follower exchange relationship. Uhl-Bien’s (2011) approach goes past what is
known as hero allegory that emphasizes on the characteristics and behaviors of the
individual manager to understanding the collective duty of leadership.
The conversation has become increasingly popular regarding igniting a
transformation of organizations. In its “purest” form, relational dialogues if free from
selfish attempts to control or know others and goes past conversation that lack agenda.
Relational dialogue, as a particular form of conversation, goes on in the slow, curious
and open manner of relating characterized by an unusual sort of questioning and being
present. Antonakis et al. (2003) argued that the primary gift that a leader can give to his
or her followers is power. Through relational dialogue, relational leaders empower
people making them develop a sense of justices and hold a belief that they contribution
matter for organization’s performance. Relation dialogue aids the creation of
empowering environments which serve as learning climates in which individuals can
learn from their mistakes and failures. Advocates of relational leadership theory
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contend that some members of an organization are compelling and influential, while
some have less power. In reality, different forms of power exist concurrently among
individuals in any form of relationship. Relational dialogue allows those in power to
promote inclusivity in an organization. Inclusiveness is seen as one of the critical
dimensions of relational leadership. Being inclusive refers to developing the talents and
strengths of members of the group so that they can effectively contribute to
organizational goals.
Every functioning society is shaped by a set of shared values, norms and
beliefs related to the standards of an acceptable way of doing things. One of the crucial
roles of leaders is to revitalize those shared values and beliefs and draw from the
sources of motivation. Through relational dialogue, leaders can keep beliefs and values
fresh and control the hypocrisy that violates them. Through these dialogues, leaders can
articulate organizational goals in a manner that unites followers and enable the work
toward a better end. Leading to get a better end is ethical and involves working toward
a constructive and positive end rather than outcomes or results that are immoral,
destructive and harmful.
Relational leadership emphasizes how people resolve, act, and reveal themselves
to each other (Gergen, 2009). Leadership becomes a two-way relationship, where the
interaction between the leader and the follower achieves mutual objectives. The LMX
theory argues that leadership takes place when leaders and followers can develop
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effective relationships (Gergen, 1999). Leadership is a process that involves an influence
relationship. In this relationship, the leader is just a sole participant among others
involved in in the relationship. The third component of the relational leadership process
is the transactions that take place between leaders and their followers, formed by the
belief that rewards will be received for benefits given (Bedi et al., 2014). Relational
leadership becomes a dynamic process of interpersonal assessment, positive sharing,
and the addition of value (Gergen, 2014).
Relational leadership requires the leader to acquire some freedom for relations,
including inventions associated with the leadership role, which would be unacceptable
for people lacking such status (Gergen, 1999). A significant factor in the relationship
between the leader and the follower is the reader's understanding of their self, relative
to their followers. The perception of followers towards their leader is also important.
Notably, relational leadership presents the possibility of different relationships within
one context. This feature leads to the possibility of the leader in one context being a
collaborator in another context, making leadership a multidirectional role (Gergen,
2009).
Societies and organizations are founded on relationships, with different
interactions determining the outcomes of each network. In turn, conflict resolution and
processes of dialogue affect these interactions either positively or negatively. The
positive influence of dialogue leads to the formation of relational leadership, which in
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turn develops into resilient. This feature depicts the capability of the organization to
cope with chaos and situations of conflict.
Establishing relationships and technical skills are vital components of the process
of capacity building within any society or organization. Relational construction takes
precedence over technical skill and takes more effort than the latter (Gergen, 2009).
This process requires time, and deliberate plans wherein people work together to
achieve specific outcomes. Among individuals, organizations should encourage
interactions such as visitations among workers (Gergen, 2009). These occasions enhance
the development of networking and the capability of the entire organization to react in
the face of challenges.
Relational leadership form a constructionist necessary to the development of
social capital, which is necessary to deliver services efficiently (McCallum & O'Connell,
2009). Social capital has extended its conceptual grab from an individual asset to
account for communities and nations (Portes, 1998). Within entire societies, social
capital enables the prevention of chaos within moments of crisis. Also, the more an
individual knows about others within their surroundings, the more their range of
possibilities in reaction to situations. The adaptive unconscious expands with additional
efforts in capacity building (Gergen, 2014). This feature results in solving cases of crisis.
Relational leadership mainly emphasizes how people resolve, act, and reveal themselves
to each other (Gergen, 2009). Leadership becomes a two-way relationship, where the
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interaction between the leader and the follower achieves mutual objectives. The LMX
theory argues that leadership takes place when leaders and followers can develop
effective relationships (Gergen, 1999). These result in partnerships that lead to an
increment in influence.
Actor Networks
Montenegro & Bulgacov (2014) asserted that not only do human beings
participate in leadership and influence organizational and governance strategies; they
also influence non-human factors such as artifacts, documents, objects, and plans.
Nonetheless, in most cases, these non-human factors are ignored in governance
evaluation. Consequently, some important aspects of understanding governance and
governance outcomes are undervalued. Actor-network theory (ANT) can be used
analyze and understand governance networks and strategic outcomes of governments
via the relationships and actions between various actors (non-human and human)
involved. ANT is a social research approach, which regards objects as a part of a social
network (Latour, 2005). Introduced by three sociologists Latour (1987), Law (1987) and
Callon (1986), ANT looks at the society and science as a series of interacting networks.
Latour (2005) maintains that actions of an actor are not merely a human attribute;
instead, they represent an association between diverse agents. He believed that
intentional behavior and intentionality are not properties of people or objects. Instead,
they are institutional properties.
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Actor networks function as clusters, which are composed of materials and
semiotic forms. The networks take a never-ending way, being made and re-made
through the combination of different elements to form a comprehensive whole
(Peterson & Rutledge, 2014). Each of the networks relies on the different relations of
individuals, which require being rebuilt to prevent the networks from dissolving
(Peterson & Rutledge, 2014). Proponents of ANT consider actor-networks as
heterogeneous networks. According to the advocates of this theory, entities get their
identity only through other characters. In other words, bodies get identity through
interactive relations. These interactive relationships include heterogeneous material
consisting non-human and human. Proponents of ANT suggest that organizations and
societies are generated from patterns of different elements which are not merely
human. To them, non-humans interact with people through processes such as
articulation, translation, delegation as well as displacement to other levels and areas.
Social relations form the basis for the formation of actor networks. The actors
within the networks can be human or non-human; and the networks function by an
assumption regarding nothing existing beyond them (Latour, 2005). Also, a breakdown
in individual components of the network leads to the realization of its being made of
single components. Consequently, failure of one actor within a social network may lead
to their being viewed as individuals contributing to the failure. From this perspective,
relational construction is bolstered by an actor-network of leaders supporting each
53

other. This network of support helps leaders navigate the complexities of leading in
extremely chaotic environments.
ANT does not try to assert that non-humans do a thing in place of human actors.
Instead, it simply holds that no social science can start without inquiry into what and
who participates in a certain action. Latour (2005) made it clear that ANT does not try to
find symmetry between non-humans and humans. The interest of the theory is not
related to privilege accorded to objective non-humans in opposition to subjective
human values, language, feelings, and symbols. Moreover, the theory does not try to
extend human subjectivity to material things or treat human beings as objects or
consider materials as social actors. Rather, the main aim of the theory is to avoid
subject-object separation during a discussion on non-humans and humans’ dynamics.
Brown et al. (2010) indicated that the ANT’s main objective is to define the procedure of
delegating responsibilities that shape and maintain society to non-humans.
Some authors, such as Tureta et al. (2006), have used ANT to explain practical
activities done in an organization and understanding the relationships between human
and non-human actors as they translate diverging interests in a common goal. Tureta et
al. (2006) indicated that many activities in the organization include mutually stable
relations between different objects and human agents. These objects can be of different
forms such as equipment, machines, computers, tools, among others. It is essential to
emphasize that from the above perspective neither of objects nor agents is given
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primacy. What is essential, and need to be given weight, is the object-agent
relationship. Tureta et al. (2006) contend that continuity, movement, and fluidity are
inherent characteristics to both strategies as social practice, where the emphasis is on
the process, as well as in the assumption of the ANT since the theory also focuses on
movement idea. A very logical view given by Tureta et al. (2006) refers to understanding
strategy from ANT logic. To these authors, ANT represents a methodology that identifies
the creation, dissolution, and evolution of objects and networks that are established all
the time.
Reflexivity
While reviewing the literature on social constructionism as it relates to resilience
and thriving in the midst of chaos, I couldn’t but point out the role reflexivity in a
person’s responsiveness amidst these situations. Reflexivity has come to refer to the
person's awareness of an analytic focus on his relationship to the environment and
attends to the ways that cultural practices involve self-consciousness and observation.
Referring to or discussing itself or its creation; self-referential a personal, self-reflexive
field notes that contemplates as much on the positionality of its making as on its
supposed subject” (Hoberman, 2007). This assumes a level of intellectual development
and consciousness that requires an individual not to be enmeshed in the cultural
surrounds of her immediate environment, but instead to have at least some “selfauthoring capacity (Kegan, 1982). It describes the relationship between choices/actions
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and their outcomes. Outcomes often reflect choices and actions that caused them
(Reuland, 2017). A similar view is also reflected in a constructionist view as it holds that
choices/human behavior is based on underlying causes and vice versa, (Archer, 2007),
the above explanation shows a cyclic ling existing between cause and effects deeply
entrenching it in human systems.
Accordingly, every event is precipitated by a cause(s), and this event, in turn,
becomes a cause to other future events. This makes social systems self-referencing, with
this realization, it becomes conceivable for a mediator to identify forces that drive
socialization and influence them in the context of societal structure, and this is also seen
in Denison (2007) and (Bartlett & Suber, 2012). In this sense, mild reflexivity results to a
person who is largely influenced by their social environment. Oppositely, heightened
social reflexivity denotes a person who actively changes their customs, tastes,
requirements, and politics among others, this cause social independence. It also involves
consideration of ways that cultural practices influence self-consciousness. Reuland
(2017) and Archer (2007) largely focus on the social concept of reflexivity. They
effectively describe what this concept is including how it is self-referencing and affects
social cycles. Moreover, they refer to how an agent (people) can consciously affect
outcomes of social behaviors by fostering actions and behavior that are different from
those normally practiced in a society. However, these three sources do not refer to the
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concept of reflexivity about other aspects of the society including business, finance, and
economics.
Thrift (1998), expounds on the importance of reflexivity in business, finance, and
economics among others utilize the concept of reflexivity. According to this author, this
principle has widespread application in these areas as can influence success or lack
thereof in a business. In finance, Thrift (1998) expounds on the fact that people’s
philosophies and judgments are intrinsically biased; their previous experiences, opinions
and value systems influence their choices and actions. Using this premise, buyers’ and
sellers’ prejudices affects prices contrary to popular belief that prices vary strictly due to
interaction between demand and supply. Resultantly, market prices are a function of
traders’ feelings including insatiability, doubts, and fears among others. Also, reflexivity
has bearing on economics in that market prices are not influenced solely by interaction
between forces of demand and supply. Additionally, economic choices are significantly
influenced by previous experience, while these choices in turn influence future
experience (Thrift, 1998). These views on effects of reflexivity in business, finance, and
economics are in line with self-referencing nature of reflexivity seen in sociology as
described in Reuland (2017) and Archer (2007).
According to Bleak & Fulmer (2009), business leaders should be able to regulate
on excesses of its staffs and shield business from excesses of external environment. This
demands a tough mediation work to reconcile the two sides of the businesses.
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Importantly, the internal environment should be aligned to the external. Bleak & Fulmer
(2009) gives an example where business must make its products according to clients’
specification. Oppositely business leadership must shield their businesses from excesses
described in thrift (1998) which include greed. In other instances, environmental factors
including the situation of legal, political environment may be volatile demanding
business leadership to take appropriate action. The business situation in Levant has
been markedly volatile as seen in (Kozan, Öksoy & Özsoy, 2006). Among factors that
make this region volatile includes unending armed conflicts. These factors cause
disruption of supply of raw materials, aids to labor and markets of their finished
products. In other instances, conflicts have led to evacuation of civilian and businesses
in selected areas meaning which leads to stoppage of production. The same happens
with financial markets such that firms in questions cannot obtain additional capital. In
some instances, firms have been raided or destroyed altogether. All these disruptions to
business increase in frequency and severity in extreme chaotic environments.
According to Bandeira (2017), these armed conflict, have been affecting one or
selected regions in Levant ant a time, meaning that social, economic life proceed in
other areas even during wars. This means that business leaders can switch sources of
raw materials, labor, capital or location depending on situation. This change needs to
be fast, which presupposes the leadership taking active role in adjusting firms’
operations to enhance firms’ performance. In this condition, the principle of self58

reference seen in passive reflexivity may not assist an organization to respond and
thrive. Oppositely, firms must be active in influencing factors that can assist an
organization to survive volatility.
Critical Reflection
Evaluating daily actions through a self-directed critic of a person’s learning
experiences. Recording snippets of these reflections via a journaling process that
capture main achievements ideas, and moods of the day. According to Away (2003),
self-reference is the basic principle of reflectivity: it is based on the premise that a
person’s actions are influenced by past experience, and these actions direct future
experiences. The correlation between cause and effect is cyclic as seen in (Reuland,
2017) and (Archer, 2007). This emphasizes the importance of evaluating one’s choices
and actions periodically (preferably daily) and recording them. Doing this over a long
period of time can assist one to keep records of one’s behavior and identify areas
needed possible improvement. One way of establishing areas that need improvement
can be achieved through self-criticism as seen in (Preuss & Alicke, 2017). Importantly
(Preuss & Alicke, 2017) states that self-criticism is an effective avenue for selfenhancement. Self-criticisms denote setting goals and striving to achieve them. In this
process, one must engage in continuous learning to determine what they are required
to do. In a volatile environment, these goals are also dynamic and respond to various
needs in the business environment (Preuss & Alicke, 2017). The case of Levant provides
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challenging parameters for use in setting goals. This area experience abrupt, sweeping
and non-cyclic changes, which makes it hard for setting goals and in turn affects selfevaluation. This is also the case for firms’ management, which must maintain records to
show its daily goals and continuously vary them according to different events.
Thus, recording snippets of these reflections via a journaling process, that
capture main achievements ideas, and moods of the day becomes crucial. Schindler &
Van Gool (2008) described Snippet as small piece of information that can be quoted; it
can also be preserved for future reference. This becomes crucial in recording
occurrences of a very dynamic system, especially extremely chaotic environments, as
numerous entries need to be made. The dynamism means that changes occur rapidly
and are basically unpredictable. This means that if large pieces of information are to be
recorded concerning these occurrences, much time would be needed for the process of
recording and preserving information. Moreover, a similarly large amount of time would
be needed to retrieve and utilize this information in future as emphasized by (Schindler
& Van Gool, 2008). This would affect the overall productivity as firms in question would
need to set aside a significant section of the workforce for this purpose. To respond to
this concern, the idea of preserving information in snippets becomes plausible due to its
ability to save time and resources. Snippets can be utilized in recording occurrences and
reflections with a general aim of keeping track of rapidly occurring changes. This source
largely talks about a snippet, describing it as the smallest bit of information that can be
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captured and be stored by brain. This means that other sources will be needed to record
information including daily occurrences, moods, and ideas in a dynamic business
environment in extremely chaotic environment.
Lee, Yoo & Bahn (2015) describes Journaling as an important avenue of
preserving daily occurrences and ideas. The term journal refers to a daily record of
occasions and activities of a person or an organization. The term diary is utilized while
referring to personal records of daily occurrences. Lee, Yoo & Bahn (2015) describes the
conventional meaning of the term journal in a preamble to a book describing creation
on journaling filing system. Information stored in Journaling filing system includes
sudden occurrences and ideas that do not give an organization adequate time to record
them. While these records may be preserved manually, some digital filing systems
provide avenue for achieving this. In this, abrupt occurrence, ideas, and managements
dispositions are recorded through a circular log as an intention to make changes on
regular/long-term files (Lee, Yoo & Bahn, 2015).
Consequently, the person or organization filing system preserves track of
variations not yet committed to regular/central filing system. Therefore, these changes
are preserved until the organization is able to record them properly. This is also an
important safeguard against occurrences such as power outage or system crash since
these journal files can be retrieved with low possibility of data loss or corruption. Crash
of computer system is a common occurrence across the world and results to loss of
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data. The same can result from malware and ransomware attacks (Lee, Yoo & Bahn,
2015). In addition to the above occurrences, Levant region has an added challenge of
power outages. More often than not, power distribution grids have collapsed due to
various reasons including terrorists’ and militants’ attacks. This increases the potential
for data loss under these circumstances and recording journals and utilization of
journaling filing system can be used to avoid this in Levant and other extremely chaotic
environments.
Reflexivity in the self as values
In chaotic environments, you have to understand where you stand, and how you
react through existential determinants. According to Acevedo Aho, Cela, Chao, GarciaGonzales, MacLeod & Olague (2015), the positionality of an organization and its
management is important for its survival and thriving. Acevedo et al. (2015) describes
that the process of understanding a firm’s positionality requires in-depth understanding
of its environments and its strengths and weaknesses. The internal environment of a
business organization is composed of factors of production, such as land, capital, labor,
management, and entrepreneurship. Acevedo et al. (2015) describes how Management
and/or entrepreneurship are able to rearrange and reorganize the above factors
depending on firms’ priorities. However, the freedom of the
management/entrepreneurship to rearrange and reorganize internal factors is
influenced by the need to realign its operations with factors in its external environment.
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These factors include legal, political, environmental, social/cultural and technological. At
any given time one or several of the above factors can determine whether or not a firm
survives or falls. For example, political crises can result to armed conflicts, civil war
which can precipitate collapse of civil order. In such instances, business premises can be
attacked and be destroyed. In addition, supply of raw materials or sales of firms’
products can be halted. These events can lead to ultimate fall of an organization. This
represents one example of existential determinants for any business. While these
occurrences are common across the world, their frequency and harshness increase in
situations of extreme chaotic environments and especially in Levant. Choices and
actions taken by management after these occurrences can determine whether or not a
firm survives. A firm’s management needs to understand all factors that can affect its
survival-existential determiners.
According to Van de Ven & Andrew (2007), recent occurrences can be used to
evaluate trends that can pose threat to a firm. Organizations’ management needs to be
conscious of recent occurrences to respond effectively. It needs to invest significant
resources and attention in preserving records and analyzing them. This is important to
enhance its critical reflection, in line with the principles of reflectivity where action
causes reaction. Therefore, holding all factors constant, an action that brought a
successful reaction in the past can be repeated with the view that the reaction will also
be favorable. However, in an extremely chaotic environment characterized by rapid
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changes in legal, political, cultural, environmental and technological factors business
leadership need to continuously design actions and/or reaction designed to cause
favorable reaction in the future. This occurs since an action that caused a given reaction
in the past may cause very different effects. To continuously generate favorable
reaction, an organization in question needs to vary its goals to enhance responsiveness
to unforeseen circumstances constantly.
Reflexivity in others as positionality
According to Lyubovnikova, Legood, Turner & Mamakouka (2017), reflexivity
denotes reflection between cause and effect regarding to choices and consequences.
Principles espoused in reflexivity have found widespread relevance while dealing with
areas with profound uncertainty, more so in extremely chaotic environment, where it is
utilized to accentuate the importance of specialists’ discretion. Its principles prop up
moral practice and integrity by illustrating that whatever a professional chose to do in
secrecy may have public outcomes. This warns professionals that a choice to dismiss
their ethical conduct cannot be hidden for long. The concept and description of
reflexivity from this author including insistence on upholding highest moral standards
and exemplifies its importance to self and position in relation to others. Lyubovnikova,
Legood, Turner & Mamakouka (2017) illustrates how actions and behaviors of a person
should be taken in relation to the position of the person in relation to others.
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Grasping positionality of the self in its relation to others is one of the pertinent
ideas that Fisher (2015) talks about by stating that expectations placed a person are
linked to the position held by a person in a group, an organization or a society. This
creates a need for one to properly understand his positionality which can assist in
guiding action or reaction. Positionality refers to the quality of one holding a place
relative to others. In psychology, it refers to a person’s assumption or occupation of a
certain place relative to others. A person is expected to give due consideration to their
personality while making a decision or acting in a given way. In business terms, a
business leader/owner is expected to act differently depending on their positionality.
For instance, he/she is expected to take full responsibility for business success or failure.
Such a person is expected to act proactively and make decisions/ take actions that
enhance the survival of business. According to Fisher (2015) failure of business is in
most cases attributable to the failure of management. From this belief, a business
leader is supposed to take all measures to ensure that he/she is abreast with all
occurrences in business environment. More time and resources are needed to enhance
possession and understanding of information on current occurrences when a business
operates in an extremely chaotic environment. Possession of this information can assist
the management to utilize its power to reorganize business resources and factors of
production to align business operation to external factors and enhance thriving.
Sometimes, abrupt and unforeseen changes occur in the internal and/or external
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business environment, the Positionality of a business leader dictates that he she
institutes emergency changes to ensure that potentially adverse outcomes are
minimized.
Reflexivity in society as beliefs
By understanding the self and the positionality towards others, a third element
of societal dynamics comes into play. O'brien, Penna & Hay (2014) expounds on the
complex relationship between modernity and the concept of modernity. This has been
important and arises from the sociological argument regarding whether people are
living in modern or postmodern era. This argument is also expounded on in
(Giddens1991). despite discussions regarding whether the social systems experienced
towards the end of the 20th century was either modern or postmodern systems, O’brien,
Penna & Hay (2014) and Giddens (1991) agree that there has been a social shift noting
that postmodern systems are dynamic or extremely chaotic. There is agreement that
there has been rise in the concept of social identity. Most people take active role in
reflexivity identifying aspect that influences their social standing. People no longer
accept roles that are assigned to them by social systems (O'brien, Penna & Hay, 2014).
This is a shift with what happened in previous eras including Roman, medieval,
renaissance and early modern times. In these eras, people generally accepted roles
inherited from parents. Instead, people take active roles to determine their position
relative to others in a group. This is done through reflection and continuous self66

improvement. As a result, a person’s positionality is continuously constructed and
refined. There is also possibility of loss of positionality, and a personal identity is taken
as a project. This has also been accepted by modern societal beliefs where one is given
an opportunity to define their stature in the society through their choices.
O'brien, Penna & Hay (2014) and Giddens (1991) hold that the concept of
reflexivity in societal believes have most relevance to modern and postmodern
societies. The concept of self-referencing in defining how one is perceived in a given
society has become popular in many societal beliefs. Expectations placed by the society
on an individual are continuously dependent on previous choices and actions as
opposed to inherited social class. In social groupings such as business and government,
a person’s position and responsibilities leveled on search person is earned.
Dependability in virtuousness often earns high positionality as innovativeness to
respond to challenges that arise in a dynamic society especially in chaotic environments.
This demands that the person in question understand other members of the group
including their needs and challenge. A person should also identify their individual and
collective needs to propose and/or develop solutions to their problems.
Reflexivity in action as collaboration
The fourth reflexivity dimension in dealing with chaos grabs the trilogy of self,
others, and community inputs in perspective of actionable transactions though time and
occurrences. According to Hattie (2014), the self is the basic unit through which the self67

referencing and reflexivity occurs. This develops from the fact that a person (self) is the
primary locus in which decisions are made. In addition, consequences of actions are felt
differently by each person (Hattie, 2014), these views are also expressed in (Caetano,
2015). This is crucial since reflexivity deals with action/reaction and cause/ effects
relationships (Hattie, 2014) and (Caetano, 2015). Hattie (2014) asserts that Courtesy,
morals, empathy, sense of duty and religious factors among others are reasons that may
make a person to consider the potential outcomes of their choices to others. These
same factors come into play and may compel people to consider the effects of their
choice or actions to their communities. Therefore, the fourth dimension that influences
the relationship between self, others and the community is a sense of virtuousness that
are derived from a duty to serve self and community for a greater good. However,
Hattie (2014) does not expound on factors that regulate the series of self, others and
the business while dealing with business corporations. This arises since there is a need
for business corporations to balance varying interest including the wellbeing of staffs
and management, the organization and the community. Moreover, this source does not
provide a clear illustration of the community including who and how interests of
communities are taken into consideration.
Ooi, Laing & Mair (2015) focuses on the concept of community including
identification and response to societal needs. This source state that there is difficulty in
clearly defining a society and establishing its needs, similar views are also held by Quicke
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(1997) and Kaufman (2013). Quicke (1997) and Ooi, Laing & Mair (2015) describe a
community as a people occupying a defined geographical location, who interconnected
such that activities of one person influence the rest. To emphasize this, Ooi, Laing &
Mair (2015) illustrates that communities may share features such markets, schools,
religious institution and markets among others. In this sense, a decision made by a
teacher may affect the children in the entire community and by extension their parents.
This is also the case with a decision made by trader or a police officer in a community
(Ooi, Laing & Mair, 2015). This brings the sense of self-reference that is described in
reflexivity. In such a community, there is a need for all members to consider the
collective wellbeing of a community before making a decision. While every person
would normally look out for self while making a decision, there is a need to realize that
personal decisions affects entire communities. Also, there are shared responsibilities in
different communities that require collective attention of all members. To solve these
needs, most communities’ elect leaders to look into these collective duties. A pool of
resources is also set aside to respond to these shared responsibilities including
emergencies. Both Quicke (1997) and Ooi, Laing & Mair, (2015) emphasizes on the need
for every member to be conscious of the general well-being of the community. These
views are reinforced by those in Kyung-Sup (2010) which presupposes that every
member of a community has special ability, skill and or talent and serves a unique
purpose in a group/community. Societies have become diverse dynamic or even chaotic.
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Therefore, while acting singly or in a group, it is important to make concerted efforts to
enhance communities’ welfare.
Aalders & Wilthagen (1997) focuses on different interests that need to be
balanced in some firms setting as organizations are important parts of dynamic
communities. It also emphasizes fact that players in businesses and communities often
have competing interest, this is also seen in (Bullough & Renko, 2013). For instance,
while a firm may need its workers to put more hours into production, workers have
personal needs, which demand their personal attention. For example, workers are also
needed by their families and their communities where they play different roles.
Similarly, while an organization may wish that members of the society purchase and
consume more of its products. Oppositely, there could be other products in the market
that have better features or that are sold at a lower price than those produced and
marketed by a firm in question. Leadership of the firms in question must take up the
responsibility of moderating between these competing needs. Among factors that assist
leaders to moderate their interest, firms’ and those of the society include morals and a
sense of duty.
According to Dobuzinskis (1992), the concept of time especially relating to selfreference is crucial for reflexivity. A person only makes a decision or chooses a course
of action, and after time lapses, consequences are seen. One can take an action on
behalf of self, the community or the business organization. Decision making
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presupposes presence of adequate information on which such a decision is made. This
information should be relevant and timely for one to make the right decision. To
mediate differences in times while making a decision, consistent information based on
factual and well-preserved records is needed (Dobuzinskis, 1992). In extremely chaotic
environments, events occur rapidly and unannounced. Therefore, there is a need to
follow records of past and new events as they unfold. Among the most crucial avenue
to mediate differences in time differences while making community and institutional
decision is having properly kept record. This provides a memory of the past events to
those making decisions. In addition, rapid changes that are common in extremely
chaotic environment demand that those making decisions continuously monitor the
rapidly changing environment.
Kyung-Sup (2010) provides a conclusive description of how modern and
postmodern society develops talents and skills it needs. According to Kyung-Sup (2010),
Reflexivity in the modern society features societal believes that force and empower
different members of the society to take up different position relative to others. For
instance, enhanced healthcare, social welfare programs and responsive educational
syllabi in most parts of the world largely equalizes members of the society (Kyung-Sup,
2010). This means that children born of poor parents have a higher chance to hold
positions considered of importance as those born of rich parents than any other time in
history (Kyung-Sup, 2010). Additionally, in modern and postmodern societies, social,
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economic and educational systems are developed with an ultimate aim of solving
problems experienced by the society and enhance its general wellbeing. These societies
have also become chaotic or extremely chaotic leading to dynamism that was not seen
in other times in history. The reality in which every member of the society can take
position(s) of eminence is influenced by the fact that different people have different
talents and ability (Kyung-Sup, 2010). In addition, they are all exposed to very different
set of conditions. This leads to development of people with different skills and abilities
and occupying different places in the society; people with different positionality (KyungSup, 2010). This constitutes societies’ innate means of nurturing different skills, abilities,
and talents to enhance its wellbeing and solve various problems arising. Since they all
works towards individual and collective well-being of the society, there is a need to
collaborate. This leads to three-dimensional collaboration of self, others, and the
community/society. Kyung-Sup (2010) describes a societal setup that leads to
significantly equalized society. This society also forces and nurtures different members
to take up different positions that enhance its general wellbeing. However, this source
does not show voluntary collaboration between self, other members of the community
and the community and organizations in such a community.
Conflict Resolution Theory
Chaos in an organization can escalate into a full-blown conflict. As such, conflict
resolution discipline has established theoretical insights into the causes and nature of
72

conflict and how conflicts can resolve. Where social constructionism and reflexivity
explain the inter and intra-personal dimensions to building inner and outer resilience
and thriving, conflict resolution is a skill that one learns through experiences and
diplomacy.
Conflict Resolution
Different interactions between members of groups result in the need for the
development of various strategies towards resolution of conflicts. The process of
resolving conflict is defined as the process and methods that are involved in enabling
the peaceful ending of a dispute (Brown & Eisenhardt, 1997). It takes different
perspectives, with the cognitive processes requiring an understanding of the conflict.
The emotional perspective involves the feelings of individuals regarding the conflict,
while the behavioral resolution features the behavior of those involved in the conflict
(Fabel & St. John, 2003).
According to the dual concern model of conflict resolution, the process of
resolution relies on two perspectives, that of the self and that concerning other people
(Cambel, 1993). According to Cambel (1993), the concern for the self is expressed in an
assertive manner, and resolution is only achieved through its balance with empathy.
Depending on the capability or individuals to balance these perspectives, people adopt
different strategies towards resolving the conflict.
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The styles of conflict resolution range from avoidance, yielding, competitive
conflict, and conciliation (Levy, 1994). The application of the compromising style of
resolution demonstrates levels of concern for the self that is equal to the concern for
others. However, individuals with extremely high interests in the outcomes for the self
and that of others tend to exhibit cooperation styles (Levy, 1994). The competitive
strategies seek to maximize the interests of the self, while the yielding strategies have
less concern for the self. Individuals with minimal concern for the self or the other
people involved in the conflict display avoidance approaches; often preferring to wait
out and observe the outcomes of conflict (Levy, 1994).
Once a leader - regardless of industry - recognizes how to lead, manage, and
seek resolution with others and oneself, success is within reach. Just as a considerable
portion of contemporary communication and information has moved online, so too
have approaches to conflict resolution. Online dispute resolution (ODR) emerged as a
response to disputes arising from online commerce, yet its use has broadened to
conflicts with little or no previous online component. “Leah Wing and Daniel Rainey
hunch that the dearth of ODR theory may be explained in part by the heavy reliance on
conflict resolution theories grounded in face-to-face interaction ... in processes like
mediation and facilitation” (Pincock&Hedeen, 2016).
“Over time, nonviolence seems to have become marginalized in the scholarly
conflict resolution literature, and during the 1960s JCR [the Journal of Peace Research]
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came to be heavily predisposed towards the publication of game theory-related articles”
(Weber, 2001). The collaborative problem-solving approach to conflict resolution has
origins tracing back to developments in industrial relations in the 1960s. At that time,
the more cooperative interaction between the employers and employees led to a
greater increase in productivity than that which ensued from more traditional forms of
power bargaining (Weber, 2001).
Tidwell (1998) further explains that the values reflecting conflict resolution (i.e.,
nonviolence, fairness, individual choice, and empowerment), as well as fundamental
principles such as human rights/needs, are essentially Western in nature (Weber, 2001).
LaTour et al. (1976) explain that disputants generally preferred a form of resolution
entailing intervention from a third-party rather than individual face-to-face bargaining
(Weber, 2001). Like ODR theory, referenced earlier by Pincock and Heden (2016), the
deviation from in-person interaction and less time and energy spent tracking and
seeking derailment perpetuates misalignment and conflict.
Importance of Conflict Resolution
The world of conflict resolution is constantly shifting. It is for this reason that the
interdisciplinary field of conflict resolution, both theoretically and in an applied fashion,
has developed out of the need to challenge the traditional theories and methods in
solving problems, that is, at the international, local, institutional or interpersonal levels
(Hadjipavlou, 2016).
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In the early 1990s, knowledge in conflict resolution for war conditions were
limited. There was a considerable insight into negotiations in domestic political affairs
and in the art of deal-making. “Understanding was generated from societies and
conditions, which involved little violence and war ... few cultural borders were
transgressed” (Wallensteen, 2015). Conflict resolution takes on an entirely different
breadth when sides are trying to kill each other. In the management of conflict within
the business industry, there is the relationship between employers and employees: the
threat of strikes.
Richmond (2001) explains that conflict transformation operates in four
interdependent dimensions. The individual dimension of emotional, perceptual and
spiritual aspects of conflict is one; the relational dimension to maximize communication
and mutual understanding is two; the structural dimension which highlights the
underlying causes of conflict and its effects and derivation on and from, social structures
is three; and the cultural dimension: the consequences of conflict for the cultural
patterns of a group, and how culture affects approaches to ending conflict, is four.
Unlike Pincock and Heden (2016), Lederach’s developed conflict resolution
approach picks up on the same findings as LaTour et al. (1976) by emphasizing the role
of middle-range actors. Lederach reasons that the greatest potential for constructing an
infrastructure for peace is the role of an active third-party. It is reasoned that the
middleman's impact at both the top and bottom levels in long-term reconciliation
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processes is effective and a source of justice. The field of conflict resolution itself was
initially drawn from several components including “David Mitrany's (1943) ideas on
functional integration among countries to create a common interest in peace, and Ernst
Haas' (1958) empirical analysis of how [conflict resolution] occurred in the case of the
European Coal and Steel Community, established in 1951” (Richmond, 2001).
Was conflict resolution developed? because traditional forms of conflict
management unsuccessfully prevented or satisfactorily resolved many struggles.
Richmond (2001) unveils the history of conflict management and its status quo
approach to assume peace, while conflict resolution methods include a natural harmony
of interests. Effective leaders know that the two approaches work together.
Richmond (2001) asserts that much of the literature on conflict resolution
concentrates on the internal dynamics of conflict resolution, rather than its external
dynamics. He explains that since the effects of conflict resolution are expected to trickle
up, then it is reasonable to expect high-level, assertive discourses to trickle down.
Politics and foreign affairs are excellent cases to illustrate this very point. Deductive and
inductive reasoning paired with evaluating how people/things are affected by one
another offers perspective on the clash.
Levy (1994) points out this same sentiment in a different manner: “the best way
to improve quality is not necessary to check every product several times: it may be to
improve labor relations and thus gain labor's cooperation in finding ways to reduce
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defects” – interacting with the parts in motion rather than just concentrating on the
general idea. To view the “parts” as external entities and “labor relations” as the
relationships among and outside those affected by decisions is how one can make sense
of this recommendation. Hearkening back to another of Levy’s (1994) points: to de-link
a person from the group or a step from a process further isolates the parts in the system
attempting to be affected. Everything is relative, to understand the consequences on
one end is to investigate and learn how and why actions took place. According to Styhre
(2002), Complexity theory suggests that changes are produced on the basis of a
multiplicity of interconnected causes and effects whose relationships are complicated to
conceive of from within an analytical framework assuming linearity.
Pincock and Hedeen (2016) highlight Zartman's (2001) observation that
“Disputing parties often move toward settlement only after they find themselves in a
mutually-hurting stalemate—a condition in which neither can prevail unilaterally and
the conflict is harmful or costly to both.” This represents a conflict’s readiness or
“ripeness” for intervention. The costs and duration of the conflict, perceptions of
stalemate, and the declaration from those involved are all indicators of readiness.
Dialogue
Dialogue is the pre-requisite to conflict resolution; you need it to converse,
promote tolerance and understanding in the midst of an environment for that matter.
Dialogue has become a major buzzword in the world of conflict management. The
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understanding of dialogue takes several perspectives depending on the nature of its
application and the typical steps involved in this process. According to Thune (2015), the
term dialogue in a number of different ways in empirical discourse and scholarly
literature. ‘Dialogue’ is used to mean formal negotiations between two or more
conflicting parties with an aim of reaching a negotiated agreement. Further, the term
dialogue is used to refer to an informal process of communication among conflicting
parties, leading to constructive negotiations. Thirdly, the term is extensively used to
describe wider peacebuilding process, bottom-up policy approach and grassroots
initiatives that aim at evading escalation of a crisis or conflict. Typically, positional
dialogue forms the commonest type, where the participants take specific positions
within a conflict (Bedi et al., 2014). The dialogue seeks to score major points from each
side of the argument, such as in the case of debates (Bedi et al., 2014). Typically, this
tends to be the most common type of dialogue but bears the least characterization of
this term.
The main challenges to dialogue are establishing a dialogue between conflicting
parties that are not interested in communicating with each other. This challenge is
particularly severe in cases where communication breakdown is part of the problem.
The quality of any dialogue hinges on the communication context and the ability to
conflict parties to give out their message in an understandable manner. The key issue
here is how conflicting parties define the causes of conflict and a possible way of
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addressing conflict. Successful dialogue, however, is more often achieved in the human
relations form. In this approach, each participant relegates their opinions to a secondary
position and seeks to attain a relational position (Lissack&Gunz, 2005). During such
processes of debate, the parties focus on understanding the causes of misunderstanding
and eliminating the stereotypes each group may have established regarding the other.
Unlike the positional dialogue, this approach does not seek to score points. Instead, the
integral aim is the achievement of mutual respect and reaching a mutual understanding
(Bedi et al., 2014).
In recent times, there have emerged schools of thought that propagate meetings
based on dialogues for the resolution of conflicts. The use of the interactive conflict
movement has been popularized since the 1960s, even though its application tends to
take the political perspectives (Sahebjamnia, Torabi & Mansouri, 2015). The capability to
engage conflicting groups in workshops for resolution facilitates effective resolution
through guidance and academic assistance. Most practitioners and scholars are in
consensus that conflicts may be effectively managed through activities that are directed
to structural conflict causes. Clearly, because of their emphasis on personal interactions
and communication, dialogues are mainly applied as an essential tool in the
psychosocial conflict transformation model. In the case of human-relations dialogue, the
variances of opinions on the fundamental issues are demoted to second place and effort
is instead directed to the rational level – concentrating on the grounds of stereotypes
80

and misunderstandings that normally arise between conflicting groups. These forms of
dialogues usually come after preparatory training meetings that deliberate on basic
mechanisms of interactions and perceptions in groups. The main purposes of such
dialogues are shared acknowledgment of the parties and mutual respect of every party.
Activists of dialogue stated that subject at issue needs to be organized and
analyzed with the aim of identifying common ground and find out how conflicting
parties can solve their disagreements through joint activities. Dialogue is seen as the
most ambitious approach in which the conflicting parties can shape their
communication in a manner that they are capable of steadily going through the content
of their disagreements. In cases where conflicts are exceedingly intensified, dialogues
necessitate the attendance of a third party known as co-actor or initiator.
The first level of dialogue is to understand the differing viewpoints of conflicting
parties as openly as possible, mutual acknowledgment of these views as well as
ascertaining the content of the conflict. The second phase focuses on understanding the
fundamental fears and needs of the participating parties, their experiences, their values
and their hopes. In this phase, if possible, facilitators should develop tactics for attaining
personal acknowledgment of and providing insights into the conflicting profiles of the
other party. The third stage is concerned with the documentation of similar needs and
shared fears and interests. This phase can also be directed at the instigation of practical
collaboration on less controversial matters. In most instances, the fourth phase
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necessitates a prolonged period of preparation as well as self-confidence. This stage
includes discussing ideas and approaches for addressing the fundamental issues in
conflict, reflecting on how these ideas and approaches can be executed and then
introducing concrete measures for their determination. In the situations of lingering
conflicts, dialogues between quarreling parties will often include structured a sequence
of dialogue proceedings, at times extending over months and even years.
Conflict and Transformation
Conflict resolution and dialogue if they don’t lead to transformation. The idea of
conflict transformation stems from a different understanding of the conflict. While
issues in the settlement of conflict often perceive it as a problem in the current society’s
status quo, resolution perceives it as the catalyst for change. Abiodun (2014) noted that
conflict is an inseparable part of human being life. One group of people perceives
conflict as a negative situation that should be avoided at any cost. The other group of
people considers conflict as an exciting opportunity for organizational transformation.
According to Abiodun (2014), many researchers have changed their perception of
conflict. Now, conflict is perceived as an opportunity for constructive growth. Abiodun
(2014) discussed three presumptions that show that conflict may be positive. These
assumptions are: conflict is normal, conflict is positive and essential, and most conflicts
arise from real differences. Because conflict is ostensibly inevitable, it is important for
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leaders to try and find the sources of conflict, view conflict as constructive, learn how to
manage conflict and how to implement effective conflict resolution techniques.
Conflict is related to power and may arise when achievement of organizational
goals is avoided. It is believed that humans are aware of the factors that cause conflicts
and the scarcity of resources as well as incompatibility of goals and interests. Robins &
Judge (2007) indicated that in the modern world, there is increased room for employees
to raise criticism. Though this freedom of speech may be beneficial for society, in an
organizational context, it can escalate into conflicts. Some studies have examined the
long-term and short-term effects of organizational conflicts between supervisors and
employees. Researchers have found that employees’ fairness is essential in resolving
organization conflicts. When employees believe that fairness is demonstrated during
conflict resolution, the bond between them becomes stronger. Researchers have
concluded that the distributive and perceived fairness greatly enhances cooperation, job
satisfaction, job satisfaction, organizational commitment and satisfaction with the
outcome of conflicts. Even though conflict can have a negative impact on an
organization, it can also result in positive impacts depending on the nature of the
conflict. Robins & Judge (2007) held that moderate level of conflict is essential and ideal
for an organization to get effective decision-making and optimum organizational
performance.
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Several studies have demonstrated that cognitive aspects of conflict may
positively influence improvement in decision making. Although simulation of cognitive
aspects can promote functional conflict, it often unintentionally creates emotional
aspects resulting in dysfunctional conflict. Functional conflict is seen as conflict between
groups that arouses innovation and production. On the other hand, dysfunctional
conflict arises among members of a group and hinders the attainment of organizational
objectives. The impact of conflict – whether dysfunctional or functional – depends on
how the conflict is managed. When conflicts are properly and moderately managed,
they give positive outcomes that support the achievement of goals and performance of
an organization. On the contrary, when the level of conflict is too low or too high and
not appropriately managed, it has a negative effect that hinders organizational
transformation and performance.
The above discussion implies that conflict is not essentially bad or good but an
unavoidable component of organizational life. Conflicts should be evaluated regarding
their impacts on an organization. Studies have reported a positive correlation between
organizational transformation and stability and management styles. Given this, Darling
& Walker (2001) noted that democratic strategies promote inclusion in decision making.
Conflict may be positive when it promotes creativity, modern look at traditional
conditions and way of doing things. Each organization has it is own optimal level of
conflict that may be said to be highly functional – that help in generating positive
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performance. When the level of conflict is low, change and innovation are less likely to
occur. Moreover, such organizations may experience difficulties in adapting to changing
environment. On the contrary, if the level conflict is high, the very survival of such an
organization can be threatened.
The practical approach toward transformation also bears marked differences
from those of settlement and resolution. Diplomacy tends to work for conflict
settlement because it only serves to settle unrest arising from the status quo. Conflict
management approaches can handle resolution, as they seek to suppress the catalyst of
social change (Lissack & Gunz, 2005). However, transformation advocates for the
strengthening of the capacities of those that are disadvantaged within the society
(Sahebjamnia, Torabi & Mansouri, 2015). This feature coupled with strengthening the
traumatized within the society to integrate and remain within one network.
Dialogue plays a vital role in the determination of transformation outcomes.
Here, individuals and groups practice skills in communication and interaction (Bedi et
al., 2014). Also, the leaders play a role in empowering groups within society to ensure
their participation in the transformation process. Effective transformation also requires
the provision of opportunity for individuals to encounter and learn (McNamee &Gergen,
1999). These opportunities must be enhanced among the polarized groups within the
conflicted society (McNamee &Gergen, 1999). Transformation, therefore, is more about
empowerment and strengthening of the disadvantaged groups. This strategy eliminates
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socio-economic inequalities and ensure the management of conflict within the society
(McNamee &Gergen, 1999).
Chaos
Francis Bacon and Isaac Newton considered the universe as a seductive place
that contains clockwork images that promise human beings reliability and prediction.
Human beings have learned to manage things by separating them into parts. People
strive to plan for their future that they would determine. For the last three centuries,
people have been predicting, planning and examining the world. However, in the last
decades of 20thcentury, the traditional organizations started to crumble. The world had
become more mysterious and disturbing. Failure to predict and take control accounts
for this disorder.
The modern organization has become complicated resistant to change, and
fearful of the future. People have deliberately made them appear in a manner to hold
back pressures that appear to intimidate their very existence. People are afraid of what
will take place if they lose their grip. If people let the components of their organizations
reconfigure or recombine, frankly speaking, they fear that things will fall apart. People
no longer trust the modern world of thriving, and rejuvenation. They believe that they
must provide the energy needed to hold organizations together. Nonetheless, things in
the universe work in an orderly manner without human contribution. Wherever human
beings look, they see a scene of complexity and movement, of forms that come and go.
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In an attempt to control their organizations, people have detached themselves from the
force that brings about the order in the cosmos. It is for this reason that for decades,
people have confused control with order.
According to Nonaka (2001), order is found in chaos. It is through the darkness of
chaos that employees’ self-organizing processes and creativity come forth. Order in
chaos cannot be identified by looking a moment to moment. It can be seen through
managing individual behaviors. A number of theoretical models emphasizing the
contribution of chaos and ambiguity with organizations have emerged recently. For
instance, Karl Weick held that it may be important for organizational processes to
become ambiguous and chaotic in order to accurately match the chaotic nature of the
modern market environment (Nonaka, 1988). In other words, a modern organization
can effectively adapt to the modern environment through chaotic acts rather than
orderly idleness. March & Olsen tried to conceptualize decision-making process of an
organization from the perspective of organized anarchy and highlighted the strategic
aspects of the trial-and-error method instead of analytical approach. These theories
have a common view that generation of chaos is not sufficient condition for creating
order. Generation of chaos needs to be accompanied by change in opinions and a
dynamic process that produces cooperation to resolve the inconsistencies.
Fundamentally, chaos serves as a learning mechanism that allows organizations
to test their potential. Through chaos, organizations learn how to survive during
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exceedingly traumatic situations, and respond to disasters. Understanding the roles of
chaos shows that chaos represents both opportunities and risks. The risk is that the
organization may fail to achieve stability and be overwhelmed by constant instabilities
and uncertainties while the opportunities of chaos are that they allow organizations to
identify new ways of responding to environmental challenges and ways of behaving. In
other words, chaos is essential in developing new ways of responding to an uncertain
environment.
Chaotic Environments
In the last decades of 20th century, chaos theory was used by a good number of
scholars who tried to understand the manner in which organizations operate in
extremely dynamic environments. This theory can be used to explain chaos experienced
in modern business environments. Kiiras (2001) presented the following hypotheses
related to chaotic environment: organizations are possibly chaotic because of the
feedback; movement from stable environment to a chaotic one takes place unnoticed;
in a chaotic environment, small changes can have unpredictably huge impacts; in a
chaotic state, new ‘strange’ organizations are developed on any processor level; and in a
state of chaos, a similar action result to a different impact in different organization.
Kiiras (2001) argued that the more the feedback forces, actors and different time spans
for actions in an organization, the higher the risk for an organization to end up in chaos.
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In a chaotic environment, the experience cannot be used to address issues as the same
action that worked before may fail to give the same result in subsequent situations.
A chaotic environment is a non-linear, deterministic, fractal and dynamic system
that provides a random result. In other words, a chaotic environment is characterized by
instability and uncertainties, instead of stable conditions. A chaotic environment can
arise from internal and external factors. Such an environment is said to be caused by
internal factors when there is a conflict of interests held by the owner, managers, and
employees. External chaos arises when factors beyond the organization’s ability cause
chaos. Organizations functions in a dynamic environment – regulations and laws are
often introduced and amended, delay in deliveries, and change in consumer behavior.
The business environment becomes chaotic when an organization fails to cope with
these changes.
Thietart & Forgues (1995) suggest that humans are enmeshed in the chaos of the
environment and do not exist in isolation. As people, life remains with the eco-system of
chaos, and individuals cannot avoid the outcomes that come from our surroundings.
Environmental systems have gradually lost the unique identifications as natural, with
human interventions making them partially artificial (de Oliveira Teixeira & Werther,
1999). As such, collapses in the natural environment cannot be objectively distinguished
as artificial or natural. Such distinctions are the result of psychological set-ups, borne of
distinctions that are mainly arbitrary (Thietart & Forgues, 1995).
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Most complex open systems exist on the edge of chaos, with their complexity
calling for deliberate approaches to their management (Marion, 1999). However, these
systems can go into collapses, where they fall of their edge and go into complete
disorder (Thietart&Forgues, 1995). This phenomenon has seen the collapse of ancient
civilizations, as well as explained the extinction of entire populations. The behavior of
communities, unlike what the outsider may prefer to believe, is not always in a balanced
equilibrium. Instead, the communities rely on chaotic interactions between individuals
(Thietart&Forgues, 1995).
As the environment relies on systems that are already chaotic, relatively minor
disturbances have the capability to destabilize entire systems. Marion (1999) describes
the role of self-organized criticalities in determining the complexification and eventual
collapse of systems. The systems that indicate high complexity levels usually display the
greatest chances of eventual collapse.
Chaotic Organizations
Among the main challenges facing the arena of leadership and management is
the absence of theoretical tools to predict and describe the behavior of institutions,
industries, and firms. For instance, even though it is acknowledged that oligopolistic
companies are more likely to go through periods of constancy, alternating with periods
of severe competition, it is not clear when they will happen or what will be the
consequence. Likewise, it is very difficult to forecast the effect of the arrival of new
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technology in a company. The main problem is the fact that institutions advance in a
vibrant manner over time and consequently, there are multifaceted interfaces among
government, firms, labor, financial organizations, as well as other components of the
environment. Not only does the structure of organization influence their behavior,
organization behavior, in turn, may influence the structure of an organization and the
nature of market rivalry. The existing literature shows that there is a simple linear
relationship between organizational structure and behavior. Chaos theory, which relates
to the study of non-linear dynamic systems, is seen as the most beneficial conceptual
framework that merges the essential volatility of organizations with the rise of
distinctive patterns.
Chaos theory takes into account deterministic dynamics that consider the
chances of random occurrences arising from normal equations because of the intricacy
of the systems involved. In Information Technology (IT), chaos theory has been used in a
number of areas such as big data analytics, networking, fuzzy logic, marketing, business
intelligence (BI), system thinking, social networking, and predictive analytics. In a
scientific setting, the term chaos has, to some extent, a different meaning. In a scientific
context, it refers to the state of lack of order or state of confusion. However, in chaos
theory, it denotes an apparent absence of order in a system that follows certain laws or
rules. This definition of chaos is identical with dynamical variability condition identified
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by Henri Poincare – an early 20th century’s physicist who held that there is inherent lack
of predictableness in physical systems.
Even though chaos theory was used in the context of physical sciences, Butler
(1990) and Radzicki (1990) among other scholars have indicated that economic,
ecological and social systems are characterized complex and nonlinear interactions that
evolve over time. This recognition has resulted in the application of chaos theory in
other fields such as international relations, ecology, management, and economics.
Chaos theory demonstrates the existence of various forces determining the stability and
survival of complex systems. According to Thietart & Forgues (1995), organizations
comprise of a dynamic interaction of the processes of convergence and divergence,
stability and instability, evolution and revolution. These processes take place in a
continuous manner, imposing change and demanding strategic management to prevent
collapse (Styhre, 2002). The eventual characteristics of an organization depend on these
factors, and the choice of management approaches also depicts these features.
To understand the importance of chaos theory in leadership, one needs to
conceptualize organizations as dynamic, complex, and nonlinear systems. Organizations
interact with each other as well as other actors in the environment, including financial
institutions, government, labor, and consumers. These interactions are important in the
view that decisions made by one of the actors put into consideration the anticipated
reactions by other actors. This reflects an acknowledgment of interdependence among
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the actors. To understand this, game theory has tried to account for interactions among
a small number of organizations, usually two. The game theory places a lot of premium
on equilibrium and comparative statics. Nonetheless, even the most multifaceted game
theoretic models are said to be important if they forecast equilibrium. In contrast, chaos
theory does not reach a steady equilibrium. Chaos theory presumes that changes in
organizational structures are endogenous. The decision to either exit or enter the
market, or to introduce modern technologies, modify the very structure of the
organizations, which in turn influence their future organizational behavior, is internal as
it is external. Chaos theory suggests that a chaotic system results in unexpectedly large
charges.
Like every system, the organization tends to exhibit the qualitative properties
that chaotic systems portend (Thietart & Forgues, 1997). Thietart&Forgues (1995)
elaborates that the properties include sensitivity to initial conditions, attraction to
specific configurations, discreteness of change, irreversibility, and structural invariance
at different scales. The presence of forces that counteract leads to the organizations
being chaotic. In addition, there are complex outcomes from small changes within the
chaotic domain (Styhre, 2002). The chaotic nature of organizational interactions
demands that at any specific time, similar actions should never lead to similar outcomes
within different organizations (Cambel, 1993). Thus, the chaotic environment within the
organization makes it highly adaptive and subject to forces within and without the
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system. The organization follows patterns of distinct change from stability to chaos,
where small changes usually lead to great outcomes. It is only after the acquisition of
the new position of chaos that the firm acquires strange attractors, which then
assimilate to the configurations of the organization to define a new relationship
(Boyatzis, 2006).
The organization, therefore, displays high inclinations towards collapse due to its
existence as a system in chaos. Thus, some actions by management may have disastrous
outcomes even in instances when the events were not significant. For instance, Argyris
(2003) identifies actions such as issuing ambiguous messages and ensuring they cannot
be discussed as a feature prompting eventual failure. In addition, the actions such as
ignoring inconsistencies in messages may also result in declined outcomes within the
organization’s performance.
Leading in Environmental Catastrophes
In the modern disaster response strategies, leaders’ actions, both in private and
public circles, undergo comprehensive scrutiny in the wake of the disaster. The phase of
responding to environmental catastrophes is arguably the most intricate phase in the
disaster management process. This is because of the fact that leadership roles in this
stage are carried out under extreme pressure and stressing conditions without sufficient
time to consult and think before making decisions. In this regard, leaders managing
environmental catastrophes make decisions without sufficient information. While
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responding to catastrophes, leaders are evaluated and judged for their actions as well as
their inactions. They are supposed to take charge of the circumstance, mitigate any
negative effects of the catastrophe, and be decisive in the midst of chaos, anxiety, and
confusion. They are also expected to be visually oriented, remain focused on public
safety, while at the same time minimizing the risks, and navigate through to the murky
grounds to the path of normalcy and recovery.
Due to the presence of change and the increase in human interaction with the
natural environment, it has become increasingly hard to differentiate between natural
and human disasters. In fact, natural catastrophes have increased due to the
interference of people with the natural environment (Thietart & Forgues, 1997). This
interaction makes the possibility of environmental disasters inevitable, increasing the
need for leadership in such situations.
The occurrence of crises and the presence of leadership are features that have a
constant relationship. Despite the negative outcomes that follow crises, leaders should
take such opportunities and use them in the institution of reform (Bhamra, Dani &
Burnard, 2011). Leaders require ensuring that the occurrence of crisis does not taint
their reputation but give them a chance to demonstrate responsiveness and offer safety
for collaborators (Thietart & Forgues, 1997). Globalization, technological advances,
deregulation, and liberalization have made the world more susceptible to crises
(Cambel, 1993).
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Leaders’ performances in catastrophe management are influenced by their
competencies and the duration and magnitude of the disaster. According to Powley
(2009), an effective leader requires good acquaintance with all departments that handle
disasters in order to respond adequately to crises. However, integral features remain
within the communication domain, using suitable approaches to communicate plans as
well as reassure collaborators. Emphasis on the legitimacy and trust of the people is
important for leaders in these situations, as this feature diminishes the constraints in
decision-making during the management process (Cambel, 1993). In addition, leaders
require qualities that include the reluctance to simplify interpretations and
preoccupation with failure in order to successfully manage the occurrence of disasters
(Cambel, 1993).
Boin et al. (2008) argued that leaders dealing with environmental catastrophes
are faced with three key challenges. Usually, the first challenge involves dealing with or
handling the victims of the catastrophe and addressing their logistical and psychological
challenges. The second challenge experienced after the catastrophe is the media. When
a catastrophe strikes, media often get hooked on the unfolding occurrences all around
the clock, covering the response to the catastrophe, with leaders expected to provide an
up-to-date account of decisions they have made and progress of response actions. The
internet has converted the world into a global village by making communication quicker
and easier. This means that an environmental catastrophe can be accessed worldwide.
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In turn, this makes leaders receive lots of support and criticism from various
communication media. According to Boin et al. (2008), the third challenge comes from
government rules, policies and regulations that control certain areas in case of disaster.
Usually, leaders deal with policy and legal repercussions that come with the
catastrophe. Often, this continues to the later stages and phases of the catastrophe
management.
According to Damon (2015) and Kahn (2012), a response to an environmental
catastrophe has three phases. The first phase includes responding to effects of the
catastrophe as they unfold and trying to restore normalcy. This includes the creation of
a response team that will translate the response plan into touchable actions. The second
phase includes putting the plan into action and assessing the risks and safety of those
affected by the catastrophe and people living around them. The last phase includes the
traditional salvaging and rescues what remain after the catastrophe and the
mobilization of resources needed to build capacity, with an objective of saving lives and
properties. These phases highlight the importance of disaster preparedness. The
preparedness of leadership enables the achievement of positive outcomes and the
increase of trust in the leaders. In reference to the Katrina hurricane, Powley (2009)
blames poor preparedness of funds for the poor outcomes of the crisis management.
Therefore, unreasonable decision-making tends to have negative outcomes not only at
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localized levels but also extends to meta-outcomes within the affected system (Bullough
& Renko, 2013).
An effective disaster response depends on a number of factors found within the
response fraternity, including the media, government agencies, victims, nongovernmental organizations, and all the stakeholders. Beckett (2014) held that the
response operations need to be carried out based on the core principle of partnership,
adapting, working together, and having a clear understanding of the vulnerabilities and
risks the response group faces in all levels. Veenema (2012) added that for the
environmental catastrophe management to be effective, the response plan needs to be
made easy and clear to follow and understand. Leaders need to ensure that response
plans contain an incident command system and these plans are continuously adjusted
and rehearsed.
Leading in Wars
Newton’s theory states that cause leads to effect (Powley, 2009). However,
changes in global balance have led to the disruption of this comfortable state. The
change has also been encountered in the military perspective, where war no longer
takes the linear form as experienced in the times of Napoleon (Powley, 2009). The
current perspective of war involves forces exerting their power at different points on
the battle-field, seeking to maneuver and disrupt the efforts of the enemy. Gibson,
Ivancevich & Donnelly (2000) argued that war is a conception that defines differences or
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disagreement of opinion between individuals as well as any difficulties experienced
following these disagreements. Even though the definition of war differs across different
disciplines, a collective characteristic of war is that it is a natural result of relations
between individuals with diverging values, desires, traits, and needs. War can also be
fueled by personal internal traits and division of people into groups. In case of
organizations, diverging opinions has been identified as the main cause of war. Gibson,
Ivancevich & Donnelly (2000) described the sources of war as differences in objectives,
functional dependency, and differences in perceptions.
The demands of leadership in times of war, therefore, have also shifted to
accommodate the chaotic nature of modern warfare (Levy, 1994). The tactical plans that
the military may draw no longer apply once the battle begins, demanding fast decisions
among the leaders to enhance the flexibility of their troops (Levy, 1994). In addition,
leaders require understanding the strengths of their system, determining the areas they
can discard and those that are vital for their accomplishment of success. The leader’s
interactions with their followers are one of the factors that influence their ability to lead
during catastrophes. Communication between the leader and his/her followers is of
great importance during such a time.
Leadership in war also extends to the resolution of the armed conflict. Leaders
require understanding situations that call for the continuation of conflicting positions,
against those that demand the seeking of compromise. The application of the
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reductionist approach has worked in various conflicts, such as the border tryst between
Israel and Syria (Powley, 2009). Thus, the eventual outcomes for conflicting parties often
depend on the approaches adopted by the leaders in resolving the conflict.
Erzen & Armagan (2015) conducted a meta-analysis with an aim of finding out
the level of leaders’ impact on conflict management. Furthermore, they also aimed at
finding out whether variables like sample group, leadership style, type of publication
and publication year play an important role in conflict management. The results of the
study demonstrated that leadership has a momentous effect on conflict management.
According to Erzen & Armagan (2015), the significant impact of leaders on conflict
management is projected because it is likely that leaders taking a constructive role make
sure that followers are joined together by a common objective of resolving and
preventing conflict. Some leaders are seen to intervene in a manner that heightens
conflict while other leaders can choose to resolve conflict through a consensus process.
Therefore, leaders’ significant influence in conflict management is projected outcome.
The study found that leaders’ poor communication skills and lack of decision-making
authority can fuel conflicts. Put differently, factors related to an individual can have a
significant effect on conflict management.
Like leadership in disaster, leadership in war also requires the formulation of
policies that will positively influence the final outcomes. Negative results are often
blamed on the leader, who usually appears unable to control the interacting
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components within their network (Levy, 1994). Thus, the initial policies must suit the
course of the entire war, displaying features of enhanced flexibility to allow coping with
dynamic changes.
Leadership in war requires leaders to possess some important skills. Among
other things, leaders are supposed to have the ability to mobilize stakeholders in the
process; provide the necessary competencies and knowledge; promote and articulate a
shared vision; build consensus and integrate the viewpoint held by various stakeholders;
and should have the ability to held stakeholders to negotiate on contentious issues,
resolve differences and getting an agreement. Such leaders are supposed to
demonstrate neutrality. The most suitable leaders in wartime should have a degree of
influence but should hold low personal interest. This means that the leader should be
neutral to the content of issues. These leaders should behave in an impartial manner.
They are not supposed to favor any party among the ones conflicting. In other words,
the leaders are supposed to impartial when relating to all stakeholders.
Leadership in war also requires an entity or a person that has prestige, authority
and sufficient financial and human resources for making sure that the process is
effectively managed. A big number of researchers are in consensus that leaders play a
crucial role in war management. However, leaders can at times constitute barriers to
effective war management and prevention. This arises when leaders portray
collaborative behavior and exercise great control of the process and managing the
101

relationship between parties who would rather not work for a common goal. To avoid
such a situation, the leader must not favor any party to the detriment of other parties.
Ansell & Gash (2008) argued that parties can question the leader’s impartiality when the
latter fails to reduce imbalances existing among different parties.
Leading in Extreme Chaotic Environments
The application of resilient leadership within the chaotic environment requires
the support of equally resilient collaborators (Kalayjian et al., 2002). Organizations
undergo a series of chaotic interactions, leading to the possibility of failure in the
absence of adequate management. Such environments require the development of
sponge mechanisms, capable of absorbing shock without undergoing significant changes
(Kalayjian et al., 2002). However, despite the capability of leaders to absorb such shocks,
they cannot maintain resilience in such environments without support. Leaders in such
environments require looking beyond the visible horizons. This feature calls for leaders
to establish effective mechanisms to respond to disturbances that may invade the
environment (Kantur & Iseri-Say, 2012). In the context of the modern organization, the
presence of technology should facilitate such responses. Thus, incidences such as
security failures and competition should present opportunities for leaders to make their
environments stronger (Rutter, 1985).
The modern organization operates on the brink of chaos. It remains upon the
leader to maintain this balance without offsetting it and plunging the entire situation to
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collapse. Therefore, it is up to the leader to keep sufficient freedom for innovation,
while limiting operations to assure components of integrity (Rutter, 1985). Thus, the
task remains in the choice to centralize the vital services, while decentralizing others for
sufficient interaction and the achievement of positive outcomes. However, leadership in
this context points to the unilateral capacity of the leader as it pertains to the
organization. This is where it becomes evident that we need to adopt a social
constructionist approach leadership, to include multifaceted aspects of relationship
building, positionality, conflict resolution in response to chaos.
Galligan, Woo & Snyder (2015) defined chaos in an organization as a series of
escalating events or major catastrophic events that threatens the viability, strategic
objectives, and reputation of an organization. Chaos can be subdivided into novel and
routine chaos. The routine chaos is the already known risks for which the company can
develop or plan procedures for dealing with them. For example, the recall plans for
companies dealing with foodstuffs, safety plans for manufacturing companies, and
liquidity plans in case of financial institutions as well as security plans and disaster
recovery for companies across different sectors. On the other hand, novel chaos is the
risk that shows unusual impact and frequencies. Typically, organizations do not have
plans for the chaos. They may include a confluence of several events that strike at the
same time. Leaders face a wide range of challenges when dealing with novel chaos. For
instance, they fail to understand the scale, speed, and breadth of the chaos and their
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unanticipated consequences. They also fall in a risk of making unintentional poor
decisions, in turn causing more harm. This is mainly because of incorrect or bad
information provided in the first phases of chaos. Moreover, leaders tend to excessively
concentrate on fixing the incidents, in place of leading the responses and addressing
their impacts.
Galligan, Woo & Snyder (2015) recommended several principles that can help
leaders deal with stumbling blocks that affect leadership in a chaotic environment. The
first principle is leading decisively. The first step in responding to novel or unexpected
chaos is to assign ownership to a leader. Galligan, Woo & Snyder (2015) noted that
leading decisively during chaos is paramount and crisis leader should be identified, and
the CEO should not necessarily be the best choice. The second principle is continuous
framing of the chaos. Crisis managers should constantly examine or analyze the chaos
and identify it down to minutes, hours, days and weeks. Instead of holding fast to get
the first impression, the crisis manager should be flexible enough to work with new
information as soon it comes along. The third principle is active communication. In a
chaotic situation, it is important to constantly communicate up to management,
owners, and lenders and down to vendors and employees, as well as outside to the
general public and media. The organization should control the information by making
the crisis manager to be the single spokesperson and the source of consistent and
honest information.
104

The fourth principle that needs to be used in chaotic leadership is ready for
unexpected. Under extreme pressure, leaders need to understand that members of an
organization may act differently than expected, and the usual organizational duties may
fail to apply in chaotic times. This adds to the unpredictability of the final impact of
chaos in an organization. To counter this, the manager should not the only person
dealing with chaos. The leader should only play a role in plotting out how and when all
parties will contribute to resolving chaos. Galligan, Woo & Snyder (2015) also suggested
that leaders must often navigate confusing data and intelligence because critical
information can arise from different sources, including employees and customers.
Nonetheless, these sources must be qualified since misinformation can be confused
with intelligence.
Servant-leadership demonstrates a leader who puts the people’s welfare ahead
of his/her own. To do that, one must stay consistent with the small things as well as the
large ones. Leading becomes more comfortable once the rational decision to assume full
responsibility with no excuses for the outcome is grasped. When pressure tactics are
employed in a conflict situation, they become misaligned with the aim of persuading the
other to make concessions. Tactics such as these undermine the objective of a
productive conflict resolution. Also, while tactics that center on deceitful statements
may be successful in the short term, they are not built to last (Weber, 2001). Regardless
of how chaotic or dire circumstances are, a team can function if they know leadership is
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honest and consistent; a team can keep their heads if they see that their leaders hold
theirs. Conflict Resolution looks Chaos in the eye and draws control and order from
what is available. To lead effectively is to know the variables in play and how to work
with them most efficiently and precisely.
Regardless of how chaotic or dire circumstances are, a team can function if they
know leadership is honest and consistent. A team can keep their heads if they see that
their leaders keep theirs. Conflict resolution looks chaos in the eye and draws control
and order from what is available. To lead effectively is to know the variables in play and
how to work with them most effectively and clearly. Leaders who would wish to flourish
in uncertain and chaotic environmental would need to develop the capability to identify
and seize opportunities as they arise. Bringing the identified opportunities to fruition
needs a special type awareness and knowledge on how to deal with situations. In many
instances, the opportunities are identified through fruitful conversations with
organizational members.
As stated by Giddy (2012), “the values of Umbuntu are personal, in that
individual thriving is achieved through interaction with others, and normative, in that it
fosters pro-social attitudes and restoration.” True resolution is delicate and requires a
“Hayek approach.” Hayek is regarded as a giant in the world of economics. His belief
was that that the main cause of financial slumps is excessive credit creation by the
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banks leading to overspending, the boom being the illusion, the slump the reality. Put
differently, Hayek invested in long-term plans rather than quick fixes.
Conclusion
Among the main challenges facing the fields of leadership and management is
the absence of theoretical tools available to predict and describe the behavior of
institutions, industries, and firms. This has made chaos and conflicts in organizations
normal occurrences. This literature review has surveyed studies that support the
contention that leaders can remain resilient and thrive in the midst of extreme chaos.
Resilient organizations are ready for the worst situations and develop measures to take
corrective responses rapidly. Researchers have argued in support of important
organizational resilience and agility, especially in the modern turbulent market
environment. Organizational resilience is the amount of change that an organization can
withstand without experiencing changes in its structure and processes while agility is
defined as the ability of an organization to adapt or change rapidly in response to drastic
changes in the market. A high level of company agility can enable a company to react
successfully to the rise or emergence of severe competition in the market, or
emergence of new market-changing technology, or drastic shifts in general market
conditions.
This chapter has highlighted importance theories that can shape leadership in
chaotic environment. First, the relational leadership model refers to a perspective or
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model on leadership that emphasizes on the notion that effective leadership has
something to do with the ability of the leader to develop positive relationships within an
organization. The second theory is social constructionism, which is defined as a
perspective that holds that a better section of the human being survives in their present
manner because of interpersonal and social influences. The third theory is relational
leadership, which emphasizes on how people resolve, act, and reveal themselves to
each other. Leadership becomes a two-way relationship where the interaction between
the leader and the follower achieves mutual objectives.
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CHAPTER 3: RESEARCH METHODS
As the existing literature alone does not help us account for how resilient and
thriving leadership manifests in the midst of extreme chaos, I devised research methods
that help us understand that phenomenon. The research I conducted is an exploratory
study in a field with little existing research that studies the phenomenon of adaptability
under extreme and sustained adversity. A qualitative methodology is the most
appropriate and useful in exploring entrepreneurial resilience in these milieus.
Phenomenological research is best examined and analyzed through observations, the
use of the narrative of open discussions and focus groups as preferred methodologies.
This chapter is a detailed account of the research methods employed in the exploration
of the dynamics and resulting behavior and actions of business leaders in extreme
chaos. The first section provides a justification for the adoption of qualitative research
methods. This is succeeded by the specification of narrative research and oral tradition
as the principal qualitative research techniques and approaches incorporated in the
execution of this research. An account of the research process leads to information
about participant selection and the data collection methods. A description of the ethical
considerations made during the implementation of this research constitutes the final
section of this chapter.
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Research Design
The nature of the research topic and questions required that I seek experiencebased accounts of what resilience and thriving in chaotic environments entails from
individuals. In other words, addressing the research questions in the current research
demanded in-depth inquiry and telling of firsthand experiences by real-life individuals.
Consistent with Bryman (2016), the application of qualitative research methods
provided an opportunity for me to investigate the lived experiences of business leaders
that have operated, experienced setbacks, and thrived through chaotic environments
from their perspective. Remler and Van Ryzin (2015) state that qualitative research
methods involve the use of non-numerical data, such as the narrative of open
discussions, case studies, narratives, and observation of behavior, and depend on
elucidation while allowing for partiality (Maxwell, 2012). Such partiality in this study was
traceable to the subjective nature of how each business leader perceived the societal
and business influences caused by chaotic environments. This was critical to me as a
qualitative researcher since I was interested in investigating and “analyzing subjective
meaning or the social production of issues, events, or practices by collecting nonstandardized data” as opposed to statistics and numbers (Flick, 2014, p.252)
This enabled the selection of suitable samples that would offer richer insights
into resilient and thriving leadership in chaotic environments. Whereas traditional
ethnography and phenomenology would require nonparticipant observation and
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bracketing respectively to enhance objectivity in qualitative research, I incorporate a
distanced auto-ethnographic stance to reaffirm my positionality in this research as a
business leader affected by chaotic environments (Creswell, 2013; Ngunjiri, 2014). In
other words, while I use my experiences to interpret participant stories, I do not
incorporate my own life experiences to influence the outcome of this research. Notably,
the recognition of my own lived experiences and views about resilience and thriving in
chaotic environments have been instrumental in triggering research interests and
guiding my approach to this research, thereby influencing all of its aspects. My story
features an intertwinement with the experiences of my participants with respect to the
research subject and social contexts - most of which I have experienced as a business
leader. Unlike pure auto-ethnographers, I do not attempt to write myself into the
ethnography (Denzin, 1997).
I considered phenomenology because it demands rich description of lived
experience to understand the research problem and frame it within proper context. The
phenomenological approach is conducive for the exploration of the lived experience of a
section of the business community population that has survived a painful and unique
period caused by chaos. Moreover, phenomenology does not require me to conceal or
distance myself from my bias or to alienate my experiences from the thick description of
the subject (Creswell, 2013). The adoption of a phenomenological approach was useful
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in my efforts as a researcher to reveal, interpret, and understand the experiences of the
participants (Wilson, 2014).
Qualitative Approach
My research question seeks to explore the interior dynamics and resulting
behavior and actions of business leaders in extreme chaos. While my research leans
heavily on qualitative methods, it stems out of an autoethnographic phenomenological
approach that embeds data and quantitative elements from my extensive business
operations and relationships in the Levant region.
Narrative Research
This research builds on social constructionism concepts in narrative research
(Berger & Luckmann, 1991). Synonymous with “social construction of reality,” social
constructionism is a communication and sociology theory of knowledge “that examines
the development of jointly constructed understanding of the world” (Galbin, 2014,
p.82). I chose a social constructionist view mainly because the issues around resilience
and thriving in chaotic environments are inseparable to the extent that chaotic
environments are what make resilience and thriving viable in the context of this
research. While appreciating that social and genetically inherited factors could influence
resilience and thriving in chaotic environments, the social constructionist lens permitted
me to focus “on investigating the social influences on communal and individual life”
(Galbin, 2014, p.82).
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In developing the social constructionist facet of this research, I aligned myself
with the school of thought that projects narratives as having adequate “capacity to fix
the meaning of human experience” (Cihodariu, 2012, p.31). I figured that implementing
narrative research would be more useful at showing what the participants really
understood about resilience, thriving, and their perceptions of chaotic environments. As
a result, this was a key ingredient in the construction of a system of meanings based on
the varied experiences of the individual participants as recounted in their subjective
accounts. A deduction from the work of Bold (2012) about the conviction that diverse
narratives are aids to people in their construction and understanding of their social
world further reaffirmed by choice for narratives.
The underlying denominator was the conviction that both emotion and
subjective meaning are important aspects of thriving and resilience in chaotic
environments. Yet, they are best captured through narratives because “narratives are
precisely the means of the social construction of reality” (Cihodariu, 2012, p.31). On the
other hand, narratives in the context of this research were also viewed as products of
the social construction of the participants’ experiences. The rationale for this view was
that narratives were deemed the only means for expressing the experiences of running
businesses in chaotic environments, losing such businesses, and starting all over again to
succeed. Narratives as accounts of historical lived experiences by business leaders were
also regarded as the best means for rendering social construction intelligible.
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Having experience in running a business within chaotic environments myself, I
found great value in employing narrative inquiry through analysis of life history as a
method that would amplify the stories of the participants (Goodson, 2002). Narrative
inquiry is squarely situated in qualitative research as a formal process that entails
collaborative collection and analysis of data through mutual telling of stories between
participants and the researcher and the ‘re-storification’ of the experiences in a given
period and context. Period in this research refers to the time during which chaos
happened leading to the chaotic environment and the post-chaotic period after which a
business leader rebuilt his/her business. I focused on gaining in-depth understanding as
the stories unfolded, notwithstanding the shift in the components of narrative inquiry
and their development as the research process went on.
In this research, narrative is applied as both method and data. As method,
narrative constituted the questions concerning the resilience and thriving of the
business leaders in chaotic environments, as the principal foundation of this study. In
other words, the narratives of the participants were the very core of this study without
which speculations and assumptions would have clouded the findings. By listening and
sharing in the experiences of the participants, I was able to infer, compare, and contrast
experiences to identify trends and outlying dispersions among the participants. As data,
narrative inquiry in this research was the stories of the participants. Evidently, these
views were symbiotic and overlapping in the current research as Olson (2000) found
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out. I was compelled to uncloak myself as the researcher and reveal my storied identity
to the participants with my voice and identity wrapped within the historical account and
context in which the participants lived. As described later, I applied the informal nature
of sharing stories as means for initiating conversation with the research participants. By
disclosing and sharing about my role as a business leader in similar settings (chaotic
environments), I gained the ability to relate to most of the business leadership
experiences that my participants recounted. In eliciting narrative as data and method, I
employed the tenets and techniques of oral tradition.
Oral Tradition
The historical ascription of oral tradition (interchangeably referred to as oral
narrative) traces back to Africa despite other indigenous cultures in Asia and the
Americas having sustained their cultural identities using similar approaches (Hanson,
2009). Most literary theorists and historians (such as Finnegan, 2017 and Cohen, 1989)
faulted attempts at defining oral tradition. They contested that such attempts cap the
intense and immense variation that spoken narratives have on groups. Altogether, I
figured that failing to define oral tradition would likely allow the infiltration of
unnecessary orality into the narrative inquiry that informs the findings of this research.
Thus, I aligned myself with Finnegan’s (2017) description of orality as being subject to
the performer who formulates or provides the narrative in words of a particular
occurrence. Oral tradition in this research referred to orality and oral narratives as the
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bedrock for eliciting a methodical story about the experiences of the different business
leaders who have survived chaotic environments and thrived.
The importance of oral tradition and intergenerational transfer of knowledge
and its impact on the research methods in this study cannot be overlooked. Oral
tradition and especially its strand, oral history, enables the unsolicited and solicited
disclosure of the deeper forces that unknowingly influence our thoughts, behaviors and
emotional experiences through multiple generations. I draw inspiration to support this
premise from the work of German Psychotherapist, Bert Hellinger, on constellations.
Through fusion of philosophic stances that draw from family systems theory (Moreno,
1945), existential phenomenology (Husserl, 1972), and components of indigenous
spiritual mysticism. Bert Hellinger discusses systemic approach used in human systems
such as organizations, community issues, our linkage to nature, and the world. These
systemic constellations enable the explanation of our relationships and offer
opportunities for resolving sophisticated problems. The sanctity of each system rests in
its unique conscience that every member connects to and remembers in a certain way.
Hellinger contends that failing to remember someone within the system correctly could
cause the entanglement of younger members with their ancestors. Love or the urge to
belong could be the primary drivers of such entanglement, and this is strongest for the
excluded, shunned, or forgotten members of the system of those that have
encountered unpleasant or trying fates. After all; “Family Constellations indicate that
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the dead and their fates share and influence the same timeless space that we inhabit.
When the dead are still entangled with the living and are preventing both from moving
on, then it is possible for the dead and the living to find a common solution” (Mahr,
2005, p.8).
If this be the case for the business leaders that have suffered the ill fate of
running businesses in chaotic environments like myself, then the likelihood of
entanglement with their kin lost in the chaos could be an important driver. For example,
I am inclined to run my business in spite of the chaotic environment and the difficulties
therein, because I would appease ancestral pride passed on to me through oral. One
cannot even despise the potential of oral tradition in inspiring resilience in a business
leader that seeks to keep up a business to sustain a family history passed on through
oral history, and therefore, oral tradition. Entanglement with ancestral business
leadership orientation could then be considered a driver for resilience and thrive if such
were to be the case. During the 70th I was too young to be involved in any business
interactions. Couple of the storied narratives in my research were recounted to me
orally; these narrations are first accounts of the sources I had a discussion with.
Research Process
I have had the benefit or the unfortunate fate of living in extreme chaotic
environments for four decades. This, in itself, provided me the chance to be exposed
and immersed firsthand in the petrifying trajectory of the chaotic business and societal
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experiences in these regions. My business experiences interacting with all aspects of
business in the region along with my observations during those years serve as an
immense tool in understanding how business leaders react under extreme stress.
Granted that one could claim that I must have grown accustomed to the chaos in such
upbringing given the four-decade exposure to them, this would pass as a naïve
accusation mainly because of the dynamic and unsettled nature of the chaotic
environments. The unsettling nature causes that nervousness and familiarity with
environment is mostly a luxurious privilege because I felt that I was always living on the
edge, uncertain of the existence of my business venture tomorrow. However, stepping
beyond edges, as Thompson (1996) put it, captures familiarity with chaotic
environments better than would naïve sentiments of “getting used to,” security, and
safety:
“Human beings feel safe and secure when they can stand confidently in the
center of things . . . but when they come to an edge, they feel nervous and unsettled.
There at the edge, we see familiar things end and something else begin…” (p. 8).
From a reflexive point of view, my research draws upon personal experiences
and observation from which interest in this research is grounded. In executing the
reflexive process, I considered the three facets of reflexivity in research outlined by
Collins (2002). First, I acknowledged my participatory role in developing the research
design and consulted with my supervisor and students of advanced levels that have
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executed similar research. This enabled the enrichment of the research process with
‘detached’ views about how to ensure that being reflexive did not render my research a
personal reflection that contains the stories of the research participants within the
scope of my own story (Hibbert, Coupland, & MacIntosh, 2010). Subsequently, this
focused on the second facet of ensuring reciprocity during the research process and
particularly while defining the data collection methods. Third, I consistently endeavored
to turn back the analytic frame on myself by retaining a flexible environment for
narrative inquiry where the questions posed to the participants were the result of their
own stories.
Bias
As a social constructionist employing auto-ethnographic reflexivity to inform the
research process and findings, achieving objectivity was an impossibility because I had
my own views and lived experiences (a story) about resilience and thriving in chaotic
environments as an entrepreneur (Burr, 2006). The questions and I asked and the
theories or postulations I included in my research resulted from the perspectives and
assumptions I had based on my four-decade experience. Thus, I essentially acknowledge
subjectivity based on my own inherent involvement in chaotic environments and in the
research process. The results of this study are best considered a co-production between
the participants and myself as the researcher with an insider positionality (Heaton, Day,
& Britten, 2016).
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To avoid the risk of my story overshadowing the stories of the participants or
claiming authority on the subject matter, I “actively incorporate difference into [my]
research but practice reflexivity throughout the project” (Hesse-Biber, & Leavy, 2005, p.
159). I, however, acknowledge the role of my socially privileged voice - as the researcher
and the data collection instrument - to amplify the voices of the business leaders in
chaotic environments that are silenced either culturally, historically, politically, or
otherwise. Yet, I consider that the limitation of these social privileges does not surpass
the authority of a participant’s story when presenting my findings. The containment of
my own privilege and authority in research commences during the discussions processes
where I remained an active listener. Since this research also engenders aspects of oral
history, my active listening resembled what Hesse-Biber and Leavy (2005) calls listening
“with a completion and attentiveness that is far more rigorous and in tune with nuance
than most of us use in daily life” (p. 160). In doing so, I listened to the silence, the
emotion, the words, and the meaning of the narrator. In most cases, I had to question
and disavow categories, concepts, assumptions, and views that I held previously, which
framed my understanding of resilience and thriving leadership in chaotic environments
as the social reality. Thus, this research process resulted in a transformation for me as
well.
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Criteria of Participants
Qualitative research entails the selection of information-rich cases that stand out
from the rest of the population because they possess certain traits and/or information
that makes them more beneficial towards resolving the research questions (Patton,
2005). In other words, qualitative research often requires purposive or judgmental
selection of research participants. Purposive sampling, therefore, requires the
establishment of criteria that such information-rich cases or subjects satisfy, and the
rest of the population does not (Creswell, 2013). For this research, the principal criteria
were participants that are business leaders who invested more than US$ 5 million and
lost it to wars more than 2 times between 1970 and December 2018 in Lebanon, Syria,
and Iraq yet continued reinvesting to rebuild their businesses time and again. These
business leaders are part of my extensive network of business partners. They are
owners of medium to large size manufacturing facilities, agribusiness, consumer goods,
and construction raw material companies and other entities. Since this research is about
resilience and thriving of businesses and business leaders in chaotic environments,
participants satisfying the principal criteria were also those that thrived, relocated
elsewhere, and excelled despite the numerous excessive setbacks attributed to war.
This selection criteria were consistent with the identification and selection of individuals
with more knowledge and experience in running businesses in chaotic environments
incessantly after they are destroyed (Creswell & Plano Clark, 2011).
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To verify the criteria for selection of participants, I employed the techniques
based on third-party oral historical accounts. I consulted newspapers, online news,
magazines, websites, and intergovernmental and industry reports to identify potential
respondents. Observation entailed my pre-existing knowledge of fellow business leaders
that had suffered the fates of war and returned to succeed. I relied on my own
judgment and business knowledge to approximate business worth for the businesses of
the different potential participants that I identified. To avoid response bias, I conducted
informal, unrecorded open discussion with random sources that have lived in the area
including local administrative council members and religious leaders to verify my
assumptions. These informal stories were gathered through ordinary conversations in
informal settings including community festivals.
I endeavored to establish direct, face-to-face contact with potential participants.
The rationale was to inform them about my interest in collecting their stories about
their businesses for research purposes. In addition, I wanted to verify willingness and
availability to participate in the research. I also needed to make sure that the
participants recruited could communicate their opinions and experiences reflectively,
articulately, and expressively (Bernard, 2002). Reflectiveness was the ability of the
participant to recount the eventualities surrounding their businesses such as when they
started their businesses and connect their entrepreneurial ventures with the major war
events of their times. Articulateness was about use of language, which was mainly
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Arabic considering geographical scope of this research. Finally, expressiveness was
mainly implied the ability to talk about difficult moments such as reference to war,
demonstration of emotions through gestures and figures of speech among others. This
led to the identification of 12 business leaders, as the participants in this research.
Data Collection Methods
I combined four data collection methods to generate adequate data for my
findings. For me to elicit stories through narrative inquiry and integrated my story as a
researcher-participant, I combined open discussion and reflexive ethnographic
observations. I also considered storytelling in the form of personal storytelling. Finally, I
devise focus groups comprising of the participants drawn from the discussions. To
ensure detailed account of the data collection methods and procedures, I discuss each
of these methods under respective subsections below. Briefly, I extract the data from
auto-ethnographic observation, discussions, and focus groups of 12 business leaders in
Lebanon, Syria, Iraq. I conducted those in person and/or via Skype/ Viber. I obtained
verbal consent and did not send recruitment material to any of the research
participants, as they all are business partners from within my network. I did not record
or stored any of my interactions and data. I relied on shorthand Arabic field notes that
were stored in a safe in my residence and destroyed within 3 months of concluding the
research. All representation of data was stripped from personal and business identifiers.
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Auto-ethnographic observations
My initial methodological consideration was phenomenology. I understood that
a phenomenological approach would have required rich descriptions of resilience and
thrive in chaotic environments with a view to understand lived experience more deeply.
Furthermore, a phenomenological approach would have suited the exploration of the
experiences of a section of the business leaders’ population during a painful and unique
disruption period resulting from the war. However, I figured that phenomenology would
have required me to expose my bias and eliminate the aspect of “self” from the thick
description of resilience and thriving in business through chaotic environments
(Creswell, 2013).
Through the pursuit for the most suitable methodology, I learned about autoethnography and its deliberate drawing of the personal view to the cultural perspective.
To do so, I learned that auto-ethnography underscores the central role of reflexivity or
the reflective personal account (Dyson, 2007). Reflexivity is key to my undertaking this
research, as living in extreme chaotic environments for four decades constituted
immersion, familiarity, and active involvement in business and societal experiences in
these regions. During all these years, I took interest in business under the circumstances
and the revival of life after every war. Consistent with auto-ethnography as described by
Adams, Jones, and Ellis (2013), I wrote extensively about myself (researcher/auto) and
the culture/ethnic (war, business, culture, society, tradition, religion, and business), and
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the way in which they broadcast to the audiences around me. These auto-ethnographic
notes were taken within experiences of business ventures and societal constructional
settings. The notes were unknown to me as auto-ethnographic content thence until I
considered this research. The extensive notes taken from the observations during those
years serve as an immense auto-ethnographic tool to understand how leaders react
under extreme stress.
In the auto-ethnographic account of my experience as a business leader during
precarious war periods and after that, the auto-ethnographic style I employ in this study
adheres to the format mimicking a layered ethnographic memoir containing my
memories as the researcher and which constitutes substance of the inquiry (Adams,
Jones, & Ellis, 2013). The auto-ethnographic layered account denotes the deliberate
back-and-forth complementary combination of my experience with data garnered
through open discussions, storytelling, reflective analysis, extant literature, and
secondary data from various sources. A layered account offered me the opportunity to
proceed data collection and data analysis procedures in near-concurrence (Charmaz,
1983).
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Open Discussions
My experiences and observations informed my ability to conduct insightful, open
discussion that could, in turn, be interpreted as a deep interpersonal level. Whereas the
development of a discussion protocol could easily render the approach a form of semistructured interviewing (Creswell, 2013), I merely relied on the instrument as a guide for
pertinent issues but allowed the discussion to learn more on the unstructured,
conversation-like discussions. My entry into this research is informed by my experience,
and I am open to explore how other business leaders that have undergone ordeals
similar to mine have experienced this phenomenon. As mentioned in the section about
criteria for participant selection, I identify 12 business leaders to participate in several
rounds of discussion style conversations. The rationale for this discussion type protocol
was to promote a conversational sharing that would elicit narrative inquiry data and
stories while helping me in my reflexive analysis as an auto-ethnographer to
contextualize my personal experiences.
These business leaders are owners of medium to large size manufacturing
facilities, agribusiness, consumer goods, and construction raw material companies in
Lebanon, Syria, and Iraq. Their narratives elicit and tell stories of leadership survival. The
discussions focus on the perspectives, opinions, and immersive experiences of these
leaders in their professional environment. The discussions are intended to offer the
research participants the platform for discussing their environmental and reflective
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settings as business leaders. This aids in the research-driven or data-directed definition
of the traits of the chaotic environments during data analysis. Moreover, allowing the
business leaders to tell stories of their business leadership survival is also critical in the
construction of a thematic story about what running businesses in chaotic environments
entails. From the overall leadership lens, the discussions generate data that traits the
kind of leadership and leadership traits that would likely characterize the people that
are likely to lead their businesses through the adversities of war and resuscitate them
successfully. The discussions sheds light on the experiences leading through the chaotic
environments. Appendix A entails the discussion protocol that was adapted in a quasimatter; In a plight to have the discussions more open to a narrative style the protocol
served as a loose guide on what type of probing questions or inquisitions might be
adopted in the 12 discussions.
Storytelling
In line with narratology or narrative theory, I helped my research participants to
inhabit the core of their own stories (Connelly & Clandinin, 1990). Although I shared my
experiences, I allowed them to be the central figures (Carter, 1993) by only interjecting
to solicit more information or encourage openness. The stories were trustworthy and
crossed checked with other resources, and no form of yarning was accepted. I remained
alert to the fact that the stories were personal and that each component of the
personhood of the storyteller was aimed at disclosing the narrative while their
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individual perceptions guided the trajectory the story assumed. Since the participants
may not have had the benefit of extensive notes as I did, I was careful to allow them to
oscillate between the various episodes of war when their businesses were collapsed
without adhering to the strictness of chronological accounts.
In any case, I was not pursuing a historical account of the episodes of war and
their impact on businesses. Instead, I was focused on personified storytelling that
provided details of the traits needed to lead in chaotic environments and those of the
resilient and thriving business leaders. As in my case, I understood that the
development and shifting of their narratives over time did not imply beguilement or
perpetuation of falsehoods. Instead, such development and shifting was a revelation of
the narrative’s collaborative and relational power between the person, phenomena, and
environment. This way, the multiple accounts of their stories fragmented the
dogmatism of single tales. I concur with Grumet (1987) that should such multiple
accounts “undermine the authority of the teller; they also free her from being captured
by the reflection provided in a single narrative” (p. 324).
As mentioned previously, I incorporated yarning as subtype of the storytelling
approach. This entailed the integration of a culture-specific form of conversation that
suited the regions of my research (Fredericks et al., 2011). Although not domineering in
the process of the open discussions, yarning ensured that I remained sensitive and
respectful to the cultural context while promoting cooperativeness from my
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participants. This is because yarning is “a conversational process that involves the
sharing of stories and the development of knowledge. It prioritizes indigenous ways of
communicating, in that it is culturally prescribed, cooperative, and respectful” (Walker
et al., 2014, p.1216). As in Fredericks et al. (2011), the utilization of yarning in collecting
data was useful in ensuring the cultural safety of the research paradigm thereby
enhancing the validity of the data I collected. I also needed to place myself at equals
with the participants and allow them to guide the data collection process through
conversation and yarning enables all these (Walker et al., 2014).
Focus Groups
Instead of sticking to the dilemma that most qualitative researchers encounter of
choosing between individual open discussions or focus groups to elicit opinions, beliefs,
and experiences from participants (Guest et al., 2011), I chose to combine both methods
sequentially to enrich my findings further. After conducting the discussion style
highlighted previously, I grouped them into codes or subthemes and regrouped in to ten
main themes and analyzed the data. Both individual discussions and focus groups root
on the same data collection technique of open-ended questions guided by an inductive
response probing. However, they differ in structure and execution setup. Often, focus
groups involve between 6 and 12 research participants at a go (Bryman, 2016; Guest et
al., 2011). However, I developed three focus groups composed of 4 business leaders
each drawn from the group of the 12 participants.
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While I did not comply with the minimum recommended threshold of 6 research
participants per focus group, I was keen on ensuring that the groups had equal number
of research participants to ensure adequate representation of views. This is because I
was counting on the interactive and interpersonal nature of focus groups to trigger the
production of information that individual research participants might have exempted
either intentionally or unintentionally (Greenbaum, 2003). This approach facilitated the
generation of broader range of ideas, views, and experiences that I might have captured
through personal discussions (Krueger & Casey, 2015). Altogether, I did not discount the
potential of the individual discussion producing deeper detail compared to focus groups
and offering more insights about the personal experiences, worldviews, feelings, and
thoughts of the business leaders (Morgan, 1998). Focus groups provide insights into
how people think and provide a deeper understanding of the phenomena being studied.
While a valuable research tool, I didn’t want to use surveys as they generally ask closedended questions that may limit the feedback that can be gained from a respondent.
Focus groups are group discussions that give the researcher the ability to capture
deeper information more economically than individual interviews (Kreuger & Casey,
2014).
The focus groups were conducted in business like meetings and in several sites
to ensure that I could reach the participants. Considering that this was the second time I
was going to reach out to them, I needed to ensure that the research participants did
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not tire or experience difficulties. Therefore, I involved the participants in a blinded
exercise of proposing a venue if they were to undertake a second discussion and used
their answers to help determine the location of the focus group discussion. As the
individuals are demographically and socially diverse, I opted to conduct them in an open
dialogic atmosphere. Being a sequential discussion exercise in a holistic research that
drew data from literature and theory as well, the discussions in the focus groups were
guided by the findings on resilience and co-constructed with the experiences of the
group. These rich narratives guided the research process and in turn informed the
findings and discussions sections of this research. Both the sessions for individual
discussions and focus group discussions were conducted in Arabic. Field notes were
taken immediately after each interaction.
Data Analysis Strategy
The data analysis exercise commenced with the extensive note taking process of
the discussions and focus groups. I also triangulated them with the autoethnographic
observations, oral tradition and storytelling notes at hand. I later compared them for
inconsistencies or similarities. I replayed all instances of inconsistencies and developed a
coding mechanism to extract the themes. I applied discussion-based (structural)
subthems to all notes in order to facilitate text extraction in line with the specific
prompts in the discussion protocol (Guest, MacQueen, & Namey, 2011).
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I retrieved all the data from all my research methods and coded them based on a
list of themes emergent from the focus group and open discussions data as informed by
literature on resilient and thriving leadership in chaotic environments (Glaser, 2017).
Synonymous or related sentiments or issues were collapsed into one theme. I then ran a
matrix query with the aim of determining the absence or presence of items that did not
fit the specific subthemes in each individual interview or focus group. In other words, I
generated a table in comprising two major axes. The first was the listing of
discussion/focus groups and the second was the free-list items. I then sorted the
resulting matrix in regional and chronological order of data collection. While I worked
separately with the output for individual interviews and focus groups, I took note of the
count of new items emerging from all new data collection events. This was followed by
the comparison of the total items generated per individual per event on average.
While analyzing the data, I kept the number of participants equal for each
comparative group (n= 4). I did this by comparing 12 discussions and three focus groups.
Like Guest et al. (2011), I do not typically endorse the use of individual research
participants as the unit of analysis for dataset obtained from focus groups. However, I
figured that the stories of resilience and thriving were personal/individual to each of the
business leaders. In addition, their stories differed for each of the times their businesses
had gone down due to war. This compelled the comparison based on both per-person
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and per-event basis due to the huge discrepancy in the total count of the research
participants.
Research Ethics
Since the stories of the business leaders were bound to include personal and
sensitive information, I developed a definition for such information based on my
experience, knowledge, and understanding of the Levant cultural and social context.
Personal and sensitive information included all data touching on taboo, personal
handicap, internal family issues, illegal operations, social stigmatization, unacceptable
disclosures, and the information that the research participants categorized as classified
and not to be disclosed explicitly in the research findings such as business secrets. The
presentation of findings in the next chapter entailed assignment of pseudonyms for the
research participants to safeguard their confidentiality, anonymity, and privacy. All
information that could be traced directly to an individual such as name of interviewee,
name of business, exact physical location of the business and so on was excluded from
the analysis. For the purposes of this research, I obtained ethics’ clearance for nonexperimental research involving human subjects from the Institutional Review Board
(IRB). In addition, I issued all research participants with participant information sheet
prior to their signing an informed consent form for voluntary participation in my
research.
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CHAPTER 4: FINDINGS
Analysis
After conducting several levels of coding to ensure the rigor of analysis,
numerous subthemes and themes stem out from the autoethnographic observations,
the open interviews, the stories told (open interviews) and the focus groups. The
process of analysis involved:
1. 9 iterative reviews of the data to re-establish familiarity and comprehend the
range of issues addressed.
2. The generation of codes/subthemes
3. The analysis of subthemes to provide understandable themes
4. The synthesis of major themes from a review of the subthemes
Coded Subthemes and Definitions
1. Extended threat cognition with less focus on embracing the manifest elements of
loss as a priority.
In contrast to positive psychology, notions of effectiveness in embracing an
established state of loss or suffering first as a mechanism of safeguarding against
cognitive fallout, entrepreneurs focus on continued extension of threat cognition as a
stronger and sustainable approach to cyclical events of loss. They demonstrate
resilience in reduced informational and emotional burden of anticipatory behavior that
may characterize self-directed internalization of responsibility in times of loss. Their
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constant expansion of threat cognition is reflected in how they reflect on immediate
environmental changes, and it is part of their adaptive response to fluctuations in levels
of threat and transformations in the types of challenges that are directed to the
business by the chaos.
2. Immutable sense of self
The resilient business leaders continually apply strategies that are based on a
long-established and stable pool of legitimate values. Their understanding of the chaotic
environments goes beyond their entrepreneurial interests as many of them have grown
their other areas of personal strength and development within the chaos. They,
therefore, do not have to make constant effort towards externalizing their active
engagement with the environment on anchors that would be needed to supplement a
weaker sense of self.
3. Capacity for Self-Persuasion
The leaders speak of being able to steer inward self-motivational dialogue to
orient their actions towards desired levels of performance, overcome fears, and
generate productive movement at the organizational level. By established a state of a
persuaded self, the easiest move towards managing their followers’ contribution and
motivating them in a selected direction. The leaders also refer to a range of personal
habits that are sustained to demonstrate to themselves that they are ready to progress
through challenges.
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4. Perpetual Self Discipline
The leaders speak of their strict adherence to some standard of performance
and conduct with regard to routine duties and attendance to regular problematic tasks
in their organization. On a personal level, they maintain an energetic drive to attend to
personal sustenance, including attending to the welfare and safety of their families and
friends as well as maximizing opportunities for wellbeing – both physical, mental, and
social well-being. In organizational endeavors, they maintain regular attendance to
certain elements of business function, check the attendance and wellbeing of
employees, proactively attend to all possible forms of emergencies, and remain updated
on the on-goings in various departments. They extend such discipline to the external
business environment, maintaining regular habits that sustain external relationships,
and always extending their full attention to any serious crisis that emerges in part of this
environment. Communicational discipline is applied systematically to enhance safety
and maintain internal and external knowledge of emerging opportunities.
5. Broader and general ambition versus specific medium-term goals.
The leaders relate the meaningfulness of their entrepreneurial activity to much
broader and general ambitions for growth and change notwithstanding their
susceptibility to external sources of threats. The specificity of medium-term goals is not
as prioritized as would be in a conventional setting of short-term or non-persistent
hardships. The leaders relate more to the complex of articulating and establishing an all136

encompassing model of thriving (including growth of the business environment or
industry) and monitoring sources of opportunity for actualizing such growth. One
window of opportunity for thriving can easily exceed expectations of strategies that
focus on medium-term goals and overwhelm organizational capacity for utilizing open
opportunity whenever priority for medium-term goals is emphasized. The resilient
leaders, therefore, demonstrate capacity for taking up very immense opportunities.
6. Incomprehensible value-based directedness amid a multitude of goals.
The leaders have exceptional capacity for directing themselves along wellestablished values even when chaos present them with numerous imposed goals that
must be met for the survival of their businesses. Chaotic environments are usually
powerful at degrading values, and such exceptional capacity demonstrates underlying
resilience leadership that may guide critical decision-making processes. In the face of
ethical dilemmas, the leaders are effective at quickly generating controls that reinforce
orientation towards their set of values. This also makes each one of them unique in their
own exceptional capacities and endeavors. Value-directed harmonization of interests is
also common, and the business leaders are able to reinforce relational engagements in
contracts and in business negotiations by facilitating others to identify or apply
complementary or compatible values as a way of extending trust and improving
relevance for all parties.
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7. A move from possessive resource conservation to sustainable view of
resourcefulness.
Extreme and prolonged chaos do not provide an environment that validates and
legitimizes conservatory approach to specific resources. Instead of possessively
conserving specific resources, resilient entrepreneurs support the transformation and
evolution of resources to facilitate an adaptive re-fit to impending unknown futures.
Changes that are brought about by sources of destruction need to be responded to
regardless of whether enough of certain resources are salvaged or not. As such, the
leaders seek always to adopt a sustainable view of resourcefulness, which is a major
indicator of the long-term sustenance entrepreneurial activity amid cycles of chaos and
extreme events of disruption.
8. People as ultimate goals for thriving.
The business leaders humanize all forms of business growth by matching them to
associable elements of human livelihoods and development. Small and medium
businesses pursue growth for the people in the immediate operational environment,
usually family and friends. Their expansion involves rechanneling and redistribution of
gains towards the development of human resources that may be perceived as to be
more sustainable for long-term sustenance. Large businesses target business
opportunities at the community-level, hence adopting the needs of growth for the
societies where business resources are established.
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9. The constant of stable relations for thriving.
Each business leader does not depart from the pillar of relational stability with
regard to high-value stakeholders. As a result, each business has a strategy that is
anchored to a source of the most important relationships, either in the investor domain,
the operational domain, or in the market. The entrepreneurs keep an account of such
relationships as an integral and invaluable part of business value. They are also
understood as potential sources of the most complex stakeholder relations that can
change an enterprise’s structure, and which has a more powerful impact on the
sustenance of capital. As such, such relations are not secondary to the core identity of a
business organization at a particular time and are therefore not negotiated as
subordinate issues when thinking about business strategy.
10. Game-like approach to resources.
Resource strategies are gamified to match the complexity of needs that keep on
evolving around such resources. Priorities change dynamically to sustain different
aspects of business operation and of the business environment. The movement of
actual resources does not always signify their transfer or permanent assignment to an
element of operation. Some resource exchanges are symbolic measures to reinforce
other unrelated forms resource. It is common for relationships to build around arbitrary
resource exchange in a manner that prioritizes elements of trust and continued
experimentation with transfers of responsibility.
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11. Time and the game of opportunity.
Perception of time is not simplistic and linear. Time resources are created by the
emergence and submergence of opportunity. Their approach to opportunity helps to
define the value of time resources in a game-like manner, determining whether they are
positioned differently to start focusing on thriving or whether they are undergoing much
more complex changes that draw focus towards strategy. The nature of opportunities
that emerge help to determine how the past should be perceived in order to determine
strategies that can relate to a potential future.
12. Gamified survival and sustenance.
Operations that generate survival and sustenance also occur in game-like
structure, with relatively open rules to facilitate stakeholders to exchange of
opportunities with ease. The structure draws more interest to opportunity than towards
already-available resources, and stakeholders adopt it to generate habits, behaviors,
and business cultures that are aligned to existing games of opportunity. The approach
breaks down conventional barriers of illusory bias that impede progressive business
cultures in consumerist societies. For instance, the leaders view such outcomes as
comfort and safety as transformable resources rather than end goals or hallmarks of
individual effort. Having a more clearer and ever-fresh understanding of survival
provides a baseline for thinking about opportunity and for resolving problematic
valuation of resources.
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13. Reciprocal vigilance.
A chaotic environment has unsurmountable overheads, and people usually
develop strategies for managing portions of the costs that are directed towards them by
the environment. On the contrary, resilient leaders focus on expanding reciprocal
vigilance by tracking any form of facilitation that is either unintentionally or intentionally
directed towards their operation and expanding their vigilance for the channel through
which such facilitation is achieved. This usually begins with investing some cognitive
resources towards evaluating the intentionality of good gestures and reciprocating to
reinforce conditions under which such gestures can be conceived.
14. Communal values.
Resilient business leaders demonstrate easy ways to scale along some communal
values. They present an awareness of the scope within which such values can be actively
pursued as a dimension of business strategy and how far such endeavors go with regard
to changing priorities in how people live and how they orient themselves to the chaos.
15. Personalized and shared entrepreneurial identities.
The complex transformations that characterizes industries in which they operate
does not seem to deny them opportunity for having well-formed entrepreneurial
identities. The extensive socialization that is behind business strategies serves as a
framework for understanding the purposefulness and meaning of a sustained
entrepreneurial pursuit. This maintains the identity separate from the instability of the
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resource environment hence making it possible to re-incarnate strategies in postdisruption scenarios.
16. Co-owned business environment.
Sureties are developed through co-owned responsibility for the endangered
business environment. Entrepreneurs maintain a network of sureties that provide
reliable accounts of various sections of the business environment to facilitate their
decisions. It is common for them to establish value by taking up more responsibility and
providing sustained support for other entrepreneurs.
17. Agile pivoting of decision.
To orient themselves in chaos, they establish a position of agility in strategy and
catalyze changes that occur towards such a position. A pragmatic approach to progress
is commonly adopted once legitimate outcomes become apparent in such movement.
18. Pivoting for dynamic dependency and collaborative thriving.
In the process of implementing agile survival and thriving changes, masses of
contingencies that occur within chaos are handled by pivoting for dynamic dependency
on resources that remain sustained in the process. It is common for entrepreneurs to
pivot on the strategy of a network as a control for their own internal changes. The risk
that characterizes a non-pivoted approach to change is incomprehensible, and they,
therefore, opt to pivot on visible structural supports for any major transformations that
they foresee.
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19. The physical and social worlds as inseparable (for conceptualizing scope of threats).
Resources in the physical world do not transcend or supplement those in the
social world. In order to have an accurate understanding of business existence and
growth, the resilient leaders apply both worlds simultaneously to conceptualize
meaning and purpose of business activity. Chaos predispose them to forms of
interdependent risks from both worlds. Business strategy for survival and sustenance is
therefore expected to transcend rifts that emerge between social values and demands
of the physical environment, causing resilient entrepreneurs to lead the creative domain
of interpreting and mapping values from both worlds as part of their leadership
mandate. They, therefore, maintain a much wider conceptualization of risk
management opportunities for idealizing survival of cyclical catastrophes and modeling
opportunities for communities to gravitate towards sources of resilience and
progressive development.
20. Value (business, product, stakeholder) modeled and engaged as a source of change.
Value under risk is not static, and the mere existence of a source of risk or hazard
is associated with dimensions of value for the destruction that may be caused. The risks
that stakeholders face define the future stakeholder based on the extent to which such
a stakeholder may change. As such, businesses tend to facilitate change that contributes
more value by engaging potential and known sources of change.
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21. Prolific idealization of choices.
A prolific approach to generating and sharing ideas is always adopted.
Thoroughness and wider consultations in decisions are common. They are able to
informally assess perspectives for the intellectual and logical potential that they add to
strategy.
22. Adaptive options.
When operating under chaotic changes, the leaders create a pool of adaptive
selections for the possible course of action and can move much faster with adaptability.
23. Utilitarian perspectives of thriving and growth.
Decisions are commonly demonstrating utilitarian value with regard to how
growth is perceived. The need to expand domains of the ultimate good is always felt and
facilitated. This contributes values that can also be pooled for pivoting decisions under
rapid change.
24. Value-based choices.
Their intuitive process is mainly value-based, and they conceive of supportive
logical frameworks for enforcing value directedness in their own decisions.
25. Relational and predictive approaches to decisions.
Decisions that they make to characterize their position in chaos provide the
forms of relational ties that serve as an interpretation of severity. They are able to
predict a set of outcomes for the manifested forms of support that prevail at a given
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time and therefore assess their potential for survival from a relational perspective in
order to understand how to improve on it. The conflict environment as a relatable
aggressor is also incorporated to understand the extent to which the entrepreneur
network needs to be supported in order to reinforce internal relations against the
environment.
Grouping the Subthemes
I group in Table 1 the 25 coded subthemes above into 9 major themes that recur
in the stories. I use a scaling system from 1 to 9 in grouping the subthemes in the
resulting and truncated themes. The scaling system enumerates the degrees of
importance of the subtheme in relation to the themes, with 1 being the most relevant
to 10 being the least relevant. So, for examples the subtheme: (Extended threat
cognition with less focus on embracing the manifest elements of loss as a priority) is
mostly about Risk Management and least about Reciprocity. The subtheme: (Pivoting for
dynamic dependency and collaborative thriving) is most about Pivoting, Reciprocity, and
Thriving and least about Risk Management and Decision Making.
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Table 1: Grouped Subthemes
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al identities
Co-owned
business
environment
Agile pivoting
of decision
Pivoting for
dynamic
dependency
and
collaborative
thriving
The physical
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modeled and
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Value-based
choices
Relational and
predictive
approaches to
decisions
Total Degrees
of
Importance

Risk
Manag
ement

Decisio
n
Making

Gaming

Recipro
city

Pivotin
g

Thrivin
g and
Growth

Self Control

SelfEfficacy

4

Protea
n
Gumpti
on
6

9

1

3

8

2

7

5

8

2

7

1

5

4

3

9

6

172

128

99

110

109

88

114

168

138

Self Control

Risk
Manage
ment
172

Coded Themes Relevance
Table 2: Theme Relevance
Themes
Relevanc
e
Interpret
ation/Gr
ouping

Thriving
and
Growth
88
Most
Importa
nt

Gaming

Pivoting

Recipro
city

99

109

110

Relational Capabilities
Equally important

Protean
Gumpti
on
114
Punctua
ted
Equilibri
um

SelfEfficacy
138

Decisio
n
Making
128

168

Reflexive Capabilities
Less Important

Least
Importa
nt

We regroup the total degrees of importance of the Themes in Table 1 and reinterpret them in Table 2. We can determine that Protean Gumption is at the
punctuated equilibrium point between the relational capabilities ad reflexive
capabilities of business leader (Gersick, 2012). It is noted from this table that in the
midst of extreme chaos relational capabilities are more valued and helpful than reflexive
capabilities. Thus, business leaders need to focus on developing their relational
capabilities in response to chaos and disruption.
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Discussion of Major Themes
Risk Management
The first theme that emerges is on risk-taking and risk leadership. It involves
developing and expanding capabilities for managing the uncertainty that mediates
states of stillness, maneuvering through revolving chaotic scenarios and dealing with
catastrophic post-conflict outcomes. Reflexive assessment of uncertainty reinforces the
leaders’ perpetual awareness of the intricate dimensions of risk in a manner that fosters
their resilience to the prolonged needs for managing risk. Continued research on the
effectiveness of risk –related decisions has also demonstrated the importance of having
a broad awareness of the dimensions of risk when managing risk-prone environments
(Doyle, 2014). In the strategies that the leaders use, the physical world and social world
are applied simultaneously for conceptualizing scope of threats and determining
solutions. This helps the leaders to maintain track of values that are integral to their
meaning-making strategies resources in the physical world are not allowed to obliterate
or supplement resources in the social dimension of business.
Given the magnitude of risk that they operate under, the leaders are expected to
possess strategies that induce not only internal resource re-alignments when operating
under duress but also steer psychological adaptation for their followers. Dealing with
psychological elements of risk involves managing how people perceive, interpret, and
apply or internalize the meaning of risk events and outcomes of risk (Bo, 2014). War
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events are exemplary perturbations where more individuals are psychologically
overwhelmed and may require effective support in order to sustain a safe working
environment, maintain focus on performance, and avoid losses. The invaluable social
systems that warrant successful activity in internal operations, in supply chains, in the
functioning of supportive infrastructure, and in availing customer demand are usually
disturbed and rendered unstable. The leaders’ initial abilities for responding to the
sources of risk and contingencies that stream into their business environment rely on
the state of existing inter-personal relations. Internally, the need to re-establish support
for psychologically overwhelmed individuals is often felt. Many of the leaders identify
situations where their ability to dispense such support on a relational level serves to
determine whether business operations proceed, halt, or terminate. The ability to
manage the emergence of such complex sources of risk is also be influenced by the
relational quality of ongoing behavioral exchanges that are established with and among
followers. When followers are engaged under high levels of trust, with effective and
flexible sharing of responsibility, and included in making contribution to critical
elements of business strategy, they yield supportive relational exchanges that can be
used to establish risk narratives and individualize consequences at a personal level of
wellbeing and ability. Supportive relational exchanges also serve to establish norms for
sharing information, including knowledge of conflict, personal fears and changing
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dynamics of the social domains form in which individual, as well as shared needs and
aspirations, arise to support business activity.
Risk to thriving is not separated from risk to existence. In order to have an
accurate understanding of business existence and thriving, the resilient leaders,
therefore, apply their understanding of both simultaneously to conceptualize value in
the threatened forms of business activity. Chaos predispose them to forms of
interdependent risks from both dimensions. Business strategy for survival and
sustenance is therefore expected to transcend the risk-generated constraints related to
resource-dependent growth, whereby resources that are not safeguarded from risk
hardly experience growth. The leaders overcome such constraints by generating an
adaptive assembly of resources that lead to thriving. Martina (2016) interpreted such a
strategy as entrepreneurial bricolage. The resilient entrepreneurs, therefore, lead in the
creative domain of interpreting and mapping value from different resource dimensions
in order to circumvent risk-related suppression of growth. They maintain a much wider
conceptualization of risk management opportunities for idealizing survival, sustenance,
and thriving under cyclical catastrophes. By extension, they are also modeling
opportunities for communities to gravitate towards sources of resilience and
progressive development. Broad risk management methods, therefore, account for
tactics that business leaders practice in navigating chaos. They also consider the fact
that their organization’s risks are higher and much broader than those for conventional
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organizations, and as such, they require unique ways to integrate their options for
mitigating risk. They however also require such integrated approached to provide
dynamic and adaptive deliverables. The leaders, therefore, attempt to contextualize
both specialized domains of risk management as well as established field experience
with changes that occur in chaotic environments. Approaches that provide early
signifiers are therefore embraced together with contingent occurrences that also form
the basis for initiating their risk management initiatives. Unforeseeable sources of
contingencies characterize the real-time operations of firms in unstable environments.
The business leaders, therefore, handle a great deal of uncertainty in such
environments. Experience gained in establishing risk management adds to the
development of resilience, and successful business sustenance is an exhibition of such
resilience.
Value under risk is often understood as to be relational and dynamic. There is
value tied to the initial sources of business capital, the flow of products, and
relationships with stakeholders. It is often modeled and engaged as a source of change,
and as such value under risk is not static. Sources of business capital are protected more
at the community level and at a group level within an entrepreneurial network. The
existence of a source of risk or hazard in any part of the network is therefore associated
with some solid understanding of risk to some particular business dimension because of
the networked and relational nature of entrepreneurial activity. Obeth (2016) found
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numerous beneficial impacts of networkability in reinforcing the value of businesses and
prospects for thriving under uncertainty. By considering networkable sources of value in
risk management, the business leaders are able to assess all substantial forms of value
for the destruction that may be caused by risk evidenced anywhere. This also helps to
sustain a risk-conscious network around oneself because a lot of risks that materialize
may not be empirically assessable at the level of a long-standing enterprise. The risks
that stakeholders face define the potential of each stakeholder in generating value in
future based on their changing record of responsiveness and capacity for bearing
outcomes. The extent to which such a stakeholder demonstrates progressive in
managing uncertainty may be applied to understand how to they can be integrated in
the long-term strategy.
Resilient business leaders who operate in chaotic environments exhibit capacity
to manage multidimensional elements of risk. The mass of contingencies that mar
progression of their business operations require them to master dynamics of the
physical, economic, and political environment of conflict. Such mastery helps to define
the entrepreneurial culture of business leaders that scale over resources in such an area
as the Levant region. It includes knowledge of the geographical interdependencies that
impact on the flow of commodities and the movement of people. Parchment (2013)
demonstrated that multidimensionality of risk also depends on risk dynamism in
location and along temporal scales. The business leaders have demonstrated capacity
153

for making emergency relocation of business premises and redesigning of enterprise
activity to be aligned to changes in the inflow and outflow of physical resources. Leading
organization-wide change under short notice also signifies key aspects of strength in
their resilient leadership. During war, military operations will also tend to exert control
over geographical factors in creating territories and strategizing for resource control.
This poses existential risk to businesses or even to entire industries. It adds to the
difficulty that businesses encounter in gathering information on such other changes in
the physical environment as weather conditions and the state of the biophysical
environment. These changes may arise to impact on the flow of commodities and
movement of people. Resilient business leaders are able to formulate predictive insights
into the potential effects of barriers that could alter the structure the physical
environment and to determine an acceptable range of outcomes for their businesses. By
making such an establishment, they reduce uncertainty in business operations.
Building resilience against social risks is one of the most critical indicators of
strong, resilient business leadership. These risks occur very close to strategic and
operational dimensions of an enterprise. In chaotic risk-prone environments, the value
of social capital surges up and may even exceed the relevance of financial forms of
capital (Shale, 2015; Fisher, 2012; Borgatti and Li, 2009). Stakeholders in the business
environment apply it to establish a foundation for generating such other forms of
capital, and for subsequent formulation of priorities on how to safeguard capital. Access
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to supportive infrastructure is facilitated by social relations, and their collapse may also
warrant cessation of such access. The dynamics of social relations are also complicated
by the fact that war and other forms of human conflict tend to extrapolate and exploit
the social dimension of coexistence for the groups of people that inhabit contested
territories. The complex also draws from cultural elements of people’s livelihoods and
how they understand resources that can sustain and elongate life. Inter-group
differences that sustain allegiances or independent positions that people adopt in
response to conflict also have a socio-cultural bearing.
Decision Making
Resilient business leaders adopt a prolific and exhaustive approach to the
generating and sharing of important ideas. This theme on how they make decisions
surfaces numerous times in a way that indicates how important good decision-making is
to them. Despite there being frequent somber events of disruption and enforced
business closure, decision making does not stop. However, disruption and conflict
increase the complexity within which business decisions are made (Mackay, 2014).
Conflict-prone environments expose business leaders to constraints that require them
to identify priorities, manage trade-offs and opportunity costs, and look for
opportunities to cultivate motivation and incentivize followers. They, therefore, handle
complex decision-making tasks as a way to sustain their firms’ existence and boost
performance. John Baron, (2008) discusses the concept active, open-minded thinking,
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which involves thinking and deciding at the same time, a key process to resilience.
Decision making in those milieus is often a group making process with different actors
from a similar or dissimilar network. Resilient entrepreneurs gain so much experience in
decision making that they enjoy prolific ideation.
The process of the resilient entrepreneurs’ prolific ideation involves deep and
sudden cognitive dives into emergent issues and immediate generation of precursory
sets of ideas to extend positions or critique them. They are therefore very receptive to
mental challenges. Conversations with them involve their frequent assessment of life
situations in a manner that renders a fresh and critical view of such situations. They also
offer a lot of insights into issues that relate to their long-term learning and experiences
in a way that demonstrates an existing mental catalog of important lessons and
outcomes that can be considered to gain success amidst challenges. Pitkanen (2008)
found such prolific ideation as to be essential for solving complex challenges and
orienting decision-making towards practice. Besides their coherently logical and deeply
analytical way of thinking about life, the resilient leader showcase effective thinking –
demonstrating feelings on things that are “in the moment” and openly articulating their
attitude towards the immediate environment. They are therefore making assurances for
the bounds of the feelings that characterize their immediate decision-making
environment. They are also applying things that are availed in their environment to
make representations of ideas or markers of objects in their narratives. It is easy for
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them to brainstorm and generate a wide range of opportunities with regard to the
directions in which a decision can be made.
Decisions that they make are anchored on some pre-stated or highlighted logical
connection of things that are fundamental or key to the situation in which such
decisions are to be made. Sometimes they apply values and norms as the fundamental
elements of their decisions and extrapolate along such values. In explaining the
rationale of their business strategy in a given situation, they establish some values that
serve as a premise for subsequent logical deductions that are made about pursuits. They
place emphasis on areas of value re-orientation and show that decisions for re-orienting
or re-aligning values are key and that they are mainly shared decisions. Operations that
occur under chaotic changes lead them to identify major sources of value prior initiating
a major operation and to establish bounds for what is supposed to be oriented in
business strategy. Sánchez, & Serramia, Rodríguez, Morales, and Wooldridge (2017) find
such a strategy as to be supportive to the establishment of effective decision-making
systems. The leaders also practice adaptive decisions which involves the re-orientation
of values to suit strategy or re-alignment of strategy with existing sources of value. In
the real physical world where business leaders face chaos, they make decisions that lead
them to position themselves safely for any foreseeable catastrophes. For many of them,
having multiple enterprises in different regions and monitoring the progression of
conflict leads to smart decisions on physical positioning against chaos. Such positioning
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is also generated out of continued experience or knowledge of the vulnerabilities that
characterize the business in terms of resource strategies and the business environment
as a whole. For small businesses that are still coming up, physical displacement is
common, and their leaders become resilient as they learn to make quick shifts in
location of enterprises.
Decisions that resilient entrepreneurs make reflect an establishment of some
overall utilitarian value. Such a consideration has been established as to be very
important for organizations that value the communities or networks in which they
operate (Burken, 2014). The business leaders seek to demonstrate existing moral pillars
for assessing the situation over which decisions are made. Sometimes they show
consideration for the intensity of the good that they do or imply in such decisions by
including an idea on why it is enough for their case or what it complements. They also
pay attention to the duration of the impacts that they create and the people that may
experience them. It sets a standard for them to determine whether their decisions are
adequate. Whether it significantly improves the targeted the people’s wellness is
established in how they narrate them, and the entrepreneurs are also attentive to the
progression of such impacts. They also establish the sustainable angle of their decisions,
on whether impacts can be extended or spread far enough in the business environment.
Many of these decisions demonstrate utilitarian value in how growth is attained,
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challenges solved, and why they select to engage in the business environment in a
certain way.
Relational and predictive approaches to decisions are also seen to prevail. The
approaches demonstrate high levels of conscience for capacities that may influence
business sustenance. The resilient leaders’ decisions are based on relational ties and this
help to interpret severity of the chaos. They look into their networks to understand how
other businesses are responding or how prepared they are for response and also
provide their own level of support too. They, therefore, attempt to predict and establish
nature of chaos based on how far they can support each other and what they can
change with regard to losses incurred. For severe chaos that occur on the supply chain
without viable external remedy, resilient entrepreneurs reorganize their strategies to
embark on value-reorientation or a change in their line of operation. They are therefore
seeking to predict outcomes based on the levels of support that prevail as a relational
perspective for assessing survival. Azevedo (2014) finds predictive capacity as to be
reinforcing effectiveness of decision-making. Decisions made by the leaders are also
mainly progressive, with major perpetual challenges being highlighted and means on
how to improve them explored.
The resilient leaders also emphasize on capacity to coordinate collaborative
decision-making as a major advantage that sustains them in chaotic environments. They
understand how to facilitate the creative processes of their followers in times of crises.
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This includes ability to sustain purposefulness and meaningfulness of the course that
they are pursuing and also to manage the followers’ motivation. They also note that
failing to implement enough collaborative decision-making can lead to an increase in the
chaos. It is also a challenging endeavor because chaos disrupts elements of
organizational structure and the leaders have to develop or possess capacity for
harmonizing mechanisms of engagement among the people that contribute to the
process of making decisions. Coordinating people’s contribution also creates an
information load that can grow quickly, and resilient leaders have different unique ways
of managing how such a load develops. Leaders of organizations that are undergoing
change have been found to experience such a growth in information with the potential
of being overloaded and impeded by it from making useful decisions (Filippov and
Iastrebova, 2007). Some business leaders solve this by enhancing the effectiveness of
engagement where principles of emergency response are also established, and the
leaders leverage over their various abilities to initiate collective action. They also
highlight the importance of sustaining a rational and objective view of the information
that they gather and seek to apply in decision making. This helps them to avoid raising
false alarm or making inaccurate decisions that may also lead to a decline in the level of
trust assigned to them by their followers. They also understand how to manage the
followers’ emotions in order to sustain a required level of rationality in the decisions
that are made.
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The leaders’ detailed accounts on how they make decisions within a chaotic
business environment also show how managing and stabilizing relational complexities in
chaos improves prospects of survival and better performance. Relational complexity has
been shown to be a major challenge that arises when multiple components of a
business environment interact in ways that may not always be predictable (Habermann,
2009). This is characteristic of chaotic and networked business environments, and the
leaders, therefore, handle one major determinant of sustained performance. Prolonged
chaos exposes them to instances where many critical events are happening at once and
gaining capacity to manage this leads to an improvement in their relational processing,
which makes them resilient decision makers. They are able to apply their reinforced
form of relational processing to generate immediate and explicit representations of
options that can be pursued at a given instance. Capacity for effective relational
processing is, therefore, a very important element of their resilience in the chaotic
environments. By being able to process the relational complexities that are presented to
them, the leaders are able to sustain the important resources needed to progress their
business beyond the chaos. This extends to aspects of their personal lives from which
they also derive motivation to stay on course in business leadership. When exposed to
multidimensional forms of threat and opportunity, such processing provides them with
a structure of the situation, and they are able to establish immediate priorities to match
the demands of the situation.
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Gaming
The gaming theme emerges from depictions made of some business leaders
respond to uncertainty with game-like strategies when operating in extreme chaotic
environments. Gamification of business processes and decisions has been known to
improve engagement, help to manage uncertainty, and enhance productivity (Oprescu,
Jones, and Katsikitis, 2014). By adapting game-like behavior in leadership, the leaders
allow multiple business stakeholders to be incorporated in decision making and
collaborative action. The leaders establish strategies that allow for dynamic input from
various stakeholders and exchange of resources and opportunities in a game-like
manner. Responsibility is gamified to avoid wearing off members of the organization
with repetitive responsibility and also to manage their motivation. Gamification is also a
way for the leaders to contain the complexity that characterizes a chaotic environment
and provide followers with a simpler way to contribute to progress. To set up the
structures and rules of their various gamified strategies, they also employ a variety of
techniques. Some optimize for physical resources while others gamify the important
emotional and social elements that may impact on the input of stakeholders bring to
their situation. When dealing with their followers’ emotional burdens, they establish a
range of psychosocial positions that can be created, identified, and taken easily by
members of the organization. They engage their followers to establish their various
needs for support and their capacity for contributing to progress by also providing
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support to their peers. They, therefore, guide them to identify each other’s needs for
support in a way that matches needs and competencies or abilities. Dynamic position of
the organization as a whole is also applied to yield gamified strategies whereby; the
leaders design organizations, brands, workforces, and products that can be positioned
dynamically into changing circumstances. They then monitor the various changes in
markets or in the industry to determine how gaps are left by chaos and move towards
filling them. When positioning their brands, they engage their customers in a manner
that helps them to identify the sets of alternative needs that can be fulfilled by such
dynamics as changes in product composition in order to match the uncertainty that may
characterize specific supply lines.
In designing and applying a game-like strategy, business leaders are responding
to the complexity and dynamic nature of the business environment and simplifying it for
stakeholders (Baines, Petridis, and Ridgway, 2015). The strategy is therefore meant to
account for dynamic changes that are occurring to organization in such an environment
– including how opportunities for performance and growth are changing. In creating
such a strategy, the resilient leaders seem to focus on the long-term meaningfulness of
the maneuvers that they intend to make and to come up with principles that guide them
through uncertainty. Chaos expose them to changing sources of value, and many of
them have a dynamic approach to resources as well as to how they perceive the
importance of various outcomes. They first establish workforces that are committed to
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the sustenance of a wide range of business outcomes, some of which are shared across
the board – such as financial resources and meaningful employment. This is part of the
foundational pillars or ground rules of their gamification strategies. The business leaders
ensure that people are continually occupied in ways that are productive to the
organization and also meaningful to them. As a result, events of disruption will be
understood variedly based on the dimension of business value that is disrupted for each
employee. The business leaders allow each employee to expand their mandate in an
unlimited manner when safeguarding a dimension of value. As a result, the leaders can
focus on more complex issues with regard to the existence of the business as a whole
and how the input of various people may be regulated to ensure continuity of
operations in the post-disruption scenario.
In gamified business strategies, people that contribute input are facilitated to act
faster without having to ponder on elements of strategy all the time. This is because
they gain realization of how their specific skills fit to components of the goals or
missions that are being pursued and prioritize utilizing the opportunities that are
presented for them at a given time. They are therefore readily generating input as
chances for doing so arise and synergizing each other’s input based on the progression
of the game. Gamification strategies also attend to a variety of psychological needs,
hence increasing motivation (Sailer, Mayr, Hense, and Mandl, 2017). This contributes
sustenance and progress of business operations. The leaders mainly lay down the
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ground rules with regard to strategic elements of members’ input and how the
members can be facilitated to contribute such input with ease. The approach enables
members to focus more on their abilities and potential when generating input and less
on the overall changes that happen to the organization. The leaders understand how to
increase and decrease orientation towards strategic issues in order to also maintain a
required level of collaborative decisions on elements of strategy.
Game-like business strategies yield adaptive enterprises, and the resilient
leaders accrue competence in leading such enterprises. This as a result of having to
continually generate dynamic positioning for their businesses in the chaotic
environments, whereby; the business adaptively responds to changes in the source and
nature of threats and the respective changes in access to various types of resources. The
leaders mirror such positioning in the way they apply their experience with chaotic
environments and in how they generate internal business environments that facilitate a
game-like response to the chaos. Their businesses have to undergo intermittent periods
of reorganization, and the leaders have to specialize in managing organization-wide
change. The mandate exposes them to challenges that increase their creativity and
capacity to withstand pressure. They acquire competencies that also reflect a gamified
approach to the management of exhaustible resources, both on a personal level and at
the organizational level. Research has also shown that gamification improves learning in
social contexts and the leaders exhibit this outcome (Simoes, 2014). The leaders
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acknowledge how being overwhelmed is easy when operating under chaos, and they
have mastered skills for managing energy by understanding when to and how to
engage, when to delegate and change roles, how to structure responsibility in order to
facilitate seamless changing of roles, among other competencies. As a result, they are
able to make effective use of resources by ensuring that such use occurs in the
prevalence of the required capacities and competencies.
The prevalence of a gamified approach to business leadership is also exhibited in
the leaders’ account of habits and behavioral modifications that they develop to deal
with a complex chaotic environment. These habits are mainly developed to reinforce
and train effective responses to opportunities and threats. They focus on heightening
awareness for specific outcomes induced by the environment to their businesses and
also train their emotional and social responses in order to sustain focus on crossstakeholder response. Gamification has been shown to improve people’s awareness and
interest in many different projects and across diverse demographics (Deterding, Cooper,
Canossa, Nacke, Harteveld, and Whitson, 2015). Managing their emotional and social
responsibility is necessary for them also to be able to match the emotional and social
needs that emerge in stakeholder response. The leaders acknowledge the need to
exhibit strength in these areas in order to sustain their awareness of the prevailing
internal and external environment and gain ability for objective action. This helps them
also to formulate their styles of leadership and management. The leaders emphasize on
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styles that increase leader-follower relatedness, reinforcing such elements of social
relations as trust and commitment, as well as having a broad conceptualization of values
that can accommodate diverse stakeholder needs. As a result, they gain more players
into their strategies, and this comes with pools of talent as well. The leaders acquire
experience for assessing stakeholder needs and commit to the negotiation of values in
order to sustain a cohesive gamified strategy.
The resilient leaders’ gamified strategies also rely on how they reinforce the
resourcefulness of relations that are built to sustain their organizations. Such resources
are direct determinants of stability for the structure relied upon to sustain a gamified
strategy – including the validity of rules and expectations that are set in goals. The
leaders, therefore, seek to enhance the abilities that contribute to scores, and this relies
on how they relate with the persons that harbor such abilities. This is aligned to the fact
that the competitive nature of gamified strategies has been known to boost relational
exchanges (Hulsey, 2015). Relational ties, therefore, impact on whether various
stakeholders are able to contribute input towards organizational performance
effectively. The leaders have knowledge of a diverse range of incentives and means of
engaging various stakeholders in order to improve their resourcefulness. Having
operated in some chaotic regions for a long time has provided them with powerful
knowledge on the many constraints that their stakeholders face as they strive to satisfy
their various needs. Since the leaders design their strategies to generate value across
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their stakeholder groups and to adapt to changes in various resources dynamically, the
leaders also maintain value-based modes of engagement for their pools of stakeholders.
As a result, they are constantly boosting the stakeholders’ resourcefulness in order to
enhance their organization’s outcomes.
Reciprocity
Another theme materializes from the research around Reciprocity. It offers
relational construction of obligation and enhances networkable resourcefulness. Earliest
scholars and researchers on fundamental ideas of survival, such as Robert Leakey and
Kurt Lewin (1951) already established human survival as to be anchored on the sharing
of goods and services in “honored” networks of obligation. It emerges that resilient
entrepreneurs constantly check the dependencies that point towards them in the
business environment, and they actively and gladly respond to fulfill their perceived
obligations. This idea in what they call the "web of indebtedness" where reciprocity is
viewed as an adaptive mechanism to enhance survival. Within this approach, reciprocity
creates an interdependent environment where labor is divided so that humans may be
more efficient. For example, each member has provided a service and received one in
return. Each member can devote more time and attention to his or her allotted task and
the whole group benefits. This meant that individuals could share resources without
actually giving them away. Through the rule of reciprocity, sophisticated systems of aid
and trade were possible bringing immense benefits to the societies that utilized them.
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Given the benefits of reciprocity at the societal level, it is not surprising that the norm
has persisted and dictates our present cognition and behavior. Resilient entrepreneurial
networks emerge when the business leaders co-exist in what can be termed as a coowned business environment. In such an environment, there is ease of sharing
responsibility as resilient business leaders appreciate challenges as sources of potential
growth (for both their businesses and for the business community).
Entrepreneurs who successfully establish operations in highly disruptive settings
tend to identify and appreciate each other for the shared experiences and clear
knowledge of what it takes to survive and grow. In the Levant region, escaping war,
surmounting infrastructural deficiencies, and finding reliable suppliers are just some of
the common narratives that shape some shared elements of the resilient leaders’
worldviews. Some of them have grown together in the struggles and understand the
value of voluntary and mutual obligation to the environment. Their success also drives
them to desire networks that can facilitate them to contribute in a much more impactful
way to the communities that have supported their businesses. They form unions and
peer groups in which the socialization that leads to creation of long-term networks
occurs. This contributes forms of sureties for members in how responsibility for some
extreme disruptions can be shared for outcomes that are thought to impact on business
activity. Resilient business leaders constantly meet their end of the bargain and help to
reinforce such networks. Such relational sureties have been known to facilitate the
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success of projects in various organizations (Swärd, 2016). The resilient entrepreneurs’
network of sureties helps them to develop knowledge of the various sections of the
business environment and dynamics that require collaborative action in order to
facilitate progress in chaos. By not breaking important relational ties to stable networks,
resilient leaders sustain a high capacity for instituting broader changes in their
operations.
A major trait that emerges among the resilient entrepreneurs who prefer to
contribute a lot to the business environment is their high level of social resourcefulness.
A chaotic environment a lot of contingencies and risks which are difficult to manage at
the level of individual organizations. The value of risk may even exceed the collective
value of what businesses have sustained in their premises which makes it difficult for
businesses to expect managing portions of the costs that can directed towards them by
chaos in the environment. The resilient entrepreneurs, therefore, tend to strategize
with a lot of their peers in mind and have secured surety for support from many other
entrepreneurs. This form of networkable resourcefulness is a strength in the face of
extreme chaos and disruption because they do not experience high levels of fear and
anxiety. Social resourcefulness is, therefore, a source of higher adaptive function for
them. Such resourcefulness has also been shown to reinforce adaptive coping to
difficulty (Drummond, 2014). Key components of their business enterprises are also
monitored other entrepreneurs that rely on them in the network. This reduces risk and
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may lower surveillance costs for them. They reciprocate by contributing to what they
can facilitate in their operations and adding to the pool of knowledge resources that
exist in the network. Reciprocal vigilance is therefore evidenced in how resilient
entrepreneurs co-exist in business environments. Resilient leaders, therefore, focus on
extending their reciprocal vigilance the business environment.
Establishing relationships that are based on reciprocal vigilance is also easy even
for entrepreneurs that are outside already-established networks. Kotler and Caslione
(2009) note that business leaders require a high level of vigilance to gain knowledge in
turbulent business environments. Resilient entrepreneurs have good knowledge of the
chaos in a way that facilitates them to effectively establish contracts based on how they
assess the value-at-stake for both parties. They also do so because they can
accommodate a good level of risk for establishing relational ties. As such, resilient
leaders come out as to be very inclusive when it comes to dealing with other businesses
in the environment. The trait opens up numerous opportunities for them to synergize
their operations with a variety of industry players. Having a high level of resilience
enables them to take up considerable responsibility in expanding relational ties in the
business environment. It also makes it easier for them to ascend to higher levels of
leadership or influence as the change that they create becomes visible and impactful to
the business environment.
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Resilient leaders also demonstrate reciprocity for the communities that they
operate in, assisting on critical issues. They have formulated firm positions on issues and
challenges that face their societies and therefore have bold opinion on important and
common issues. They, therefore, expend some attention towards contributing to the
progress of social issues. They have a deep understanding of the underlying dynamics of
conflict and wars that create the chaos around them and are capable of conceiving of
optimal business solutions alongside articulating an independent view of the chaos for
the known causal dynamics of it. The leaders also show that they can scale easily with
operations that are aligned to well-established values in the community. Their activity is
therefore highly legitimized, and they are making effort to increase participation in such
activity. They are very knowledgeable of the scope of such values and ready to also
engage people with compatible or tolerant worldviews for the sake of community
development and progression. Values give them an edge over competitors who fail to
cognize complexity of the social and cultural landscape. It helps them brand themselves
and their businesses favorably in the community and have stronger connectedness with
important stakeholders.
By maintaining a high level of reciprocity in business practices, the leaders also
embrace communal values that help to explore and establish a more meaningful
entrepreneurial identity. Having a well-formed entrepreneurial identity has been shown
to aid the alignment of an entrepreneurs’ passion and habits to expectations of the
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wider business environment, i.e., the community in which an entrepreneur operates
(Murnieks, Mosakowski, and Cardon, 2014). Extreme chaos makes some entrepreneurs
to encounter complicated transformations of their enterprises, and they seek to reestablish or re-orient their entrepreneurial identity. They, therefore, engage in
reciprocity to extend the forms of socialization that can reinforce strategies which serve
as frameworks for yielding purposefulness and meaning in brands and in entire
entrepreneurial pursuits. They also have bold corporate social responsibility (CSR)
presence in the communities. Their bold CSR presence extends the legitimacy of their
brands and sustenance of operations that are generating resources to help advance and
sustain communities. Environmental conscience is exhibited in how many of them
conceive of community-directed contribution. They also facilitate other stakeholders of
the business environment to gain mobility across areas that the resilient entrepreneurs
have mastered and also show great regard to humanitarian values. It is therefore
common for resilient entrepreneurs’ narratives to show they engage in community
policing roles, and in promoting ethical business practices.
Pivoting
This theme on pivoting is one of the main descriptors that describe how business
owners in chaotic environments change much more quickly than they would in other
environments. They may abandon and re-orient an idea or project in alignment to the
circumstances of hardship, destruction, and to tolerate a certain amount of failure. It
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also involves leveraging over the dynamics of a changing environment to generate
opportunities for progress. In doing so, they also demonstrate agility, a special form of
capacity for performance on its own and a very effective source of success in their
change-prone settings. Agile pivoting signifies capacity for progressing much more
quickly even when operating under constraint and experiencing non-linear forms of
thriving (Ries, 2011). However, chaotic environments of prolonged disruption offer a
much more problematic view of constraint. Businesses may not only be impeded from
growth but also obscured from realizing opportunities. Resilient business leaders can
maneuver through such settings by pivoting business strategy to identify a direction of
success dynamically. To orient themselves in chaos, the leaders establish their ideal
position of agility in strategy. Such an establishment is value-based, i.e., made about
well-formulated preferences in alignment to a given strategy. The ability to formulate an
ideal orientation in strategy amid chaos is a rare competency, and its absence is obvious
in business failures that happen in the event of any rapid changes in the market. In
chaotic environments, multiple elements of business strategy can fall apart very quickly,
and a business leader may remain predisposed to a period of indifference and
indecisiveness, making things to get worse. Resilient business leaders can establish a
strong presence and active responses to deteriorating circumstances by making firm
selections of things that may be salvaged and concentrating action over a select domain
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of possibilities. Agile pivoting is, therefore, key to the establishment of resiliency
environments of prolonged chaos and disruption.
Pivoting ensures that value is captured and sustained or improved during
transformation or in under forms of change (Bajwa, Wang, Duc, and Abrahamsson,
2016). The leaders tell of major drivers of value being predisposed to potential
misalignment by rapid change. Being resilient involves holding such drivers in an
appropriate position relative to the selected dimension of change to not only facilitate
change but also create or sustain value. For instance, in changing their line of products
to respond to a sudden change in market composition, the leader’s direct re-assembly
of value components – a process that is daunting and risk-prone in chaotic
environments. They decompose old structural components of their enterprises and reestablish those that can facilitate the new venture. Value orientation facilitates the
refinement that contributes to the process of pivoting. The leaders, therefore,
demonstrate the potential for leading major redefinition of strategy and organizationwide change in a manner that is more rapid and unpredictable when compared to
ordinary forms of organizational transformation under undisrupted circumstances.
The process of catalyzing a movement in the direction determined through
pivoting involves such everyday items as the affirmation of new goals (and catalyzing
the learning process of followers). Shifting resources, reorganizing people to synergize
competencies, managing levels of motivation, facilitating teamwork, managing the
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dynamics of changing relationships, and checking one’s effectiveness and growth. To
incorporate these elements into a pragmatic approach to progress demonstrates that
the leaders can demonstrate levels of strength that match demands of a chaotic
environment. Some resilient leaders can visualize a hierarchy of such elements and
establish those that are supreme, and this still reflects a value-based orientation of
progress. For instance, managing relationships are commonly identified as to be
mediating most of the progress that can be achieved through the other elements, and
some resilient leaders model their approach over it. Some pre-establish a culture of
learning to learn about their followers’ learning styles and determine was by which
chaos can mastered by members of the organization. Subsequently, they coordinate
members to learn from each other and reinforce their capacity to respond to rapid
change. As such, they transmit the building blocks of resilience to followers. Personal
resilience at the level of leadership is mapped to the development of personal
leadership at the level of followers and leadership applied to build collaborative
resilience at the organizational level.
Resilient leaders can create and reinforce resilience among followers by making
them learn to overcome limitations of conventional practices and habits of
performance. The leaders move them towards the pivoted direction in strategy to
accept new ways of doing things and new expectations for performance. Once followers
start to realize legitimate outcomes in such movement, the opportunity for complete
176

strategic and organizational transformation becomes apparent. Resilient leaders remain
cognizant of how followers change – a potential source of more chaos for the leader.
The leader’s initial priority is to handle change resistance and fear. They also seek to
induce supportive peer-to-peer influence to perform lower levels of internal pivoting
where individuals move towards the direction of the ones that are most successful in
making progress. The leaders are then able to manage complex dynamics of employee
adaptability by retreating to manage relationships. Strategic dependencies are also
made for other groups of stakeholders and across stakeholder groups – including
customers, distributors, recruiters, outsourcing agencies, among many other
stakeholders. Such dependencies have been shown to emerge in businesses that seek to
create value through organization-wide change or change in their business environment
(McBride, 2014). The resilient leaders ensure to make these dependencies emerge in an
objective and value-based manner to contribute more effectively to the overall strategic
pivot. Successful, resilient business leaders’ manifest capacity for maintaining such a
pivot because they successfully oversee major business transformations in times of
extreme disruption and chaos.
The leaders also pivot on trends and ensure that they are developing a climate of
confidence and professionalism. Many of them emphasize the need to always
understand the trends that are taking place in the market and industry as a whole as
opposed to monitoring the immediate business environment. They note of major
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changes in the availability of skills for sustaining certain operations, needs for changing
lines of operation or diversifying to avoid being overrun by supply chain disruptions, and
a changing social climate that may impact on the need and value of certain services.
They, therefore, monitor the environment to mitigate losses, make the business
profitable, sustain the welfare of stakeholder and spur growth. Being committed to
organization continuity. They also maintain a high level of willingness to learn from
people that have operated in other niches of the business environment. Sometimes they
are also very experimental in trying out new lines of operation to extend their skills and
knowledge. The leaders cite the need to have some other deeper interests in life –
having places to transit to when engaging in introspection and brainstorming as to also
be important for sustaining themselves. Being able to constantly coach and mentor their
followers also gives them assurance and confidence in the sustenance of their
enterprises.
The resilient leaders also pivot to dynamic relational dependency and
collaborative growth. They recognize the need for resilient relationships in their
organizations to sustain collaborative performance amidst prolonged chaos and
disruption. In ordinary non-disrupted environments, business leaders often allow
relationships to play out along many contingencies (both from work-related and
unrelated sources), controlling only for extremes. On the contrary, people operating in
prolonged chaos need every aspect of beneficial relationships as a resource and some
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also need it as a source of strengths. Resilient leaders, therefore, seek to expend
adequate resources towards building an environment of supportive relations and
reliable interdependencies. They, therefore, pivot for dynamic dependency and
collaborative growth. Such pivoting also involves orienting business relationships in a
selected direction (Faris, 2013). The pivot supports the creation of agility to facilitate
survival and thriving. There are many contingencies that occur at a personal level within
chaos and pivoting for dynamic dependency also provides employees for anchoring their
reorganization towards resources that can be sustained as more of them acquire
resilience. The relational resources that employees establish to facilitate group
resilience (including trust and commitment) are invaluable to the working of teams
amidst chaos. It lowers the overall cost of managing individual employees (including
time resources) hence allowing for the leaders to focus other outcomes in their business
strategy.
The entrepreneurs also gain resilience within their respective networks, and
they can pivot on the strategy of a given network. This provides additional capacity for
dealing with the external business environment – including managing access to
infrastructure and markets. They also facilitate each other to gather knowledge
resources that are applied to establish more informed strategies. Pivoting on a network
strategy also enhances their opportunities for charting new ground for their operations
as other entrepreneurial ventures help to create such opportunities. They also gain
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additional capacity to anchor elements of their changes to the network to hold onto
some resources that can be obliterated by exposure to chaos during critical changes.
The risk that characterizes a non-pivoted approach to change can be incomprehensible
because organizations may end up being disintegrated by the many threats that
characterize environments of prolonged disruptions. Many of them, therefore, opt to
pivot on available relational supports in addition to the leaders’ structural anchors for
resilience amid chaos.
Thriving & Growth
The business leaders’ resiliency has to a great extent been defined by how they
create resilient thriving of businesses while operating in chaotic environments. Most
conventional approaches to business leadership will usually adopt performance
expectations that are aligned with the prevalence of order and regularity in the flow of
key resources. On the other hand, businesses that operate in chaos are only able to gain
from leadership that adapts to disorder and irregularity in the flow of resources. The
businesses are therefore made to acquire the capacity for salvaging and sustaining value
in situations where normal businesses would cease to conceive of such value. The
various ways by which resilient leaders create such growth includes strategies for
designing value repositories that are perpetual to the chaos (including assigning value
through relationships with people rather than through physical resources), strategies for
selecting or developing business systems that respond favorably to chaos, and through
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knowledge-driven strategies. Strategies that generate growth through people bring
organizational resilience strategy by elevating the value of inextinguishable relational
ties. The business leaders cultivate such ties by getting involved with people with
diverse interests that are negotiable in light of an emerging or an existent business
strategy.
Networkable dimensions of thriving characterize the resilient leaders’ approach
to long-term business performance. They encompass streams of performance that can
complement, augment, and even replace each other in times of disruption and in
recovering from the extremities of chaotic environments. The networkable forms of
growth can be contributed by different business units, products, brands, and teams of
workers, as well other groups of stakeholders. Resilient leaders master the art of
designing such performance and invoking various dimensions of performance to
augment, complement or supplement each other. For instance, they create their
product lines to include sets of products in proportions that match cycles of demand.
This facilitates the establishment of teams that can work on each product and its cycle
in the market over time while also coordinating them in a way that establishes
networked forms of growth. Businesses that can demonstrate such strategies have also
been shown to benefit from economies of scale for tapping different dimensions of
performance (Rindt, 2017). Others focus on how they purpose certain raw materials and
can re-purpose them based on an on-demand strategy. There is also focus on the design
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of jobs and tasks to network the performance across competencies. Leaders that
manage small or medium-sized workforces for which they can monitor the performance
habits of each can identify the trajectories of performance and network them to yield
overall organizational performance. Leaders also design organizations that transcend
the cyclical nature of some of the disruption that they face and network nodes of
performance based on the nature of output for the various points in such nodes.
Resilient leaders can conceive of sets of business functions that give rise to
adaptive business systems for operating in chaotic environments. These systems
accommodate sources of disruptions in modeling business performance and in
determining how thriving should be approached. The leaders recognize the fact that
failure to understand the nature of these disruptions as inputs to organizational
processes leads to low awareness and inadequate management of risk. The leaders
contribute valuable knowledge to the resilient business systems as they understand
some exemplary transformations that various organizations and industries go through in
their environments and can input predictive alterations in strategy to create resilient
growth. They help to interpret possibilities in changes that occur to organizational
behavior and help to create points of reference for future strategies. Different leaders
have different forms of knowledge that suit their areas of operation. They help to
conjure up resilient business systems by providing adaptive rules, functions,
organizational processes, and performance expectations that suit a chaotic
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environment. As a result, their organizations experience the growth that is associated
with such adaptability.
Resiliency in thriving and growth is also embedded in organizational culture by
leaders who establish certain approaches to relationships and decision-making as part
of organizational adaptation to change. The leaders establish visions and goals that
mirror certain common practices which may also be based on a select set of values that
may be shared across organizations. They depict this in how they communicate and
interact with their followers at all times. They also mirror such values in workforce
development – employee recruitment, selection, training, deployment, and continued
development. The leaders also engage the wider social environment based on such
values to have a culture by which risks are handled. As a result, they can resound certain
standards or common norms in how partners and stakeholders are expected to engage
over elements of uncertainty and sources of value in the chaotic environment. These
norms are a highly valued trait in business and research has shown it is related to
cultural elements of businesses, their environments, and their modes of operation
(Hamid, 2013). The business leaders also tune their internal organizational environment
to mirror certain norms and approaches to risk, as well as perspectives on the broader
social, economic, political, and legal perspectives of the extremities of chaos and the
losses that are encountered in business operations. In establishing a resilient

183

organizational culture, it becomes easy for members of the organization and partners to
set priorities and understand how to engage in a chaotic environment.
The leaders also steer entrepreneurial growth among their followers. They
nurture entrepreneurial capabilities in them and allocate resources to facilitate such
growth. They also monitor the environment for people with extensive knowledge and
experience in areas that could bring change to their business. By conducting leadership
development internally, they create surety for existence people that can appreciate
opportunities for leadership. They also attain a diversification in the pool of people that
are capable of steering the business forward. Many of the leaders also insist on
demonstrating thoroughness and a solid sense of discipline as a way of mentoring and
influencing their followers. Their business operates in an increasingly complex business
environment with high levels disruption, and with many people depending on it to
provide vital products and services. As a result, they assume the mandate to establish
organizational discipline and to prioritize performance in a way that creates a legacy and
exemplary image in their communities.
The leaders also contribute to enhancing stability in some elements of a business
operation by consistently working to establish and sustain a sustainable structure of
ownership and management, as well as a sustainable model of business operation.
Disruptions render such structure to ruin, but they understand how critical it is to longterm performance. They are also being able to diversify their lines of operation without
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creating flaws in ownership or disrupting harmony and coordination among members of
their organization. Harmony among members of their organization is sustained as a
result of well-established structures and cooperation and fair allocation of resources
and rewards. Some of their businesses have transcended across many eras of disruption
in the Levant region and have outlived different transformations in the social, economic,
political and technological worlds. The leaders are ensuring that they do not cause
limitations to how the business develops and attracts talent by sustaining fair and
dignifying practices in their management of human resources.
Resilient leaders also attribute their capacity to generate resilient growth and
thriving to the effort they expend towards the revival missions in post-traumatic
situations. Such effort involves support harnessed in the forms of physical, emotional,
and psychosocial reinforcements to the performance-related input of various
stakeholders. Anticipating certain needs for such forms of support and creating points
where it is available makes their leadership resilient and adaptive. The support is
directed both at the organization as a whole and also directed at individuals that
experience traumatic events and require support to be able to engage in productive
activity. The post-traumatic growth of their organizations includes collective managing
of new realities about prospects. Such growth has been associated with the appreciation
of unexpected but established realities that follow traumatic change (American
Psychological Association, 2016). In the resilient leaders’ views, such realities emerge
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concerning sudden changes to how the past was being understood and routines that
have to be discarded to suit major changes that have been caused by extreme events.
Employees face new demands for performance under the new realities, and the leaders
remain aware of these demands, adapting their leadership towards moving available
competencies towards such demands. As the business leaders support employees to
adopt new requirements for performance, they are also harnessing motivation for the
employees through various forms of incentives and managing organizational input into
the employees’ thriving. They also monitor the performance impediments that are
yielded by disruption and manage them collectively to discern the reality that
characterizes the prevailing organizational circumstances for performance and growth.
They aim to sustain or generate growth in the process of instituting new elements of
organizational strategy across operations, business systems, and aforementioned
human resource changes. As a result, they reinforce resilience in different aspects of the
organization.
The expanded awareness that resilient leaders acquire for managing growth
under chaos includes an understanding of limitations of conventional measures of
organizational growth and remodeling their approach to include existential growth and
also incorporate more human dimensions of growth as part of their resilient approach
to thriving. Chaotic events interact directly with existential elements of an organization,
threatening its survival and sometimes disintegrating some key structural elements of
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the organization. Prolonged chaos does not provide business leaders with a guaranteed
restoration of order and stillness in the business environment. Instead, business leaders
have to embrace sustained levels of uncertainty and work around them to grow. When
extremities of disruption occur, organizations are exposed to major changes and the
environment may also enforce a renewed approach to resources that sustain the
organization. Resilient leaders can transcend their strategies across extreme disruptions
to account for various dimensions of growth. The existential growth of their
organizations is established by such transcendence where adapting to the new
environmental conditions and requirements is embraced continually as a source of
thriving and inputs from such an environment are adapted to some fundamental
elements of a business strategy to identify more with such an environment. Resilient
leaders acquire such an adaptation much more quickly because they gain experience in
multiple extremities of chaotic situations.
Protean Gumption
The other theme is on the ability of business leaders to change frequently, easily
and on their versatility and endurance. Such leaders have been known to execute
change via effective task engagement, aggressiveness, resourcefulness, courage, spunk,
and guts (Chakrabarthy, 2010). They achieve a high level of resourcefulness and
strategic versatility through well-thought diversification of expectations. The predictive
mechanisms that they apply to understand change are designed for flexibility. They,
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therefore, have capacity for dynamic sustenance of value. This is because they have a
more diversified value perception. This facilitates flexibility in thriving mechanisms that
are initiated in periods of rapid and complicated transformation. Chaos expose them to
situations where a narrow perception of value can be catastrophic in the event such
value is stripped away by sudden increase in the level of instability. Their diversified
perception in anchored in the breadth of relationships that support a wider view of
meaningfulness in business activity as well as an expanding base of knowledge of some
cyclical forms of disruption and the various elements of value that are most important
for recovering from them.
In as much as some of the leaders demonstrate exceptional levels of endurance
and patience in operations that are affected by environmentally-induced stagnation,
such patience is mainly exhibited for the most basic controls that they establish for
containing damage, while at the same time, they are non-hesitant at executing dynamic
strategies. They, therefore, gain direct experience of growth from the chaos and still
maintain room for examining dynamics of the sources of value that prevail in the
business environment. Having a high level of vigilance over the life cycle of a business
has been associated with long-term success (Jabłonski and Jabłonski, 2016), and the
leaders are resilient enough to sustain it under prolonged chaos. The leaders also
maintain a level of independence from some of the established cyclical constraints that
can impede strategy in order to facilitate their own flexibility. The value-oriented
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decisions that they make to catalyze growth and thriving amid rapid change facilitates
their adaptation to the pace at which catastrophic events change access to certain
aspects of the business environment. This reinforces their cognition of the pace at which
change progresses and to gain experience based on the responses that they are able to
elicit. Being able to do so expands their arsenal of ideas and scope of knowledge on the
extremities that take away various forms of business value and strategize against them
in subsequent cycles. It also facilitates their own introspection on the pre-determined
forms of business value, a process that often triggers evolution of strategies whenever
such values are expanded, exchanged along relational ties, or reorganized in new
hierarchies of importance. They, therefore, seek to expand their scope of their potential
fates in order to match the complexity of their troubled environments.
When the entrepreneurial leaders go through a catastrophic event, they
establish means for attaining existential growth. Such growth is enforced through
actively sustained cognition of the emerging complexity in order to establish future
accountability for the processes that generate a loss or damage, and this facilitates their
arriving at viable and sustainable solutions. It works both at the level of employee-toemployee wellbeing as well as at the organizational level of wellness and in managing
organizational identity, among other areas of organizational existence (Vandyshev,
2015; De Santis, 2015; Jensen, Neck, and Beaulieu, 2015). Chaos create a necessity for
multidimensional controls and the leaders’ process of conceptualizing and implementing
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diverse solutions also helps to enforce competencies that generate existential growth. A
high and consistent level of awareness and sustained presence is needed to oversee
chaotic events, perceive of such controls, and formulate response strategies. Contrary
to notions of positive psychology where psychological presence in the face of extreme
events is often seen as to be viable for short-term recovery, resilience is therefore seen
to depend more on accounting for the progression of survival with clear awareness of
the processes that generate loss. The leaders are therefore receptive to the process of
reflecting over complexity and reorganizing their available knowledge to enhance the
comprehension of chaos. In their environments, the leaders cannot escape many of the
changes that reinforce their resilience, and such a process is bound to come to their aid
once they have established it as a form of competence. The development of resilient
entrepreneurial leadership manifests itself as cyclical disruptions become less impactful
for the negative business outcomes that are associated with them and as their
relationship with business gains is decoupled. They account for such changes by
manifesting presence and vigilance in order to acquire agile adaptability. Radical
solutions are therefore common, and a no-limit approach is also demonstrated
Entrepreneurial leaders that maintain readiness for full transformation of their
business strategy in the face of extreme and prolonged chaos also attest to having a nolimit approach when it comes to instituting strategic change. This includes the option of
shifting lines of operation or changing overall operational strategies to suite demands of
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an emerging environment. It also includes the possibility of re-establishing operations in
new areas, i.e., a complete change of business premises, a change in the pool of
targeted customers, and a re-establishment of supply chains. It is common for the value
chain to be interrupted in a manner that guarantees such transformation. Most ordinary
businesses have been found to be vulnerable to such interruptions and to lack resilience
in managing it (Elliot, McCann and Manley, 2016). Business premises can also be made
uninhabitable by war events or hazards, and this may require that the businesses move
to new locations. Such movement comes with costs and changes that the leaders have
to manage. Resilient leaders are therefore ready to make changes as flexibly as their life
situation changes. This improves their survivability and enhances the extent to which
competencies are developed for conquering new territories. They however also note
that the regulatory side of this dimension is equally important and it, in fact, completes
the whole idea of protean gumption. Being able to regulate action is the side of
flexibility that makes it possible for them to avoid losing resources in new ventures.
Their understanding of growth and thriving based on a no-limit approach suits
the environment which provides inputs that by far exceed existing infrastructural
resource capacity and may even stretch or overwhelm the established bounds of
strategy. The limits that an environment imposes over business operations and the
respective outcomes make the leaders to understand average performance is not a
viable approach to sustaining their survival notwithstanding their sustained ambition for
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growth. A no-limit approach helps them to transcend limits that could suppress actionoriented thought in ordinary and non-disruptive business settings. The approach seeks
to extrapolate all forms of legitimate potential for as far as impediments are overcome.
Such potential lies both in the people that facilitate and execute business strategy as
well as in the opportunities perceived and predicted within the business environment
and beyond such an environment. The leaders demonstrate efficacious ability to drive
change through vision by enabling the members of the organization to visualize a wider
range of opportunities that are available despite the chaos. Followers are therefore
enabled to view the organization from the lens of bigger ideals. They are also enabled to
unlock their potential in order to align their performance to such a vision within the
mission at hand. The leaders also commit to bring strategic change through culture. This
enables members of the organizations to adopt specific assumptions, beliefs, and norms
that help to add value to the organization. Progressive performance and reinforcement
of organizational commitment are created and exhibited in such leadership. The leaders
also seek to drive organizational citizenship behavior; the leadership drives positive
attitudes towards the organization among its members. These members come to adopt
positive perceptions of the organization’s initiatives and expend their own extra effort
towards promoting the organization’s ideals. They, therefore, come to demonstrate
discretionary behavior towards generating output that enhances growth and
sustenance. The business leaders, therefore, exhibit elements of a pragmatic mindset in
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which any practical opportunity for generating value is bound to prevail for as long as
legitimate outcomes are viable. In as much as opportunities may be rendered by the
established business strategy, the dynamic approach to strategy that has been
described opens room for the no-limit approach to prevail.
The resilient leaders also have a high affinity for innovation and surprisingly wellformed intentions for globalizing their enterprises. Chaotic environments and prolonged
conflict exposes them to a deprivation of resources that induces innovative attitudes.
They are used to creating things from ground-up and turning unproductive
environments into productive ones. They, therefore, derive models of growth that suit
chaotic environments, the potential of such models has also been established in past
research (Akhmet, Akhmetova, and Onur, 2015). Many of the resilient leaders exhibit
innovative capacity for having created or differentiated products or founded a brand,
either on a small scale at initial stages of their careers or as owners of full-fledged and
large business enterprises. In applying innovation to chaos, they also learn to adapt
some limited forms of existing technologies to complex environments, and this also
creates opportunities for learning. Their affinity for innovation makes them attractive to
potential partners for the range of solutions that they offer towards complex problems.
They also idealize the limitations of problem-oriented technologies such as tools for
predictive business analytics that are designed to suit lower limits of challenges in nonchaotic settings. In being able to stretch these systems, they gain potential for better
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performance in non-disruptive or occasionally disruptive environments with the
knowledge passed from settings of prolonged disruption. As they grow, their mastery of
innovative systems expands the scope of potential strategies that they can apply
adaptively in times of chaos and as opportunities change. The entrepreneurs are also
very receptive of globalization as a way to expand their reach to wider markets. Those
who have grown their businesses into large enterprises are willing to operate in both
chaotic and non-chaotic settings, with higher potential for reaching out to more parts of
the world than business leaders who lack experience in prolonged chaos. Their
adaptability levels are therefore exceptionally high, and they have dynamic preferences
with regard to sources of desirable business outcomes.
Self-Control
Self-control is resounded as another major source of resilience for leading under
chaotic environments. This quality is tied to personality strengths that contribute to
resilience (Nguyen, Kuntz, Näswall, Malinen, 2016). The leaders speak highly of this
quality as an important pillar of their capacity for continued operation in chaotic
environments. The dynamics of self-control operate at both the social and individual
levels, the social level being composed of stimuli that triggers divergence from control
and various sources of self-control reinforcements while the individual level being
composed of elements of the self that may be assessed for control and the extent to
which the individual is able to formulate and enforce controls. In environments of
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prolonged conflict, disruptions, and chaos, individuals are exposed to sources of fear,
anxiety, and confusion in a manner that impacts on all dimensions of self-control. A
wide range of inhibitors of self-control also emerge from the complexity of behavioral
tendencies and expectations that occur in chaos. Resilient leaders are able to
continually control how they project their feelings in engaging with people, tasks, and
business processes. They also facilitate their followers to gain control over inhibitors of
self-control. The leaders’ effectiveness at maintaining elf-control is exhibited best in
how they are able to elicit contained impulsivity without generating undesired
overheads in the psychosocial domain and in the actual resource domain of business
operations. They achieve this by having stable anchors towards an established and
principled self that is not mutable and is persistent throughout chaotic events.
An immutable sense of self provides an unshakeable consciousness for the
leaders that commit to processing and responding to chaotic events based on their
knowledge, intuitive capacity, and experience. It is established through firm resolutions
that are made as leaders assess and adopt values and principles from experiences with
disruptions, loss, gains, and thriving as well as the wider experiences that they gain in
relationships that ensue, grow, or subside in the business environment. It is also
reinforced by habits adapted in dealing with issues both at the cognitive level and at the
actionable level of decisions. The leaders maintain a deep comprehension of the
meaningfulness of their engagements in the business environment and are committed
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to sustain such meaningfulness. They are therefore perceiving an orientation of their
self to legitimate courses and are committed to sustaining such an orientation. This
enables them to harness energies from the emotional, physical, and social dimensions
of engagement towards such commitments.
The leaders’ capacity to maintain an immutable sense of self increases their
sensitivity to deviances from the set of controls that have been established for the self
and by the self. As a result, they require minimal engagement with inhibitors of selfcontrol to be able to identify such an inhibitor and respond to it. On the contrary, a
mutable sense of self renders an individual to prolonged engagement with an inhibitor
of self-control, and this opens up opportunities for further deviance from viable controls
for maintaining stability of the self. Inhibitors of self-control in chaotic environments are
many, and they include lifestyle-related behavioral risks and their associated cognitive
dysfunctions as well as challenges in the social and individual domains of work-life and
personal life. An example of a behavioral risks that open up lines of weakness for
subsequent loss of self-control include substance abuse and undisciplined forms of
consumption. They occur where individuals develop behavioral patterns of avoidance,
and this indicates perceived lack of ability in attempt to face the challenges that arise
within the environment. Such perception may lure the affected individual into
ineffective habits like drug abuse or other practices of self-harm. It hampers capacity of
control at the biophysical level and escalate this into the social domain of an individual’s
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function. The resilient leaders have a sustained awareness of such risks and select to
optimize on decisions that suppress these risks. They also dedicate themselves to
sustaining workforces that can attain higher levels of self-control and awareness of the
inhibitors of such control.
A mindset of sustainability is evident in how self-control is sustained as source
and dispensation of resilient leadership. It relates to how priorities are structured and
how decisions are made with regard to the types of opportunities that are to be pursued
under chaotic conditions. The leaders speak of the challenges associated with focusing
on short-term and medium-term outcomes and how they seek to optimize for the longterm despite the uncertainty that they face in chaotic environments. This showcases a
resilient mindset that is yielded through sustainability strategies. The leaders do not
readily adopt strategies that mirror actions of competitors in the business environment
because there’s a likelihood of bias towards short-term gains in many organizations.
Instead, they always attempt to formulate strategies that reflect desirable long-term
outcomes. Similarly, the creation of business strategies reflects an effort to guarantee
business function in all dimensions of the strategy whenever they are applied to the
business environment. As a result, the leaders resist temptations to appeal to
immediate and unassessed incentives at the expense of establishing a stable and
systematic approach to opportunities and challenges.
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Self-control safeguards the integrity of resilient leaders’ decisions in order to
protect their organizations from being infiltrated by unethical values and illegal sources
of value. Environments of prolonged conflict offer many improper and perverse
incentives for dealing in illegal and unethical operations to augment the stability of
businesses. Resilient leaders are capable of resisting such incentives as they have an
established set of legitimate values and principles that guide their activities in such an
environment. The leaders’ self-control, therefore, goes to determine how their
organization maintains its integrity separate from illegal trade and unethical practices in
the chaotic environment. Such forms of control have mainly been established a form of
self-regulation of behavior that is meant to facilitate access to better options at the
individual and social levels (Artuch-Garde, de la Fuente, Fernández-Cabezas, GonzálezTorres, Vera, and López-García, 2017). The leaders also apply it to manage internal cases
of violations of key values, norms, and principles of conduct. The leaders speak of a
wider mandate to reinforce such values and guide followers to adapt them as a priority.
The range of behaviors that are trained is always broad and requires dedication to track,
determine and control. The leaders, therefore, to cultivate self-control in continuous
engagement with the employee. The employee is guided to understand the scope of
stakeholders that have interest in their activities and the acceptable range of values that
have to be mirrored in conduct in order to exhibit desirable citizenship behavior. Ethical
employee behavior is therefore pursued to generate self-control and employee
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citizenship behavior. This enables the leaders to yield willingness to take up tasks and
complete with minimum supervision, as well as engage in long-term learning. It
reinforces the resiliency of the workforces that they develop. The leaders also
continually assess violations based on record and evidence of such guidance in order to
establish elements of character that may guarantee decision to sustain, suppress, or
terminate relationships.
Self-Efficacy
Self-efficacy, which is the tendency to act to assert perceived individual abilities
and affirm beliefs related to such abilities (Al-Jammal, 2016) is exhibited in the leaders’
narratives. It emerges as a solid relationship between outcomes and abilities that the
resilient business leaders demonstrate along with their consistency and capacity to
maintain an improbable set of outcomes. The leaders spell out a wide range of
expectations that they always meet to sustain their commitment to the missions that
are being executed. Their self-efficacy also delivers a standard of performance that is
exhibited in the organization-wide influence that they create in their enterprises. An
internal drive for competency and effectiveness compels them to want to master their
environments. They, therefore, develop individual willingness to exploit their abilities
and a personal drive for exploring their environments. One area of their self-efficacy
includes control of their timeliness and accuracy in strategic decisions, whereby; the
leaders perceive a mandate always to avail a strategy as soon as it is needed and in a
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manner that is needed. They also perceive a need to set achievable expectations for
their followers.
Believing in their capacity for timeliness and accuracy in strategic decisionmaking provides them with a locus of control that they use to initiate and sustain the
effort in chaotic environments. They believe that they can apply such abilities to how
they engage people in goals and missions, and this leads to the establishment and
sustenance of performance expectations that can generate growth. The leaders
acknowledge the importance of demonstrating some level of orientation towards
performance even when under extremities of chaotic environments. They realize that
their followers can find hope in the extent to which the leaders stay the course to
symbolize sustenance of organizations. The leaders attribute such ability to their strong
belief in having the ability to accomplish goals as is also evidenced by past success.
Resilient business leaders demonstrate an in-depth approach to formulating
beliefs on their potential for success. They begin by creating abilities that guarantee
success for the commitments that they are making. Competencies that reinforce the
resilient leaders’ self-efficacy emerge from intuitive and self-persuasive approaches to
generating solutions. Intuitive approaches are exhibited for competencies perceived out
of the effective judgment of ability based on how the leaders are confident to succeed.
It helps them to bring their feelings, emotions to effective use. These approaches add to
the intrinsic motivation that is exhibited in how they generate strong belief in success.
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They continually apply such motivation it to succeed in the highly disruptive
environments. They also commit to sustaining certain values and levels of discipline and
move to demonstrate such commitment in action. Some speak of having integrity above
all, committing to sustainable business financing, and exercising discipline across all
aspects of business leadership. Some leaders commit to integrating these qualities in
their organizational culture, alongside values of truthfulness, teamwork, integrity, and
qualities of being firm, adaptive to technology and change, and marinating sustainable
relationships. They actualize such commitment in a way that legitimizes their capacity
and resilience. Self-persuasion is also exhibited in narratives that reiterate positive
outcomes to oneself, and the establishment of commitments through self-convincing
and self-dialogue. The leaders narrate of the reflections that they make over
experiences encountered in various situations and the potential for future success. They
achieve self-persuasion most of the time as exhibited by the fact that; they mainly
proceed to tackle all major challenges that emerge in the business environment. Selfpersuasion exhibits some relations with having additional capacity to self-motivate and
to formulate self-drive (Maio and Thomas, 2007). The leaders also maintain an
awareness of emerging opportunities and continually select to pursue options believed
to be the best for their organizations.
The need to always validate beliefs that guide self-efficacious behavior is
prioritized more than mere possession of such beliefs. Resilient leaders understand the
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importance of anchoring their beliefs on a record of achievements and on the progress
that they are making at any particular period. Research has shown that fluctuations in
beliefs can impact on performance (Loeb, 2016), and as such; the leaders approach
helps to sustain their continued performance even when operating under distress.
Beliefs of competencies possessed are therefore born out of a progressive
demonstration of a set of contributive abilities. The leaders, therefore, extrapolate over
the capacities demonstrated with such abilities to understand and establish prospective
outcomes of their future performance. The approach sustains the validity of beliefs, and
this is also important for sustaining attitudes and habits that are aligned with the belief.
This sustenance includes ways by which competencies are stretched or applied
dynamically to changing situations. Without basing beliefs on established competencies,
such beliefs could easily fall apart disruptions kick in. The leaders’ continued effort in
the business environment, their self-confidence, and established knowledge of their
past performance enables them to validate prospects for future performance. This,
therefore, validates their beliefs in the success that is to come as they perform their
duties.
Attempting higher and broader goals for achievement improves the leaders’ selfefficacy. Such goals are readily-available in the communities where the businesses
operate because prolonged chaos impact widely on social systems that need to be
improved to sustain businesses. Prolonged chaos and conflict impact the stability of the
202

immediate social units, institutions in which survivors occur, including. Families, cultural
groups, and organizations are affected by being a part of wider social and institutional
systems that are supported by the collective wellbeing of people and which may also
need to support them when they engage in productive work or long-term projects.
Resilient leaders, therefore, impart self-efficacy skills to their followers. They seek to
establish a self-efficacious community in the business environment. Such a community
is vital to the sustenance of business activity. It provides the market and supply chain of
various necessities that support business activity. The surviving communities in the
regions where the leaders have been operating have demonstrated the potential for
self-efficacious action. They play an immense role in facilitating reconstruction for
repeated extremities of chaos – a case of community resilience. Members of these
communities participate actively in volunteer community rehabilitation programs and
also involve themselves in the restoration of physical infrastructure, i.e., housing, transit
routes, and other amenities. The leaders motivate such behavior by participating
actively and routinely in the same activities and achieving their milestones to motivate
similar action. They also provide support to specific members of the community with
the aim of nurturing personal growth and development in a way to diversify the roles of
their businesses in society. Despite the prolonged tensions that prevail they
demonstrate the drive to change such environments by attempting large projects and
achieving some goals in such endeavors.
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Self-efficacy works hand-in-hand with self-control to generate and reinforce selfdetermination. Businesses that occur in regions of prolonged conflict are sustained by
leaders that perpetuate their self-determinate outcomes rather than outcomes of the
business environments. The environment is always being manipulated, avoided, and
changed to sustain business operations. Leaders, therefore, mirror the quality of selfdetermination at their levels, making decisions that transcend a wide range of threats
and potential influencers in their environments. Their self-determination also provides
intrinsic forms of motivation. Such motivation can be sustained in environments where
external reinforcements are unavailable or dysfunctional. On the other hand, the
motivation that is based on external interventions is usually short-lived or unsustainable
for regular engagement in an activity. Intrinsic sources of motivation can, therefore,
sustain the leaders’ engagement in strenuous and tasking activity for a long time.
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A Renewed Theoretical Construct
The findings highlight indications for shifting from individualistic positivist
theoretical constructs of resilience and thriving towards adopting a collaborative social
constructionist perspective. Interventions that positive psychology yield for leading in
prolonged chaotic circumstances and conflict mainly anticipate an impending state of
stillness or withdrawal of subjects from extremities of such events. On the contrary, the
resilience and growth-related needs of businesses operating under prolonged chaotic
milieus require that they sustain themselves and adopt to such extremities. Leaders who
sustain such businesses in prolonged chaos find individualistic positivist views as to be
inadequate, and they instead develop resilience through subjective socially-constructed
perspectives. The resilience outcomes of their leadership are discernable from fairly
broad patterns in their views, decisions, actions, and principles that do not necessarily
render specific styles of leadership but avail insight into the mechanisms and complexity
of the sustenance that is created for their businesses. A lot of their contributions to the
chaotic business environment is also augmented by socially constructed input of allies
and value-based exchanges that can be negotiated broadly. The process by which such
leaders develop and disseminate resilience is also through an alignment of their
approaches to people, resources, values, and needs with strategy, which often yields
dynamic and adaptive strategies.
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A collaborative social constructionist perspective also extends dimensions of
resilience to offer views that can be adopted at an organizational level. Individualistic
positivist theoretical constructs mainly focus on personal growth, perseverance, and
self-maintenance. On the contrary, leadership occurs through organizational
mechanisms rather than through self-referential constructs. Resilience at a personal
level does not transmit many of the effects that are needed to induce resilience in other
people. Organizational resilience is therefore addressed through collaborative social
constructions of needs and challenges that people are facing, how to synergize abilities,
and strategies for adapting shared values and views in order to gain prolonged
sustenance across an entire organization. Similarly, the view is highly applicable to
initiatives for creating resilience at the community level – the wider business
environment. It accommodates highly-variable patterns in the input that could be
generated across cultures, as well as for diverse social and behavioral norms that are
being accommodated to transcend cyclical extremities of chaotic events or prolonged
conflict. Managing to yield a sharable interface through which individuals and groups
can input their effort and support is the topmost priority for sustaining groups of
stakeholders through prolonged chaotic milieus – such an interface being the strategy
yielded in resilient leadership.
Resilient leaders expend substantial effort towards sustaining the social fabric
that supports legitimate entrepreneurial activity. They are therefore acting in more
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social ways and strategizing a lot to expand this dimension rather than to establish an
equal balance with non-social elements of business systems. A lot of the values that
they harness for business continuity and for prosperity at the level of individuals are
oriented in this domain. Chaotic environments also present a lot of complexities in the
social domain, and resilient leaders realize the importance of dealing with such
complexity soon enough to sustain their businesses. Businesses that are going through
tough times may, therefore, require more intervention in the lines of social leadership.
Discourse on leadership in problematic environments has also been shifting towards
such forms of leadership (Riggio, Kravis Ayala, Orr, and Yacoobi, 2017). Resilient leaders
operate in such environments, yielding strategies that bring a substantial level of
dynamism to how values are exchanged and negotiated. They also lay some ground
rules as a stable base in order to pivot engagement in a specific direction. Resilient
leaders are part of this base, and they develop many competencies at a personal level
too but with a wide range of input from the social and physical environments.
Important conceptual views that support the establishment and application of
resilience in organizational leadership emerge as non-suppressible components of such
resilience. They are forms of enlightening insights into how resilient leaders interpret
chaos and thriving beyond conventions of typical business leadership. Growth, for
instance; has a pronounced existential dimension, and it is approached holistically with
such a dimension in mind. In typical organizational leadership, growth and thriving are
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simpler and almost guaranteed for all substantial forms of positive performance.
Resilient leaders who operate in prolonged chaotic milieus deal with the existentiality of
the growth that they create all the time, and as part of exercising their competencies
and leadership mandate. The many random changes that could occur in the external
business environments and among key components of the internal environments
expose leaders to a level of growth-related complexity that is not usual in ordinary
business settings. They also manage emerging dimensions of recovery for people and
for dynamic resources as part of the change that helps to conceptualize growth and
thriving.
Relational construction of decisions, performance, and thriving is a major
approach for understanding how resilient leaders comprehend activities and their
meaningfulness in chaotic environments. The exchange and transformation of resources
is dictated by relational ties, and the leaders can impact on the growth of resources by
engaging actively with relational dimensions of their operations. The pool of
networkable resources that prevail to sustain business operations are therefore more
impactful on growth than individual value of a single business’ resources. Important
leadership decisions that reinforce organizational resilience are targeted at growing
elements of organization that can be embedded sustainably in established business
networks or entrepreneurial networks. Businesses, therefore, have to scale in relation
to the chaos that face them, and networks are used to establish higher forms order that
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can traverse and surpass the chaos. They cut across various sections of the business
environment and as such, resilient networks are very successful at generating
sustainable business outcomes. Resilient leaders also network their internal
organizational performance, which extends a relational perspective on how they sustain
such organizations. They establish internal synergies in task performance, habits, and
social expectations to dynamically generate networked sources of performance. They
network sources of internal differences that would otherwise add to the chaos and
subvert progress.
Conclusive Thought
Conclusively, a social constructivist approach to resilience provides truly
adaptive strategies and outcomes that can be associated with sustenance of businesses
under chaotic milieus. The resilient leaders are depicting adaptive mindsets that are also
established on diverse experiences in wildly unique business environments. They
generate change while also adapting to such change and relaying it through strategic
mechanisms for business sustenance. They manage a compelling lot of events at their
personal level of performance and function, maintain vigilance for internal
transformations of their organization and for external changes in the environment,
derive strategies that are adaptive to all such changes, lead the execution of the
strategies, and avail support and maintenance in the physical and social dimensions of
business activity. The leaders sustain an extended threat cognition of the chaos to
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generate strategies and response for their organizations and to also towards reciprocal
vigilance in their business networks. They do not restrict their leadership outcomes to
individual elements of business performance, and they mainly focus on long-term goals.
The leaders’ value-based directedness is exceptionally strong as they are not
swayed by chaos from their set of values and expectations. Many of them also adopt a
sustainable view of resourcefulness as a way of establishing assurance for sustained
performance in prolonged chaotic environments. This includes efforts that are targeted
at developing people, dynamically repurposing opportunities and resources, and
applying adaptive strategies. They also attend to the complexity of the business
environments with regard to needs that emerge within the organization and among
external stakeholders. This includes their approach to time and opportunity. They are
able to gamify such an approach and also generate entirely gamified strategies that suit
their business needs and goals for growth and sustenance. Decisions that they make are
prolific in nature, and they apply broad critical assessment of intellectual and logical
potential of conceived outcomes. They also seek to optimize various utilitarian values in
decision-making as a way of attending to the broader meaningfulness of their business
operations. Relationships are highly valued, and they can serve as an interpretation of
severity. Their experience in environments of prolonged chaos and conflict generates a
broad range of competencies and strategies that they make available to their
organizations in order to create resilient enterprises.
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Numeric Coding Themes
I color and numerically code the 9 themes using Table 3. In turn I use the colored
fonts and their reciprocal numerical value in the auto ethnographic observations,
quotes, 12 discussions, and focus group discussions that were weaved in the stories
below. Next in the stories I will use the numbers in Table 3 for ease of readability, and
for grayscale printing. The number will follow the bracketed sentences and will be
underlined and bolded in this manner {Lorem ipsum} 4.
Table 3: Color-Number Coded Themes
Theme
Color
Numeric
al Value

Risk
Manage
ment
Dark
Red
1

Decisio
n
Making
Grey

Gaming

Recipro
city

Pivoting

Orange

Green

2

3

4

Light
Blue
5

Thriving
and
Growth
Blue
6

Protean
Gumpti
on
Dark
Blue
7

Self Control

SelfEfficacy

Purple

Brown

8

9
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CHAPTER 5: STORIED NARRATIVES
I am weaving out from the data collections methods, several emerging cases of
resilient and thriving business leaders conducting business in the midst of extremely
prolonged chaos. These stories are constructed from the extensive notes taken during
my decades-long auto-ethnographic observations, more than dozens of discussions, and
from four focus groups of the 12 participants. These are business leaders who invested
more than US$ 5 million and lost their business because of war more than three times
between 1970 and December 2018 in Lebanon, Syria, and Iraq yet continued reinvesting
to rebuild their businesses time and again. These individuals are venturers in these
diverse industries:
a) Construction Industry
1. Cement Manufacturing Facility - Iraq
2. Iron - Syria
3. Ceramics - Lebanon
b) Fast Moving Consumer Goods (FMCG)
4. Canned Foods - Lebanon
5. Petrochemicals - Iraq
6. Cereals and Chips - Lebanon
7. Sweets - Syria
c) Beverages
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8. Winery - Lebanon
9. Soft Drinks - Iraq
d) Banking
10. Small Banks - Syria
11. Credit Unions - Iraq
e) Pharmaceutical
12. Biopharmaceuticals – Syria
Writing these powerful stories required a high mental focus and a detachment
from emotions and personal memories. They brought back a mix of powerful emotions,
a glimmer of hope, and assurance that resilience and thriving overcome adversity and
quash obstacles under extreme prolonged chaotic environments. The following stories
are but a handful of the collective experiences, interactions, and discussions I had with
the research participants. These were interlaced into the following narratives:
1974-2018s Wars of Lebanon
Ceramics
I was in my early teens in the early 80s seated near one of my relatives Wajeed
who’s a big-time banker and a close friend of ours and Anwar, {driving through one of
the multiple sniper ranges in the Beqaa Valley in Lebanon}8. Anwar is a business owner
who was 65 back them, had spent more than 5 decades in the construction industry. In
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the early 80s {Anwar decided to open a Ceramic manufacturing and invested more than
$10 m}6 with other minority owners in the business.
{The Civil War had been going on since 1974, by the early eighties the shelling of
bombs, the widespread death, the destruction had become the new normal in a country
once dubbed the Switzerland of the Middle East}7. We were heading towards a
manufacturing facility of household ceramics like toilets, tiles, bathtubs, and others. {We
arrived at the facility knowing that Syrian artillery shelled}8 it. {At the time and to this
day there has been no electricity in the region, nor is access to clean water, food, or
finances}9. Anwar who’s the owner of the manufacturing facility immediately stepped
down from the car and {walked towards the ruins of the business}8. {This was the third
time the factory was demolished; it happened twice in the 70s, and once in the 1980.}5
{The owner had that desperate look on them nonetheless remained calm and composed
and started placing few calls using a satellite phone on hand}4. I was awed by the
efficacy and self-control the owner had displayed {while they were checking in on the
destruction around}1. {All their livelihoods, their properties, and the source of income of
several families got destroyed}1,8,9. A few minutes later the red cross had arrived to
assess the death toll at the scene. {The owner swiftly connected with relatives and
families of the employees who died or who were missing to check on them}2,4. The
arduous tasks at hand were insurmountable, {from talking with loved ones to discussing
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with my relative banker all the financial obstacles of white lies ahead, to carrying
discussions with several stakeholders at play}1,4,5,7,8,9.
I recently sat down with my relative Wajeed the banker in order to recount what
happened that day and the following months. What transpired next was nothing but an
inspiring case of business revival, {surmounting adversity and the regrowth of
business}5,6,7. As Wajeed recounted” {During the serval month that followed the
destruction of the ceramic factory, the owner first contacted all business associates to
tap into their support}2,3,4. {There was no shortage of business owners willing to lend a
helping hand”}4. {Few tendered cement, construction material for the reconstruction
and others supplied machinery}1,3,4,5. {As Wajeed continued on to note: “The
persistence of the business owner even inspired the Families of loved ones who died in
the factory to come out for help} 3,4,5,6,7. {In turn, the owner re-employed them in the
production lines of the factory}4,5. A year later the facility was able to secure a
rebuilding loan from the World Bank and witnessed an unprecedented growth in
production, supply chain, delivery, and revenues”.
Canned Foods
During the mid 1990s several fields of crop were burned down by Syrian forces.
The devastation was specially crippling to the agribusiness industry. {One Canned Food
facility, in particular, got hit the hardest, as the yield of vegetables and legumes were
also burned down} 7,8. {This had augmented the hardship of the business, as the facility
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had relocated twice the past couple years. Yet business was severally damaged by the
ravages of war again and again} 1,3,5,6,7. {That day the main owner of the facility
contacted me to assess the situation and provide a recovery plan}3,5,7,9. The owner
Omar is one of the major business owners in the Food and Beverage industry and {
introduced me to his network of agribusiness partners}2,3,4. {Omar had invested more
than $7 in the business in past and used the same resources in the proceeding weeks
contacting them again for financing support}1,3,4,5,6. As Omar rightfully worried: {“The
risk of re-investing for these financers was high, and they had to back out from their
commitments”} 1,2,3,5,8. {The owner then had to tap into different resources; “we had
to depend on spreading and sharing the risk amongst the employees of the factory. We
devised a co-ownership plan to entice interest and engagement by diversifying risk and
fiscal responsibility”}1,2,3,4,5. I couldn’t fathom the {clarity of vision the tenacity and
efficacy}9 in business dealing the owner had showed in these settings. {Propagating the
risk amongst employees wasn’t enough to sustain the production}1,2,3. Such operations
need serious amounts money, so {we connected with the suppliers, and prolonged the
account receivables turnaround to one-year cycle}3,4,5,9. {The factory produced
canned foods at an incremental rate to lower the stockpiles of the inventory and
increase turnover}6,7,8. {Next, the owner connected with green house builders to set
up operations on the burned fields, thus increasing the yield of the crop}3,5,9. Omar
reminded me that “{Water was already scarce; these greenhouses used less water than
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the fields, they also helped increase the turnaround rates of the crop”}5,7,9 . {We also
devised a water gathering mechanism to gather rain water and store for future
use}2,3,4,9. {As the owner couldn’t build silos and warehouses, they rented them to
store the food in}3,5,9. The Factory had to use construction tents and borrowed new
machinery that was able handle the new workload. {The owners reflected again on what
they need to do, “the canning machines on hand also needed to be retooled to handle
the fast turnaround”}2,3,5. {As we devised a strategy that increased the ROI at a 30%
percent increase, to recuperate from the losses}3,6,7,9. The idea was to double down
on production, however, we didn’t know if that would backfire, or not. {Such decision
making required tenacity and comfortability with taking risk}1,2,6,7. {We didn’t know
whether our plan was going to work. Nevertheless product market and consumer
demand started to rebound}1,2,3,4,5,6.
Cereals and Chips
In mid-2007 a group of Fath El Islam militants held ground in the Naher El Bared
region 16 km from Tripoli, North of Lebanon. The area sustained heavy shelling by the
Lebanese Army who was responding to the killing of their soldiers by the militants a few
days earlier. Artillery inadvertently targeted one Cereal and Chips manufacturing facility.
The facility itself was demolished, and the death toll was insurmountable. About 40
civilians died that day, amongst which 15 were employees. {Monzir, the owner who has
suffered an earlier blow to his business in the late 90s in the Beqaa region had expanded
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to the region northern Lebanese regions for business}4,6,7,8. {I was consulted to lead
the recovery operations along the owner on both occasions}2,3,4. Monzir nervously
recounted: “We knew it wasn’t going to be easy to recuperate from the death toll of 15
employees”. {Co-leading in the realms of total human and assets loss required
composure, tact, and decisiveness}2,3,4,9. “We knew that we couldn’t start rebuilding
with the idea that these events could happen again. {So, we connected with leadership
of the militias, and the Lebanese army to secure a reassurance that the area won’t be
targeted again}”1,3,4,9. Monzir mentioned how “The Lebanese army promised us to
cease fire over the area. {The militia, on the other hand, had to approach differently, we
knew what motivated them best”}1,3,9. {Cash in return for a haven was the unfortunate
solution. We knew however that the monies would be outspent very fast, as the militia
was strapped and surrounded by all methods}1,2,3,4,9. Nothing was for sure though, as
is in situations like this you have to have contingency plans in place. {We planned to
outfit trailer trucks with the machinery required for cereals and chips production; these
trucks were big enough to temporally gold such machinery. We used smaller machines,
constructed for another type of machinery, this thinking required mechanical
engineering prowess}1,2,3,5,6,7,9. {The owner with his background was capable of
surmounting this requirement, as he recanted “we also temporally hired a local
mechanic to help on the job}3,4,7,9. {Having the machinery in movable trucks meant
that if we felt that the area was being targeted again, we would be able to move them
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on time. Nevertheless, not everything could be fitted in these trucks”}1,2,3,5. {We
struck a joint venture deal with a nearby facility that allowed you to borrow some of
their machines, in exchange for them to also use our movable trucks}3,4,5,6. The
movable trucks were later used to deliver consumer goods to remoted and hard-hit
areas. {We rebuilt the factory in 2009 with the revenues we earned from the movable
manufacturing trucks, we also tapped in the financial resource our business partners
lent us during that period}2,3,4,5,6,7.
Winery
I got the call after a 20-truckload of grape got hijacked by a group of Fath El Islam
and Free Syrian Army militants in 2012 in the western borders of Antilibanus mountain
ranges of Lebanon. They took the truckloads and diverted the convoy to the eastern
boundary of Syria. The area was the militant’s stronghold but was under heavy artillery
pounding by the Lebanese army. {Such a loss was hard to recover from for the small
business owner of a thriving winery in the region}1,8. {Previously in 2003, Bandar the
winery owner had their vineyards burnt down and plowed through by Syrian tanks in
the Beqaa region. The use of gasoline and diesel burnt the vineyards down and ruined
the soil and made it unusable for the next 5 years}6,7,8. {We went on to lease a
neighboring land for ten years to recuperate from the loses of fire. For the soiled land,
we plowed it several times, applying fertilizers, and land re-soiling procedures}2,3,4,5,6.
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That day in mid 2012 spent numerous weeks and long nights along the owner
planning a recovery. {It was becoming clear that we needed to act fast before the grapes
are rotten, so we decided to establish a line of communication with the
militants}1,2,3,4,5. Bnadar recounted tediously mentioned {“We had devised a plan to
recover the truckloads, so we tapped into one of the intermediary mediators we knew”.
The mediator established dialogues and conducted a series of negotiations with the
militia. The leaders were renowned for their ruthlessness and mercilessness. They asked
for cash, but that wasn’t feasible, to secure $1 million was the equivalent of the price of
half of the load}1,2,4,5,7,8,9. Additionally, securing such an amount would need time
and speedy financial resources. {The owner instructed the negotiator to scout for other
alternatives}2,4,9. “We figured that the militants would require food, our sources were
telling us that had a severe shortage of wheat and rice. {We connected with local mill
asking for support, and they were able to provide three truckloads of different
grains”}2,3,4,5,6. {The mill owner had previously asked for help, and the winery owner
provided it, so they were compelled by their duty to lend a helping hand}4,5,6,7,9.
{Were the grains enough for the tradeoff, surely not, but we knew the militants
wouldn’t refuse, as they had an urgent need for food supplies}2,3,4,8. {Time was
running out, so we sent our drivers with the negotiator to drive the trucks back. There
was an inherent risk that they might be kidnapped for ransom. We negotiated a meeting
point that was out of there control}1,2,3,4,5,9. {We were able to secure the grapes in
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time before they rotted. The speed and the audacity of the owner were unsurpassed;
the whole dilemma was solved in 36 hours}3,4,5,6,7.
2003-2018 Wars of Iraq
Credit Unions
The post invasion of Iraq in 2005 saw a growth of Credit Unions. {One particular
Credit Union owned by the Waleed brothers had expanded its business to micro lending
monies to small business}3,6,7. The purpose of these loans, were to rebuild these
businesses and help the economy rebounding post the US invasion of Iraq. {After the
resurgence and expansion of ISIS in 2011, they have looted and ceased the operations of
most of the Credit Union’s Branches. ISIS was trying to revive the khalifate reign by
imposing an ultraorthodox Islamic geopolitical government and adopting strick Islamic
regulations and Islamic banking laws}1,3,7,8,9. {This meant that under these pretenses
Credit Unions were profiteering as they were charging interests on loans. ISIS didn’t just
want to impose Islamic banking laws on them but also wanted a cut form the profits in
form of taxes}1,6,8,9. {The Credit Union was deeply affected by these new rules, and tax
impositions, as were the small business who were benefiting from the union’s services.
These new realities have forced for the closure of 80 percent of the branches and
caused losses in the millions of dollars}1,2,3,5,6,9. {The consultancy that I lead was
called in to advise on a recuperation. As the Walled brother recounted: “We had an
immediate relationship with the business owners, so we were able to devise an
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immediate actionable plan”}2,3,4,5,6,7. {“We needed to create a business model that
moved away from lending and profiting from interests”}4,5,6,7,8. {The renewed banking
model integrated an incremental bartering system, that allowed business owners to
swap services using the credit union connectivity platform}3,4,5,6,7. {The reciprocity of
growth was a new model of business “we wanted to explore, as it allowed for
augmented swaps against services or monies rendered”}3,4,5,6,7.
Cement Manufacturing Facility
As ISIS cut off access to the mountainous regions of Iraq in 2012, several cement
factories were forced to scale back their operations and relocate to other locations.
{Much of their growth was post US invasion of Iraq in 2003 and a response to the
rebuilding sentiments of the new Iraqi government}3,5,6,7. {I recently sat down with
one of the Saker family business owners a big cement manufacturing facility to help
them expand their business in the region}3,4,5,6,7. What I have learned from our
several discussions was an example of immense fortitude in business growth and
gumption in the area.{During the late 1990s the business had a good rapport with
Saddam Hussein’s regime, benefiting from an era of growth and trade with French and
European construction firms}3,4,5,8,9. {That growth was short lived after the American
forces demolished the facility in an air strike due to its vicinity to an Iraqi military
base}7,8,9. As the Saker eldest stated {“Taping to out resources to rebuild was hard the
first time for us, as we the owners never expected something like this to happen}2,3,4,5.
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But early on in 2005 they took a finical risk and requested a $10m rebuilding loan from
the new government of Iraq.{ In a series of unfortunate events the Iraqi government
later withdrew its financial support to projects like this, as it had to divert its funding to
infrastructure projects}1,7,8,9. {“We reached out to the World Bank and international
monetary organizations from France and China for financial support. Building such
relations required efficacy, risk aversion knowledge and tim”e}3,4,5,6,7,9. The realities
of the game were that funding from one resource wasn’t enough, to cover the incurred
costs. {Building a cross relations between the 3 funders was problematic because each
had their agenda. A collaborative compromise had to be reached, one that required
reciprocity between the financiers}3,4,5,6,7. We crafted co-ownership document that
entailed a win-win situation for all three funding institutions.
Petrochemicals
Several weeks have passed through mid 2014. The hold up of Shiite militias and
Iraq Army against ISIS resurgence in the Baiji Oil refineries area have persisted for
several week. The government forces has struggled to hold their ground. The suicide
bombers have persistently hit the perimeters of the refinery, about 150 miles north of
the capital, and gained significant ground. {One of the refineries had been burning for
couple weeks now, causing an unsurmountable loss of $50 million for the owner
brothers}6,7,8. {It was clear for the owners that the human a collateral devastation was
going to be hard to recover from, and any recuperation would be long term}1,2,3,4,8,9.
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{The losses were in the millions of dollars, one of my business partners who was in
direct contact with the Bader Tribal owners suggested involving the Iraqi
Government}4,5,6,7,8. Wasif Bader pondered on the {“Required funding from the Iraqi
government as it required deep and engrained relations with the politicians in charge. It
also required an established relation with the funding bodies that were involved in the
reconstruction projects in the region”}3,4,5,6,7.
Soft Drinks
After sweeping across the Mosul area of Iraq in 2014, ISIS {had started to
consolidate its power by imposing caliphate style taxes on business in the
region}1,7,8,9. {These businesses had already rebuilt the manufacturing facilities after
Iraq forces destroyed them. {The big facilities were captured by ISIS to store their
weaponry, thus were target of retaliation by the Iraqi forces. The militant style of
fighting involved hiding and taking refuge amongst civilian and industrial complexed.
Their strategy made it harder for the Iraqi Army to fight back}3,4,5,6,7,8,9. The taxes
that they imposed made it extremely hard for one particular Soft Drinks manufacturing
business owner. {As the margins of ROI on soft drinks was in the upper 30%, it made an
attractive source of forced taxation for ISIS}1,2,3,5. These draconian burdens made it
very hard for this business owner to remain profitable.{ Sameer Hajj the main owner of
the manufacturing facility contacted our firm to devise a viable plan moving
forward}1,2,3,7,8,9. As Sameer noted the “Financial loses didn’t just cap at $3miilion
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but also forced the owner to cut the workforce by 75%. {The road to recovery was
challenging. With the council of the business owner and few of their staff, we devised a
strategy that shifts the production from soft drinks to filtered water”}5,6,7,8. {As the
reverse osmosis machines were the same that produce water for soft drinks, we shifted
our focus towards molding clear plastic bottles in lieu of tinted ones}5,6,9.
2011-2018 Wars of Syria
Medium Size Banks
Banks in the Levant region were the utmost resilient and thrived amongst all the
industries I had dealings with. {Bigger banks had access to a broader array of resources
to tap into and were owned by different stakeholders. On another hand, smaller banks
were majority owned by one owner or a small group of tightly knitted individuals with
large percentages of ownership}3,4,5,6. In the early 2000s when the Syrian economy
was loosening its long communist grip, one of the first industries to venture out in the
region were the banks. {The Lebanese banks were first to expand their operations in the
area by opening several branches. Amongst those were the smaller banks, who
witnessed fast growth in the Syrian countryside}1,2,3,4,5,6. Nevertheless, during the
outbreak of the 2011’ Syrian civil war, these banks were forced to scale back due to
mass immigration of their clients. True, most of these banks didn’t necessarily
experience a demolishing of their assets, instead endured expansive economic and
financial hardships resulting from the flight of their customers, and the wars of the
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region. {A couple of my business partners were heavily vested in these banks owning
large percentages of them. The scaling back of these banks resulted in some innovative
practices of coopetition in banking, explicitly creating new forms of micro banking,
Fintech and blockchain solutions that were never implemented before}4,5,6,7. {With my
business partners the Azmi family we devised a game plan to recoup the $100 million
loss slowly but had do so using a flexible strategy}1,3,6,9. The {Azmi’s told me this “we
formulated a decentralized approach to banking and adopted small scale banking
methodology. The renewed lean and agile banking paradigm was fluid enough in
response to any dramatic and chaotic change”. “We scaled back from 50 branches to 20
competitively located location. We advised the bankers to establish presence in Jordan
and Turkey as a plan to recover some of the losses”}3,4,5,6,7. The 15 additional mini
bank branches would be located near Syrian refugee camps and hubs in both Jordan and
Syria. Some good number of the 200,000 or so refugees were former customers of the
bank before fleeing Syria. However, the 10 mini bank branches were not enough to
cater to the scattered refugees. {In response to this new reality “we deployed phone
banking apps that used cryptocurrency and blockchain banking to scale down the need
for more physical and brick and mortar banks”}3,4,5,6,7. Almost every refugee had
access to smartphones, it was a matter of putting the word out about the bank new
services. “We marketed our mobile banking app by promoting it to key leaders in the
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refugee camps”. It took us 3 years to recuperate the losses and have put ourselves on a
25% increase in revenues, a 10 % hike from before the Syrian civil war.
Biopharmaceuticals
One of the pharmaceutical companies I consulted for owned by the Mansour
conglomerate had to relocate from the suburbs of Homs Syria. In 2011 it was targeted
by the several forces in conflict for the purpose of destroying the pipeline of drugs that
are produced and used in the healing of wounded civilians. I was introduced to Mansour
the owner by one of our mutual connections who contacted me asking for support in
finding a new location and a safe haven for their operations. {I later arrived on the scene
and was dismayed at the severity of the human and business loss at hand. Despite my
previous experience in war zones, I have never seen disintegration at this scale}7,8,9. As
the Mansours’ stated “We had to act and decide fast before losing access to all
resources at hand. We set up a strategy to relocate to the southern Syrian/ Turkish
borders of Latakia and Antakya”. Retrofitting pharmaceutical facilities wasn’t an easy
task. {The biopharmaceutical experts weren’t ready to relocate with the firm and finding
new talent at the borders was no easy task. In order to entice motivation, we offered
temp family relocation packages to some of the existing staff and made sure it was
generous. Few had agreed as it was very hard for them to relocate}2,3,6,9. “{We knew
we couldn’t rerestart big but with the demands of the biopharma industry we had no
choice but to take bold risks}1,3,4,5”. We launched multifaceted approach to solving
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this dilemma. Recruiting for new talent was the way moving forward, doing so required
taping in to the Turkish and Jordanian pool market. As the Mansours told me: “{We
successfully increased the team to 50 experts, in doing that we hastened the launch the
new biopharma industrial complex. The 50 new talented individuals were not enough to
keep up with the task at hand. We devise an effective strategy to temp hire local
pharma students in their final years, and existing pharmacist as part timers}6,7,9. We
developed and adopted a fast track boot camp training development program style to
help get the new employees to required level”. {However, building a new factory was
out of question, instead we acquired a chemical fertilizer plant and readapted it to
produce the main ingredients of the pharma drugs. We used the resource of a local
water company to supply the facility with fresh water}3,4,5,6,7,8.
Iron
As the war between the armed opposition and government forces of Syria
heated up, Aleppo continued to witness wide demolition of its buildings. Most of its
historic and touristic section was destroyed by shelling of tanks, and air raids. {One of
the main Iron producers of the regions couldn’t keep up with the demand placed on the
Iron they produce for re-building purposes. Knowingly the facility was demolished twice
by warplanes, crippling the production of iron in that facility}6,7,8. {That summer day in
2012 our business partnership visited the site, in an effort to assist with the
reconstruction process of the factory and provide an operation plan moving
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forward}1,2,3,4,5. {Witnessing and sustaining the ravages of war was no easy task; the
human suffering, loss of human life and loved ones, and the unsurmountable business
loss}7,8,9. {With our partner Kamal the business owner we had to travel in heavily
armored vehicles, with advanced IED detection to avoid sniper fire and land mines.
Kamal noted that “We needed to devise a risk avert plan that met the high demand for
Iron and took in consideration the facility’s heavy damage”}3,4,5,6,7. {Kamal also
mentioned how “we had to create an unlikely alignment between the opposition and
the government forces, this required advances tact and conflict resolution skills”. The
group taped in to the connections of one of our business partners in the area, creating
an unseen and unwritten compromise between parties required resourcefulness and
tactfulness}3,4,5,6,7. {The meetings between the Iron facility owners, opposition and
government leaders took longshot efforts, patience, persistence and perseverance. In
the focus group Kamal recounted how “We were able to negotiate a ceases fire for
included the industrial area of Aleppo}1,6,7,8,9. {All parties had a direct or indirect
interest, in making this work.: As the opposition started losing steam they wanted to
find a way back to be accepted by the Syrian government}1,4,5,6. {As the Syrian
government was fearing further geographical expansion by the rebels and ISIS they had
no choice but to foster a constructive plan moving forward. Being part of reconstructing
Aleppo was the ultimate goal for most business, as this will bring on economic
growth}3,4,5,6,7. How to that remains elusive till today, as brokering piece is constantly
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fragile, and falling apart. {Nevertheless, the Iron facility owners were able to secure
international funding through our consultancy. In my discussion with Kamalreminded
me how: “we decided to rebuild the facilities in two geographically dispersed area as to
reduce the chance of total loss again”}1,3,5,6,7. In one area we are able to get
opposition protection, and the other government backing, and kept alignments under
wraps. {The facilities went on to aggressively meet the demands of iron, it was now
easier to do so as our business owners diversified their risk in two and doubled their
responsiveness to the reconstruction industry}5,6,7.
Sweets
In the last months of 2014, one of my friends introduced me to their Syrian
business partners who were trying to re-assess their business after being shelled down
consecutively in Aleppo, Hama, and Homs in Syria. The Hanbal brothers recounted to
me what transpired that somber day in late 2014s. Their sweet shops were famous in
the region, and people from across the region and internationally bought their sweets.
As they stated in our conversation {“The numerous air raids on the region had destroyed
several of their shops and factories. There were no immediate plans to recuperate the
loses or to restart the reconstruction process”}1,2,8,9. The continuous civil war had no
clear ending. Like there other 500,000 fellow Syrians citizens they sought refuge to the
neighboring countries of Lebanon, Jordan and Turkey. {In their case they settled I
Lebanon for few months before deciding to immigrate to Canada. Lebanon had influx of
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more than 200,000 Syrian refugees, and couldn’t possibly offer a viable solution for the
2 entrepreneurs}3,5,6,7,9. It was also impossible for them to re-compete with the
oversaturated Lebanese sweets market. They couldn’t go back to Syria as the
government have purged all the refugees’ documents. {The Syrian government had also
ransacked most refugees’ properties, after adopting a policy labeling them as traitors of
the nation. The only solution the brothers had was to immigrate to Europe or Canada.
The business owners sought asylum in Canada through the refugee program. The 2
brothers couldn’t fly out of Lebanon as they didn’t have passports at hand. Their only
solution was to hop on sea barges heading towards Greece, and travel from there to
Canada}1,2,3,8,9. Our consultancy had led them through the process of reopening their
sweet business in several major North American metropolitan cities with success.
{When they sought asylum in the North American continent all what they had with them
is their reputation for producing excellent sweets. Navigating a new culture was no easy
task, let alone securing the financing that is needed to succeed in the business}3,5,6,7.
As the Hanbal family recounted to me: {“we knew that banks would not give newcomers
any financing due to lack of credit history. The feasibility study and business plans didn’t
sway the bankers to lend the money}1,2,5. {Knowing this, we took our plight towards a
form of crowdfunding, one that wasn’t based on unknown funders”. The Hanbals’ in the
focus group reminded me: “we reached out to the Syrian communities in the region,
tapping in their resources”}3,4,5,6,9. {This crowdfunding required a reciprocity
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mechanism stemming out of a circle of micro stakeholders. We devised a 35% ROI
profit sharing mechanism that enticed all 50 minority stakeholders to be part of this
privately formed investment group}3,4,6. {Our strategy had set a mechanism for the 2
brothers to buy off 25% of the share and increase the stake from 55% to 80% majority
stake}5,6,7,8.
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CHAPTER 6: DISCUSSION
The findings of this study evidence progression towards an understanding of
resilience that is mainly rooted in a social constructionist perspective, and which is
moving away from a positivist view of resilience. It retains the empirical quality of this
perspective, i.e., empirical social constructionist views. It is mainly established in how
processes and outcomes of resilient leadership are validated in practice. There are
elements of conflict management operating at a more advanced level where entities
that are conflicted adaptively become part of the long-term resolution strategy. In
exercising their business leadership, the participants capture a very wide scope of the
conflicted environment. Their leadership is resilient for the outcomes that it keeps
generating, as well as for the strategies that it sustains. Such sustenance is being
evidenced throughout endeavors at the individual level, at the organizational level, and
for the wider business environment. This happens even as the chaos are prolonged and
the outcomes of such leadership (by far) transcend the conflict-generated and disastergenerated limitations, which positive psychology often interprets as to represent
existential bounds for the individuals’ awareness, and for the organizations’ cognition or
capacity to extend operation under such environments of prolonged chaotic milieus.
The findings of the study, therefore, indicate that; for people and organizations
that thrive amidst extreme and prolonged chaotic milieus, the existing literature in
positivist psychological strategies and approaches are insufficient for explaining their
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resilience and growth in those environments. The resilient entrepreneurs and business
leaders, therefore, employ strategies that are aligned to a different paradigm – one that
is explained best with social constructionism, reflexivity, and personalized strategies for
resolving and mitigating conflict. It conceptually maps their aspirations, dispositions,
and decisions to the requirements imposed by environmental extremities; leading to
unique outcomes that are good for the organizations seen here, overall. This revelation,
however much it is new to research on leadership in prolonged chaos and conflict; is not
devoid of past scholarly thought and research. It is however under-researched. Its
potential for progressing research and thought on the core concept of resilience, and on
supportive ideas of organizational growth or survival under environmental extremities
has also not been recognized adequately in positivist literature. Richard (2009) is
exemplary in exploring the current malposition of psychological thought for how it is
misaligned to empirical social constructionism. Such misalignment comes from mixing
metaphysical concepts and a wide range of subjective social phenomena to generate
worldviews that are limited (and for the current study, limited in how far they can see
into the achievements, sustenance, and growth generated by resilient leadership in
prolonged chaotic milieus). Apart from the type of conflicted environment explored in
this study, there is also a range of research activity that validates a social constructionist
view of resilience as in Endress (2015), Winter, Brown, Goins, and Mason (2015);
Wedawatta (2013); Murray (2013); and Conway (2015) as good examples. Conway
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(2015) particularly points out the significance of a relational perspective for effective
leadership.
The resilient leaders who contribute their views to the current study have
unique, personable narratives that exhibit success, but they all lead with a relational
perspective and are preoccupied with relational worldviews. They maintain an
impeccable level of awareness in their approach to the external business environment.
Highly networked relationships tend to determine the value of resources, and to some
extent; the value of entire business organizations. The networkability of these
relationships is based on how the leaders capture value-based dynamics and
persistently attend to unique transformations in the relative capacities of people and
social actors that add to the network.
The leaders’ conceptualization and management of growth, approach to risk
management, and transformative decision-making exhibit immense reflexive capacities.
They are forging successful strategies in an environment that does not guarantee
foreseeable states of stability. Archer (2012) demonstrated the limits of contemporary
institutional and social standards of performance in explaining progress that cannot be
accounted for by the disequilibrium of globalization, sociocultural development,
technology, economic changes, and other critical elements of modernity.
The systematic organizational outcomes of resilient leadership as demonstrated
in environments of prolonged disruption are associated with processes that cover
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organizational needs for resources and strategy, assessment and management of effects
in the external environment, generating a social climate and sustainability internally and
in leadership, and sustaining cognition of actionable opportunities across the entire
stakeholder base. The overall organization that is yielded from such leadership is highly
adaptive and most likely to represent the ideal set of opportunities that can be
harnessed in highly perturbed environments.
Implications on Research and Practice
Resilience and thriving have often been researched as end outcomes, and with
priority being assigned to the immediate future(s) of persons and organizations
involved. The findings of this study indicate that such an approach limits the
multifaceted and multidimensional nature of these concepts, and particularly for the
type of business environments considered here. Progressing along the empirics of a
social constructionist view can help the pursuit of research that goes beyond current
limitations of positivist psychology. Rowland (2006) also found the view to be broad
enough for accommodating a wide range of organizational issues that surpass limits of
positivist perspectives. The view accommodates the assessment and integration of any
subjective elements of resilient strategies and behaviors hence creating room for
multidimensionality and for multifaceted approaches to establishing resilience. This will
also sit well with the current progression of research in conflict management. The state
of current conflict management research is such that; conflict is theorized for the types
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of interactions that can yield conflicting differences, from the cognitive level of thinking,
through individual and group levels, and towards ideological levels. Researchers
approached conflict with diverse perspectives and based on the particular discipline
targeted by their contributions. Most importantly, research that can extend knowledge
on how conflict management adds to resilient leadership in environments of prolonged
chaos will benefit more from aligning the view of conflict and management theory to
the perspective that is preferred in this study, i.e., the social constructivist perspective.
It can also serve as a guide to formulate custom frameworks that go beyond limitations
of positivist psychology.
Based on the indications of the study’s findings, the practice of becoming a
resilient leader in an era of increased uncertainty, conflict, and long-term chaos requires
that the leader commit and identify more with the targeted environment. They network
broadly across the entire stakeholder base and commit to value-based outcomes in their
adaptive strategy for sustaining and advancing people or organizations in such
environments. There are indications of resources that persist through extremities, and
stable having conceptualizations of networkable value can facilitate access to such
resources. The resilient leader will be expected to attend to many different elements of
the business environment and have deeper insights into issues that arise at personal,
organization, and community levels. This is in addition to having self-efficacy and
elements of control that help to sustain the impact of resilient leadership. In applying
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themselves fully to the circumstances that face their organizations, the resilient leaders
expend both formal and informal techniques to engage people, harness resources and
arrive at decisions that ultimately anchor their followers in a progressive and productive
direction. The effort that is demonstrated to be leading to resilient leadership also
indicates that organizations that operate and thrive in chaotic milieus benefit from
harmonization of interests for long-term engagement among the people that sustain
operations. Conventional organizations are used to defining boundaries as a way to
engage people and maintain a separation of interests. Those that operate in chaotic
milieus do not benefit a lot from such structures, and instead; they strive to mainly
cultivate relations of shared interests in the future and immediate context of the
organization. A lot of the disposable sources of value that characterize normal nonconflicted organizational environments are not relied upon. For instance, the resilient
leaders have to manage issues related to the absence of basic forms of institutional
support and lack of a wide range of infrastructural support to choose from in
strategizing for survival, sustenance, and growth. A relational perspective of leadership
helps to transcend the limitations imposed by such inadequacies.
Another major implication of this study for research and practice is seen in the
conceptualization of growth and how it is sustained under prolonged chaotic milieus.
Thriving under resilient leadership is an adaptive component of the organism’s’
sustenance. It is experienced in how organizational components are aligned to respond
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to hardships, tap into opportunities, and extend respective sets of organizational value.
It is also synonymous with an evolving knowledge base where the rate at which
organizational change is occurring reflects an establishment of facts about the various
operational, relational, and resource dimensions of the organization. To research such
growth, it is important that its link to business continuity be established. The current
study indicates that growth is not managed separately from business continuity because
the organizations routinely revitalize themselves as a way of growing adaptively. The
leadership of these organizations sustains the agility of overall organizational strategy,
and this contributes to adaptive growth. Strategic agility has already been explored
widely in literature as in the views of Vargo and Seville (2011) on a framework that can
contribute resilience through such agility. It reflects elements that are part of the main
themes in the current study’s findings. This including decision-making capacity that is
responsive but also structured strategically, a level of awareness. That exhibits aspects
of broad and adaptive cognition of existing and emergent aspects of business
operations, a culture that includes the local community as an integral part of business
sustenance, and leadership of strong presence and from which followers can find
inspiration.
It is also indicated that existential growth is a source of valuable insight into how
the leaders create resilience across multiple components of an organization. Existential
growth is realized in the businesses as a result of their established capacity for people
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and existent business systems to process catastrophic events, institute controls, and
strategically drive change with an expanded awareness of the environment. Some
techniques for driving strategic change reflect gamified strategies and extreme events
can add components to the game. The leaders are also able to sustain purposefulness of
their missions for all stakeholders, and this makes it possible for their strategies to
generate existential growth. They guide their followers to internalize and understand
such growth by establishing a clear reference to a select set of values that have been
established and are shared by all contributors of effort and sustenance of the
organization. The process of establishing existential growth also reflects reinforcements
in the business networks that sustain the flow of resources and exchange of value. Cutthroat competition is not desired or applied to identify opportunities for growth, and
this distinguishes the business environment from conventional business environments,
whereby; individualistic and isolationist views can easily dominate a post-disaster
environment and break ally networks to optimize over salvaged competitive advantage.
Instead, the resilient leaders acknowledge the dynamic potential of business networks
and how they can alter important dimensions of business value, hence the need to
contribute existential growth of networkable value.
Limitations
The study relied on the depth of narratives provides by business leaders that
have successfully operated in the Levant region for decades and continued to achieve
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entrepreneurial success despite the chaotic circumstances that characterize the region.
As a result of seeking to leverage over the power of ethnographic research strategy, the
narratives generated were lengthy and detailed, hence limiting the sample size in order
to focus on in-depth, extensive analysis of these submissions. The sample was however
representative for including entrepreneurs from diverse lines of operation, i.e., different
industries, and the leaders had experience in managing issues rooted in multiple
sections of the Levant region, with regard to conflict, resources, and other aspects of
the chaos that have persisted in the region. Being an individual effort, the process of
conducting this research would be manageable for the sample of 12 participants, and
their narratives were extensive. It would, however, have been optimal if the study was
collaborative to include more than 12 participants. This would also require extending
the rationale for a larger sample size in order to capture a wider the spectrum of
entrepreneurs. For instance, the current study sample rationale was to provide
adequate representations of narratives from entrepreneurs that have vast experience in
the region and who have large businesses – because this also means that their
organizations interact a lot with many aspects of the disrupted environment and the
leaders also interact with a wide range of issues that impact on the sustenance and
growth of these organizations. However, a large sample size would optimize this by
including many more medium-sized enterprise leaders that have invested less than $5
million in their business.
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The study was also limited by time in the extent to which it can explore some
newer emerging issues from the data because they point to much deeper and broader
areas of study and they are therefore only explored in relation to the objectives of the
study. Past literature on how social constructionism anchors such issues as existential
growth and the sense of self in resilience is also limited or embedded in sources that
may require significant time and effort to present. However, they point in a direction
that can be explored in critical reviews of such literature, meta-analyses, and extensive
archival research that can help to establish and advance the state of research on the
issues. The participants of the study also depicted a wide range of strategies, which;
though similar for the theme elements identified here, are also distinct to their specific
entrepreneurial careers. The need to make all necessary effort for concealing their
identities and unique pointers to their actual business strategies necessitated that such
career-related ideas be suppressed in reporting, analyzing, and presenting their
contributions. The risks associated with exposing sensitive data was, therefore, to be
taken seriously and individually by the researcher. Bigger studies that may have more
specialized structures for negotiating and handling such issues can overcome such a
limitation.
Indications for future research
There are several pointers to what future related studies can look into –
regarding the findings of the current study. One major indication for more research is
242

the findings established on the role of reciprocal vigilance in sustaining a diverse range
of opportunities for growth and developing opportunities in a problematic business
environment. It mirrors common views on the breadth of CSR and how far organizations
may pursue it in order to acquire sustainability. Research can examine whether the
leaders’ reciprocal vigilance provides a newer and more rigorous approach to CSR. This
should also include an establishment of the boundaries that various organizations set or
perceive when approaching CSR or integrating it in their operations. With the
emergence of sustainability metrics that are being watched and used to build
organizational image and brand reputation, trends of organizations being highly
selective of events that they respond to or specializing in a line of CSR endeavors are
common. Sentiment is being valued a lot, and such approaches may blur the actual
definition of real CSR and whether it should be approached separately or integrated
fully in strategy. The current study has explored an environment that would be a typical
target of CSR-related sentiment for external organizations that allow for explicit
interaction with resources from the region or which establish organized activity to
facilitate trade in the region. On the other hand, organizations that belong to the region,
as seen in the study; tend to have already broader ways for attending to forms of
corporate responsibility. Research can therefore also examine how interactions
between business leaders from disrupted environments and those from outside such
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environments impact on value exchanges and the understanding of corporate
responsibility.
Research should also examine the relative role of financial resources (financial
capital) in distinction to that of social capital (or relational capacities) in resilient
business leadership. As such, it would be interesting to study if access to money is a key
to resilience and growth, especially in the environments of prolonged conflict. Many of
the research participants have repetitively lost all their financial resources to war and
have had to support people in their circles in alleviating the impacts of loss and
disruption. In a chaotic business environment, catastrophes are more common, and this
indicates that; there is a form of effort being expended towards managing extremities.
For the resilient leaders, strategies for responding to catastrophes are systemized in
their entrepreneurial strategy, hence their long-term ability to continue operating in the
region. They demonstrate the immense value of non-financial forms of capital – both at
the individual level of behavioral regulation and at the level of networks and community
members that provide social capital to overcome adversities. It is the networkable forms
of value that become most evident among the sets of resources that the leaders have to
pursue and achieve their aspirations. More research should, therefore, evaluate this
element to find out how far social capital goes to determine business resilience and
success in various types of industries and business environments. Research can also
seek to establish the relative impact of business networks on the value of financial
244

forms of capital in specific niches or areas of operation. Businesses that emerge from
established networks should be compared to those that are emerging from newer
networks or those that are pioneered by people who have lower ability to network or
reduced access to networks.
Research can also examine the impact caused by exposure to chaos on business
culture or organizational culture. In this study, it is indicated that; under resilient
leadership, the members of organizations that are exposed to prolonged chaos are
supported to tap into their unique abilities and gain purposefulness through
organizational activities. Modern businesses in environments that are not necessarily
disrupted face issues of non-conformity between employee and employer expectations
and this often leads to other complications in employee motivation, work-related stress,
work-life balance, and a work climate that is not conducive for organizational growth
(Riley, 2012). If such organizations face sudden disruption, they are not likely to have a
culture that facilitates the build-up of resilience or existential growth. It is therefore
common for organizations to be seen laying off large numbers of employees when they
are faced with a catastrophe and without much accountability to the communities
where they operate. This may indicate that most business cultures are inconsiderate to
the societies that raise people who can deliver services, and which are simultaneously
impacted by the catastrophe a business assumes to be only impacting on a selected
dimension of value. Research should, therefore, investigate the views of business
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leaders on what their culture means with regard to attending to the stability and
continuity of the community in which they are operating.
Research can also examine the extent to which business disruption contributes
to business innovation. In the current study, resilient leaders are demonstrating
immense capacity for driving change in a way that leads to growth, but they do so by
applying unique strategies and solving unique problems. Their long-term exposure to
periods of disruption has made them to strategize for maintaining an awareness of
dynamics of such disruption rather than strategizing to exit the region. Their success
also indicates that their approach is generating an attitude that favors innovation.
Research may, therefore, examine the range of pro-innovation attitudes that may be
reinforced by exposure to business disruption and the source of attitudes that suppress
innovation. Innovation also impacts on fundamental needs that impact on resilient at
the individual levels of engagement (Bryson, Dale-Olsen, and Barth, 2009). Such
research will, therefore, help to advance business innovation discourse, which has
mainly leaned towards technological trends and left the role of attitudes and behavioral
issues under-explored.
There are opportunities for regional studies on the impact of prolonged chaos
and disruption on resilient leadership and on business resilience. The world experiences
numerous sources of chaos and business leaders need more knowledge and tools to
deal with disruption (Bjelmrot, 2007; Zylberberg, 2010). For instance, it would be great
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for further studies to examine resilience and growth of entrepreneurs in regions that
have political instability and serious security issues, as exemplified in Venezuela,
Mexico, and Somalia. In these regions, chaotic environments are caused by events that
range from extreme and prolonged strife, drug cartels, government collapse and
disruption of financial institutional, among other effects. African countries that have
continued to operate under the after-effects of colonization and failed to attain a
political climate that aligns well to functional capitalism can also provide environments
of interest to further research. They can be examined to understand whether business
leaders understand the forms of systemic disruption and whether those who have
achieved long-term success strategize by establishing a coping mechanism across their
stakeholder base.
The world has also seen the emergence of high-value organizations and
economic zones in regions that were exposed to disruption, dysfunctional institutions,
and resource deficiency for a long time (WBG, 2017). China, which remained poor for a
long time suddenly rose to occupy an influential role in the global economy, and Dubai,
which had been exposed to extreme weather and socio-cultural complexities is now one
of the richest cities in the world. The level of economic resilience demonstrated by
these exemplary regions in the past decade shows that there are regions that can be
studied to understand the nature of resilience created by emergence from prolonged

247

disruption. Such research can advance the discourse on resilience at the level of larger
communities and much larger socioeconomic systems.
For communities and socioeconomic systems that have emerged to develop and
demonstrate resilience after being exposed to prolonged disruption, it would be
important for research to examine the types of leadership that are most successful for
given periods of time. It can also examine whether there are unique types of leadership
associated with the success of businesses in given regions and how differences can be
understood in globalized economies. A lot of research has sought to understand
dynamics of leadership in post-disruption scenarios (Rosén, 2014; Joakim, 2013) and
such research can broaden this pursuit. Many companies are internationalizing their
strategies, and this often comes with the burden of understanding how to optimize
value in environments that have unique history and cultures. Research can examine
whether prior disruptions impact on how leadership is developed in some of these
communities and whether non-local business leaders should prioritize the need to
understand the nature of these disruptions before selecting an applicable style or
approach to leadership.
Longitudinal and phenomenological research of resilient and growth for microentrepreneurship endeavors in refugee camps can also be examined to understand how
people that are displaced by conflict develop resilience. These groups of people may
have been delinked permanently from regions that they identified with and their social
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circles disrupted. For instance, Kheirallah (2012) notes that most Palestinian refugees in
Jordan belong to a second and third-generations of the original immigrants. As a result,
many of them have had to adapt to refugee camps as their actual homes but there are
incoming refugees that will have unique identities. As a result, the refugee camps
expose them to needs for reformulating links to the physical and social worlds that are
different from those that they had at home. Refugee camps are also regions of
transition for many people that wish to settle in a new region. Even more important to
this transition is the continued socialization among camp dwellers and with the local
populations. The camp dwellers will have preserved elements of their home cultures
and may acquire a change in culture as they interact with dominant cultures in the
region. It is important to understand how their transitional identities impact on
entrepreneurial resilience. Such transition may in itself constitute the forms of
disruption that are experienced by the leaders and may also serve as a source of
conflict. In the Levant region, conflicts between cultures of people that are forced into
regions that do not reflect coherent cultural elements are a source of conflict. It is
possible for such conflicts to contribute to the perpetuation of disruption. As such, their
entrepreneurial strategies can be examined to see whether being in a transitional state
impacts on ability for developing resilient business leadership. There are many small
businesses that emerge in such camps and may have commodities flowing in from many
parts of the world. Their resilience should, therefore, be studied in order to improve on
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knowledge that could be applied to reinforce such resilience and potentially solve some
of the root problems that perpetuate disruption.
Significant learning
The outcomes of the study exceed the expectations that I had for understanding
the nature of resilient leadership in the type of environment where the study is situated.
Major revelations on how such leadership generates and sustains growth in prolonged
chaotic environments have also provided an expanded comprehension of the underlying
worldviews as can be portrayed by the themes. It emerges that such an underresearched concept as relational construction; exhibited in the leader’s formulation of
networkable value, serves as a core component of this worldview in how the resilient
leaders achieve an extensive understanding of a perturbed business environment, which
would otherwise have continued to obstruct them from opportunities for survival,
sustenance, and growth. A chaotic business environment that is characterized by
rampant changes in the flow of various resources, a changing social climate, and major
existential risks to the organizations and people that operate in it may be considered
dysfunctional for growth and long-term sustenance, but the leaders have proven that
they can indeed grow and sustain businesses within the chaos. At a personal level, they
demonstrate reflexivity in adaptively creating changes that suit emergent
circumstances, including any emerging extremities in their operational domains. Such
ability is highly sought for in today’s leaders (Oliver, 2012). The resilient leaders are
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demonstrating qualities that extend my understanding of effective and exceptional
leadership, especially when considering operations in unstable and constantly conflicted
environments. Their adaptive skills are generating coherent outcomes at the individual
and organizational levels, as well as at the community level or in the contributions made
to the external business environment. The leaders’ ability to reflexively generate
adaptive value by constantly reflecting over the dynamics of the business environment
and society in which they operate also demonstrates that common value-based
challenges that ordinary businesses face in times of crisis can be overcome with
effective leadership.
Through this research, I have also gained lessons on how the exposure of
business processes to conflict and disruption should be understood and managed if
resilience is to be generated through such exposure. Most businesses strategize against
any source of significant risk by minimizing contact with most or all components of the
risk environment, yet many of the world’s largest and most successful corporations edge
out by extending operations to specialized domains or attending to large-scale problems
that cannot be solved by smaller and less competitive businesses. Companies like
Google, Apple, and Tesla have generated extensive knowledge from their continued
research and operations in domains that are highly regulated, and which may interface
with related activities of governments and a wide range of stakeholders in the external
business environments. They demonstrate the importance of giving consideration to
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broad strategies when determining how far a business can intervene in such an
environment. Businesses and communities that can absorb risk are also sustainable
pillars for recovery and development under chaos, conflict, and disruption (ESCAP and
ADPC, 2015). In the findings of this study, resilient leaders in environments of
prolonged chaos and conflict are maintaining vigilance of the entire business
environment, with the help of their business network allies. They do not shut off all
sections of the environment that are potential sources of risk because they can
strategize against risk and still maintain access to other opportunities. As a result, they
remain adaptive to such environments and are able to model and yield growth that is
resilient and sustainable. They exemplify ideal outcomes of leadership under prolonged
exposure to potential sources of conflict. The leaders also succeed in continued
refinement of their controls for mitigating and resolving conflict. They make big
achievements in mitigating conflict by raising the level of awareness for the range of
challenges that can lead to conflicting worldviews and interests. As a result, they are
also able to aid followers in understanding and adapting values that have been
established in strategy for their coherence and for the extent to which they dictate longterm progress across the existent stakeholder base. This has demonstrated the limitless
potential of strategy as the overarching source of business sustenance even when
operating in extreme chaos.
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Another major take from the study is on the nature and role of persistent
relationships that ensue to support growth and sustenance of organizations in the
environment of prolonged chaos and conflict. The leaders’ accounts provide insight into
important qualitative behavioral expectations that are optimized in their approach to
human and organizational relations, and which are also outcomes of an adaptive
approach to the social and physical environment. The relationships are not separate
from the existential core of the leaders’ organizations, and as such; they go beyond
intrinsic and extrinsic forms of value that are usually conceived of in relationships of
convenience to include value for positional, situational, and transformational
dimensions of good and highly-valued engagements. As a result, the resilient
relationships are always progressive, and the leaders adaptively cope the value
dynamics of such progression by also contributing their own controls and supporting
change in a direction that is sustainable. The relationships are also reinforced by
growing levels of shared knowledge. They suit the needs for organizational resilience,
which needs to be multidimensional (Chu, 2015). The resilient business leaders are
always working to improve the quality of informational exchanges that facilitate
understanding and coexistence. This also refines their awareness and reinforces their
presence amidst rapid changes that could otherwise have extinguished their ability to
relate with people and organizations that help to create networkable forms of value.
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The findings of the study, with regard to how relationships that are based on
reciprocal vigilance help to define a business, the adaptive quality of its strategy, and
outcomes of engagement that occur across distributors, customers, recruiters,
outsourcing agencies, investors, and the wider community indicate that; indeed, an
integrative approach of business strategy can be possible to cater for both fundamental
relational outcomes of engagements that occur inside the organization as well as
engagements that define other relations (as is usually the case for corporate social
responsibility). Many ordinary businesses are usually overwhelmed with the idea of
attending to many areas of progressive external relations, especially when they perceive
resource constraints. In the current study, the resilient business leaders of the Levant
region cognize very broad elements of the business environment, and they
conceptualize business value for pursuits that go very far beyond the flow of financial
resources in order to ensure the sustenance and growth of their organizations. By
always contributing towards reciprocal vigilance and nurturing it as an essential
component of their entrepreneurial culture, the leaders are fostering relationships that
can adapt to changing levels of environmental complexity and constraints. This makes
the relationships also to become resilient. As a result, the relationships also produce
stakeholders that have more potential for sustaining themselves in networks and
positions that guarantee growth for various dimensions of value that interest them.
Even research on human resilience has continued to rely a lot on how community
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support is understood (Sivilli and Pace, 2014), and the leaders in this study are effective
at generating and also utilizing such structures of support. Internally, the leaders exhibit
strategies that are also coherent to their reciprocal vigilance that is exhibited in their
approach to the external environment. Employees are integrated in the internal working
of the organization by developing their fit into the puzzle of constraints, opportunities,
aspirations, needs, and values. By ensuring that they are able to grow and comprehend
the value of the organization in relation to their own potential, the leaders are able to
admit them into gamified strategies where they can easily contribute their commitment,
learn, and grow with the organization. Such strategies are also believed to be having
more potential in aiding organizations and communities that are affected by disruptions
and chaos (Majchrzak, Busch, and Sandvik, 2018) As a result, there is evidence of very
effective and coherent strategies that have relational approaches as a core part of the
underlying principles that the leaders formulate to create resilience in their
organizations.
The other major take to represent learning gained from this research is on how
resilient leadership proceeds to capture both the needs for change leadership and those
for the sustenance of value in structures that have been progressively established in
operations. This is especially with reference to the particular instances where rapid
change is established and how the leaders establish the approach in their adaptive
strategy. The balance is achieved through competencies for assessing and establishing
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priorities, managing opportunity costs, trade-offs and having established sustainable
structures of collaborative engagement, trust, and commitment among (and with) the
followers. This makes it possible for them to repeatedly lead their organizations during
extreme events that warrant rapid reorganization and still emerge as stable and
progressive in the long run. Resilient leadership that leads to growth does not,
therefore, lose its bounce factor or gumption in the various events that prolong chaos
within the business environment. The overall form of change that is generated by such
leadership is also yielded through outcomes of multiple change components that are
necessitated by chaos and facilitated in how the leaders institute collective action in
strategy. Decisions are made in a way that catalyzes growth amidst events of change,
and cyclical disruptions are made to become less impactful in the extent to which they
can generate negative business outcomes. Prolific ideation is exhibited in how followers
are accommodated in important decision-making and how the leaders leverage over the
existent organizational knowledge base to establish and enact ideas of change. Their
approach typifies systemic processes that are well-designed to create a resilient system
as described by Wiese (2016) and Krumdieck (2011). The findings extend my
understanding of the immense potential that lies in having higher organizational
capacity for resilience, and which should be pursued before (or prioritized over)
resource-based contextualization of opportunity. The leaders only demonstrate
resource-based views that are secondary to a relationship-driven and knowledge256

powered strategies. This makes it easier to model and generate resilient change
leadership by allowing for ideas and wit to stretch any preferred resource limits and
sustain a preferred dimension of values that generate resilient growth for the
organizations.
The resilient leaders’ ability to constantly sustain an entrepreneurial identity
while instituting organization-wide change has helped me to gain insight into more
opportunities for creating change on a larger scale through resilient leadership. This is
accomplished through reciprocal exchanges with their communities and with the
business environment. The leaders demonstrate seamless engagement with the wider
stakeholder base that contributes a broader social structure to business continuity. This
generates knowledge and strengthens relationships that are ultimately exhibited in the
resilience of their organizations. The limitations of social structures on organizational
change are part of the complexity that ordinary organizations fail to comprehend in
situations where attempts at creating organization-wide change either fail or lead to
problematic issues in re-branding and establishing coherent organizational narratives.
The resilient leaders sustain a very close touch with the communities that relate to their
organizations’ identity and which sustain business operations. Effectiveness of social
structures as sources of resilience has also been established larger systems and for
entire communities (Marshall, 2010). As a result of having such structures, the resilient
leaders design change processes to tap into diverse stakeholder contributions towards
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strategy and the leaders adaptively mirror the overall changes in these contributions in
the direction that their entrepreneurial pursuit takes. Having this ability facilitates quick
and adaptive re-orientation of operations and establishment of decision-making
structures that match the requirements of a changing environment. There are many
competencies and personal qualities that are able to prevail and function as a result of
having such a level of agility, including high levels of confidence that come with a firmly
established identity, ability to exude commitment and inspire or motivate followers in a
direction that is mirrored in such commitment, strong attitudes towards higher
achievement and the self-efficacious behavior that follows, among other desirable
outcomes.
The study also generates lessons on how entrepreneurship and entrepreneurial
opportunity can be understood in a chaotic environment. For instance, chaotic
environments often change much faster than other environments, and as a result,
entrepreneurial opportunities should be viewed in the same light. The opportunities
have a level of dynamism at their core and can, therefore, be pursued mainly for such
dynamism and how organizations can be designed to interact with it. It is possible for
entrepreneurs who research on these kinds of opportunities to attain capacity for
approaching the environment with pivoted strategies that handle such dynamism and
achieve success like any other effective organization. The leaders that have experience
in chaotic environments often pivot for dynamic relational dependencies because they
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are already working closely with well-established networks. The importance of
collaborative input in resilient relationships is pronounced well and should be
acknowledged in all strategies that are developed for such an environment. Risk is also
significantly and exceptionally higher when compared to non-perturbed environments.
As such, it is not possible to approach risk management as to be secondary to the core
operational or entry strategy because the existential value of businesses may not be
guaranteed. Moreover, risk can be managed best within business networks and being
able to add value to such networks can legitimize an entrepreneur’s capacity for thriving
in the chaotic environment. The internal environment also needs to be managed for
coherence and for dynamic dependency to prevail in order to gain capacity for rapid
organization-wide changes that are needed to establish response to extremities of the
chaotic milieus. As such, the chaos is to be utilized for generating organizational
advantage and for establishing progressive change in a direction of growth and longterm sustenance.
The hardships that characterize organizational operations in prolonged chaotic
milieus lead to the rise of talent and abilities that would remain unchallenged and
unrevealed in undisturbed environments. At the individual level of the resilient leader,
unparalleled capacity for applying oneself to a complex of constraints and gaining
instinctive insight into the broader nature of opportunity is acquired and exercised.
Character is developed to very advanced levels, and an unwavering awareness of the
259

self, its stability, and the underlying principles of individual capacity and aspiration
become crystal clear. To build resilience, the leaders have to establish a level of
purposefulness that dictates their own conduct and frames of reasoning, which brings
their full commitment to the issue at hand. They, therefore, become accommodated in
structures of opportunities that are cognized with the aid of their business networks,
and they pursue their highest ambitions. The employees who work for their
organizations are provided with opportunities to orient themselves towards the
strategies that mirror their desired futures and to also access resources that would
otherwise have remained inaccessible in the absence of organized economic activity. In
the process of learning to find value in such pursuits, the leaders also help them to
acquire resilience for broader aspects of their own lives, and to mirror progress in the
community. They, therefore, become resourceful enough to facilitate resilience of the
groups in which they work and live. The leaders have shown how they are cascading this
progression to the community level, hence providing a business environment that is
able to impact more on the chaos and enhance stability in the long run.
The study also reveals opportunities for rebuilding disrupted and conflicted
communities through resilient entrepreneurship in ways that could be more effective
and better at value-based growth than (but not necessarily or completely
supplementary to) short-term aid. However, the channeling of resources that have
forms of economic value that can be mirrored in the institutionalization of resilient
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organizations can be awarded more priority in order to have more coherency in the
intentions and outcomes of such aid. Communities that are targeted should be
facilitated to utilize the resilient sources if value that are retained in sociocultural and
relational structures, and which they often salvage with the hope of optimizing their
survival and growth in such environments. Facilitating their resilience through
entrepreneurial activities that they are able to directly adapt to their own value system
also provides more opportunities for advancing and strengthening the social structures
that determine resilience at the group and community levels. The need to preserve
these structures is necessary to avoid post-conflict scenarios where the generations that
emerge may have weakened links that to their own social capital. Such weakness is also
at the core of many conflicts that arise from contested access to resources, whereby;
such contestation is tied to inability to establish coherence in the social and cultural
domains of people’s livelihoods. The Levant region exhibits forms of conflict that are
traceable to such forms of incoherence and which have also been prolonged by
continued erosion of opportunities for re-building coherence in the social domain of
people’s livelihoods. As a result, the physical elements of their existence and survival are
exploited through war and feuds among communities. The need to build resilience
through organized activity is therefore demonstrated in how effective entrepreneurial
leaders engage and integrate a wide range of stakeholders in strategies of sustenance
and growth.
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Approaching entrepreneurship as a repository and sanctuary of value that is
eroded constantly by conflict and prolonged chaotic milieus also emerges as a potential
policy element that can shape interventionist worldviews with regard to the potential of
the Levant Region as well as that of its current and future generations. The resilient
business leaders that have demonstrated well-formed interventions in the state of the
environments where they conduct business have shown how collaborative action can be
achieved in effective strategy. To be able to bring value to all stakeholders that have
vested value in the environment, interventions need to not only target a few select
basic needs but also offer means by which the members of the communities which
comprise the business environment to attend to existential risk, access mechanisms for
existential growth, progress to identify with sources of value in organized
entrepreneurial activity, access supportive leadership, and as a result; gain resilience to
sustain and advance the communities.
Conclusion
Conclusively, the study has demonstrated a new outlook on resilient and thriving
leadership by applying a social constructionist approach to examine it in an environment
of prolonged chaos and conflict. It has established the key features of such leadership
and how it develops to yield sustainable organizational processes and outcomes. The
features depict a move away from positivist views of resilience as is often depicted in
dominant psychological discourse towards a social constructivist perspective. This
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perspective explains resilience for the many subjective issues that impact on its and for
the unique elements that are contextually depicted in leadership. It is found that the
resilient business leaders facilitate unique conceptualization of relationships, resources,
and growth in strategies that are adaptive, agile, and dynamic. They have a strong
presence in the environment, which gives them extensive awareness and they are
constantly contributing to reciprocal vigilance, which extends to monitoring and
supporting people and organizations whenever possible and adopting values that
resonate with the communities in which they operate. They, therefore, create networks
of value and this facilitates decision-making habits that are effective and easily
contextualized to extreme situations. The values that are established at an individual
level and for in-group interactions are applied to provide directedness in times of crisis.
The leaders can yield agile and adaptive strategies that handle risk and optimize
opportunities for growth. Such growth includes existential growth, which is established
at the organizational level as well as at the individual levels. The leaders are therefore
resilient to the many unique competencies that they demonstrate and for the
associated outcomes created in business sustenance and growth. The study has
indicated that future research opportunities exist for understanding how the resilient
leaders’ integrative strategies address gaps in current conceptualizations of corporate
responsibility. The insights that such leadership provides on social capital and business
culture, as well as the nature and impact of resilient leadership seen for business
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culture, in post-disruption environments, and for small entrepreneurs that move away
from conflict.
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APPENDIX A: DISCUSSION PROTOCOL
Verbal Consent:
Dear NAME OF PARTICIPANT,
Thank you very much for volunteering to participate this research. We will be having an
open discussion on your experiences doing business in the midst of chaotic
environments in the Levant area. Do you agree to carry this discussion?
The focus of interactions will be to have a series of open discussions about your
experiences working in chaotic environments. If you have any questions or concerns at
any stage, please let the researcher know right away. The researcher will not record or
videotape our conversations. I will take shorthand notes in Arabic. All personal and
business identifiable information will be removed from my notes to protect
confidentiality and ensure eliminating risk. The researcher will be the only person to
have access to this material during the study to be stored in safe at the researchers’
residence and discarded a month after concluding the research by June 2018.
The following are the tentative open questions the researcher will ask during the
discussions.
1. Describe doing business in chaotic environments during the Lebanese/Syrian/Iraqi
wars
2. This environment can be stressful. What do you do to keep on top of things, when
working in such a situation?
3. Tell me about one of the most challenging obstacles you have faced reconstructing
your business? What did you learn from the experience?
4. As a leader, it will be essential to stay constructive when faced with challenges. How
did go about achieving this? What attributes does it demand from you?
Thank you again for your time
Best regards,
Edgar Noumair
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