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ABSTRACT: Both the unpredictability of business environments and the limitless demands of stakeholders have fostered the
emergence and spread of the concept of “organizational resilience” over the past two decades. This concept entails a quick recovery from
unexpected shocks and an agile capacity to turn these shocks into opportunities. The concept has found a considerable space in many
academic disciplines like child psychology, psychology and crisis management. However, it is still considered an emergent concept in
organization- related studies. This study has focused on three branches of Cairo bank, which is the third biggest bank in Egypt,
conducted interviews with 24 senior bankers of Cairo Bank, Egypt; and analyzed results of the interviews. The authors have created a
model depicting the four main motives behind Cairo bank’s attempts to raise its senior bankers’ level of resilience. The four motives are:
uncertainty, stakeholders’ pressure, bank culture adaptability and senior bankers’ voice.
KEYWORDS: organizational resilience; uncertainty; organizational culture adaptability; stakeholders’ pressure; employees’ voice;
Egypt

1. INTRODUCTION
Today, an organization’s success and possibly survival depends
mostly on their ability to meet the turbulent changes in the market
they serve, unlimited demands of the stakeholders they deal with,
besides the complex operations they must engage in during their
regular delivery of products or services (Kantur & Iseri-Say,
2012). This may be the reason behind the historical evolution and
the spread of the concept of “resilience” in current economic and
business spheres (King et al., 2016). Nowadays, it is needless to
say that it has become one of the most widely addressed
buzzwords in both academic and practical arenas (Paul et al.,
2016). Resilience is often associated with an organization’s
abilities to responsively adapt to all current and potential
challenges or risks occurring in both local and global contexts,
and be able to mitigate their effect on the organization’s activities
and subsequently ensure continuity.
Apparently, the concept of “resilience” appeared firstly in the
works of child psychologists who used it as a measure of
children’s ability to maintain their persistence despite difficulties
they faced (Johnson & Wiechelt, 2004). Secondly, psychology
scholars used it as a measure of people’s ability to yield a positive
energy after being exposed to a traumatic event (Redman &
Kinzig, 2003). Thirdly, crisis management scholars used it as a
reflection of people’s capacity to withstand unexpected shocks
and consequently learn to bounce back particularly in institutional
settings (Tierney, 2003). Resilience is still in its embryonic stages
in organization-related literature despite the attempts of Mallak

(1998) to address the principles of resilience and Weick (1996) to
explore its sources. However, and to date, climate change, cutthrough competition and even terrorist attacks that profoundly
affect daily and strategic organization’s courses of actions have
urged
different
organization-related
academicians
and
practitioners to add resilience as one of the most relevant topics in
not only academic studies but also consulting practices.
Egypt is a leading Middle-Eastern-Arabian and African country
with a population estimated at 92 million as at 2016. The country
witnessed a political revolution in January 2011 in which millions
of Egyptians took to the streets and called for changes in their
social, political, economic and cultural rights. The uprising ended
with the election of the first civilian president, Mohamed Morsi,
in the modern history of Egypt. Unfortunately, and after a year of
Morsi’s presidency, there was another uprising because of
worsened conditions of living in Egypt, economically and
socially, in June 2013 to end the authority of Mohamed Morsi and
the Muslim Brotherhood three years before their official end of
the Government’s term in office. A year later, Abdel-Fatah El
Sisi, the former Egyptian minister of defense took over the
responsibility of government and became the president Egypt. In
a similar vein and after four years in office, the social, political
and economic situation remains same.
Cairo bank is third largest governmental bank in Egypt with a
network of branches covering all twenty-seven Egyptian
provinces or governates. The bank seeks to ensure an inspiring
environment for its employees and to continuously provide the
highest possible quality products and services to its stakeholders
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as mentioned in both the mission and vision of this bank (See
Note 1i). Occasionally, Cairo bank occupies a noticeable space in
both public and media discourses due to the ongoing
governmental intent of privatizing the bank. Worthy to highlight
that these ongoing attempts to privatize this bank began in 2005.
A second attempt at privatization was made by the government in
2012 and again in 2017, the discourse continued.
Apart from the government’s ongoing privatization intentions and
given the vision statement of Cairo bank, that the bank constantly

2. LITERATURE REVIEW
As indicated by Luthar et al., (2000), resilience can be defined as
“a dynamic process encompassing positive adaptation within the
context of significant adversity” (p. 543). The same study
considers resiliency as the process of adapting to sudden changes.
Witmer & Mellinger (2016) refer to organizational resilience as
an organization’s ability to match internal and external challenges
and the capacity to shift these challenges into opportunities that
organization can benefit from. Accordingly, it is constantly seen
as a complex process that entails an exploration of a main internal
and/or external threat facing the organization and consequently
reintegrating the organization’s interpersonal, psychological and
structural system to manage this threat. Additionally, the process
of adapting to any sudden shock/threat may call for redefining the
organization’s mission, values, policies, tasks, objectives and
also, connection with the surrounding environment. In this regard,
Grant et al., (2009) differentiated between individual resilience,
which focuses on enhancing individual competence such as hope,
self-esteem and self- efficacy and altitudinal work-related
resilience, which focuses on enhancing employee’s organizational
commitment, work engagement and readiness to change. Within
the scope of organizational resilience, Sutcliffe & Vogus (2003)
highlight the existence of two schools of thought regarding
organizational resilience. The first promotes the organization’s
actions when facing with turbulences, whereas, the second fosters
the organization’s dynamic ability to constantly develop new
capabilities, monitor changes in the surrounding environment and
be ready to take actions towards mitigating any potential
challenge.
Even though Sawalha (2015) has divided resilience into 4 types:
personal, organizational, sectorial and societal, Paul et al., (2016)
has indicated that resilience has several facets such as career
resilience, trait resilience, psychological resilience and ego
resilience. These different facets of resilience have their
implications on both individual and organizational contexts.
Foster & Dye (2005) highlight that any organizational workrelated resilience can be created and maintained by empowering
three main elements: human resources, business model (systems,
infrastructure, reporting structure and processes) and relationships
with surrounding stakeholders. Importantly, Alesi (2008) and
Biggs (2011) elaborate that an organization’s size, activity,
history besides leaders’ characteristics, can also play a significant
role in building business resilience.
Worthy to mention that, the main importance of organizational
work-related resilience derives from its ongoing ability to create
meaning/purpose for organizations and their affiliated members,
besides an undisputed role in enhancing employee self- reliance
(Wagniled & Young, 1990). This may justify the tendency of

seeks to maintain an inspiring work environment for its staff, this
study focused on its senior managers and explores the main
motives behind the bank’s attempts to raise its senior’s level of
organizational resilience. Accordingly, this paper starts with a
detailed theoretical background about the concept of “resilience”.
Secondly, an elaboration of the exploratory qualitative case study
the authors employed is made. Thirdly, the findings are
articulated and fourthly, the paper is concluded and implication
for research and practice, in addition to recommendations, made.
both organizations and individuals of owning resilience
capabilities constantly. Even countries nowadays seek to establish
and support national resilience of citizens. For example, the
United States of America has introduced a framework titled
“building a resilient nation: enhancing security, ensuring a strong
economy” as an attempt to improve its citizens’ capacity in
mitigating stresses and promoting inclusive economic growth
(The Reform Institute, 2008). Given the preceding, work-related
resilience should be seen not only as an attribute an organization
manages, but also as a capability the organization prepares,
creates, maintains and evaluates regularly to ensure the
organization’s ability in declining the harmful effects of any risk
and turning this risk into opportunity.
On the back of the literature reviewed, the concept of
“organizational resilience” has been addressed in both western
and Asian private organizational settings quite significantly,
nevertheless, the concept is still in its embryonic stage in both
African and Middle-Eastern context and therefore an exploratory
investigation of this concept in Egypt, which is an Arabian
African leading nation, may offer further research opportunities
for management scholars in such countries. Needless to say, that
focusing only on a public banking environment may contribute to
the Egyptian government and its central bank’s developmental
attempts, which are ongoing.

3. METHODOLOGY
As indicated earlier, the authors of the present paper did not touch
on many papers focused on “organizational resilience” because
the existing literature about organizational resilience falls under
the scope of psychology, crisis management, information
technology besides environmental studies. Moreover, the authors,
among other scholars (Paul et al., 2016, King et al., 2016) have
realized that organizational resilience is considered an emergent
concept in most organization-related literature.
Needless to mention that, to the best of the authors’ knowledge,
only few studies on organizational resilience were conducted in
the context of Middle East and no studies at all were conducted in
the Egyptian context. This may justify, to a large extent, why the
authors of this paper decided to do a case study in investigating
the topic. Clearly, the decision of case study analysis limits the
authors’ ability to generalize the findings but as explained by
(Baxter & Jack, 2008), employing a case study gives an
indication that the study is reasonable to be investigated and that
the authors cannot manipulate the behavior of their participants.
Furthermore, doing an exploratory qualitative case study should
result in the creation of a model, the development of a theory or a
suggestion of some propositions (Yin, 2003). Importantly, the
research process for this paper commenced in June 2017 with the
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determination of the research unit for interviews (senior bankers),
time (from the January 2011 Egyptian uprising to date), place
(Cairo bank branches of the 6 October city, Giza, Egypt) in
addition to the explored phenomenon/ behavior/ activity/ practice
(senior banker’s understanding of why their bank is seeking to
raise their organizational resilience).
The focus only on a single organizational setting (Cairo bank) in
a single city (6 October city) though with 3 branches in the
selected location, reflected the authors’ orientation to do a holistic
single case study in which authors set themselves apart from the
observed case and subsequently analyzing across settings.
Admittedly, the authors chose to do semi-structured Skype
interviews and consider these interviews as their primary source
of data whereas newspapers and bank reports were used as a
secondary source.
Worthy to highlight that one of the present paper’s authors has
good working relationship with many of the senior bankers at
Cairo bank particularly at the bank’s 6 October city branches.
This opportunity provided leverage for the authors in contacting
the relevant officials of the bank and in the very positive feedback
and approval to collaborate with the authors. Clearly, this author
started contacting the said respondents in November 2011 and
discovered that there are three branches of the Cairo bank in the 6
October city and that, the number of senior bankers in every
branch is 8 (comprising, auditor, chief accountants, financial
accounts manager, credit manager, customer service manager,
sales manager, SMEs relationships manager and branch
manager). Accordingly, the total expected number of respondents
was 24. Most importantly, the focus on senior bankers came as a
result of the purposive sampling method the authors employed.
The said author who directly coordinated the conduct of the
interviews, from contact with some of the senior bankers,
experience and sound judgment, was of the assumption that
senior bankers in the Egyptian banking environment received the
maximum financial and developmental support.
As mentioned earlier, the authors conducted semi-structured
interviews through Skype. All interviews were in Arabic and the
duration of every interview conducted was 45 minutes
approximately. As a result of the coordinating author’s already
good working relationships with many of the respondents, the
interviewees spoke freely and candidly. The following were the
main questions asked by the interviewer:
• What kind of organizational resilience do you perceive in
your workplace?
• How do you perceive such resilience activities?
• Does the bank you work in organize these resilience
activities regularly or only based on need?
• To what extent has resilience existed in your workplace?
Upon conducting the interviews, a transcript was made and
translated from Arabic to English. Moreover, all authors of this
paper participated in coding the most important findings in the
transcript. Additionally, the authors enhanced the reliability of
their paper through audio recording for all interviews conducted
besides employing the purposive sampling method to guarantee
the maximum adequate experience level of their respondents
(Lillis, 2006). For internal validity reasons, a cyclical proceeding
of data collection and analysis was undertaken besides conducting

all interviews in Arabic which is the native language of all
respondents and at least one of the authors. Finally, and for
improving external validity an adequate number of respondents
(24) were interviewed.

4. WHY THE ADMINISTRATION OF CAIRO
BANK WORKS TO ENHANCE ITS
EMPLOYEES’ LEVEL OF
ORGANIZATIONAL RESILIENCE?
Prior to contacting respondents for this study, the coordinating
authors of this paper, was to some degree aware of the effort
made by Cairo bank, particularly under its new management in
fueling its employees’ level of proficiency. However, a detailed
picture of the real situation within this bank was not readily
available. It was partly for the foregoing reasons that the authors
decided to do an exploratory investigation. Additionally, it was
no secret among the authors to considerably anticipate one of the
main motives upon which Cairo bank management relied on to
raise its employees’ level of organizational resilience.
Furthermore, and notwithstanding the fact that the authors sought
an answer to the aforementioned question of why Cairo bank’s
administration constantly worked to raise its employees’ level of
organizational resilience, the authors unintentionally, in some
parts of the interviews and the subsequent analysis, are
responsible for an evaluation of how senior bankers at Cairo bank
perceive their attempts to improve their organizational resilience.
This might be because of the current tense political and social
atmosphere Egyptian businesses and general population operate
in, where freedom of speech, association and other rights are nonexistent or not enforced.
As mentioned by the majority, if not all of respondents, an
uncertainty climate is the main motive behind enhancing
employees’ organizational resilience. The second respondent said,
“it was only because of uncertainty that we often got involved in
organizational learning”. Another respondent added “yes, we are
required to understand the meaning of uncertainty, its types, its
management and many more about it”. This comes in line with
Mousa & Abdel Gaffar (2017) who indicate that uncertainty is
one of the main features of Egyptian environments. As explained
by four of the respondents, the climate of uncertainty Egyptians
live in has fostered changes by various banks to their sales
policies. Instead of focusing on Egyptian clients who live in
Egypt, the focus has expanded to cover clients who live abroad.
This comes as a result of increasing migration, or as heard from
two of the respondents “the growing escape by Egyptians
currently is in search for much more stability and security”.
Another respondent clarified that Cairo bank is about to
undertake an expansion strategy through establishing new
branches in more stable countries like United Arab Emirates
(UAE) and Kuwait. However, he added that the struggle the
administration of this bank faces would be, with the number of
Egyptian bankers who will compete to relocate and work in these
new branches when established. This comes as an affirmation to
what is highlighted by Sinding et al. (1998) that both external
environment (nature, rules, etc.) and internal environment
(organizational strategy, economic capability and etc.) may fuel
uncertainty and sometimes complexity.
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Two of the respondents elaborated the difficulties they faced
during January 2011 revolution Egypt witnessed. They said, “it
was a challenge to work under the protection of army vehicles
that were placed in front of all financial institutions at that time”.
A respondent said, “there was a need to call one’s family
members every half an hour to see how secure they were and to
let them know how secure I was”. Having such fears urged the
administration of Cairo bank to train every employee to prepare
them to fill in gaps in the case of a colleague’s absence. Even
bank managers learnt how to be multifunctional and worked as
junior tellers at some crucial times. Certainly, the case described
reinforced the three types of uncertainty illustrated by Bordia et
al. (2004) and confirm their presence in this bank’s case. There is
uncertainty regarding the future direction (strategic uncertainty),
uncertainty regarding change in bank policies, structures and
functions (structural uncertainty) and uncertainty regarding job
roles (job-related uncertainty).
A second main motive highlighted by the respondents was
stakeholders’ pressure. The sixth respondent asserted that
currently bank employees working in Egypt are required not only
to adopt their bank’s agenda of rules and instructions, but also
stakeholder’s daily updated desires. This falls in agreement with
Carrasco (2007) and Mousa (2017) who elaborate that
organizations, whatever their type, should respect the social
contract they have with their surrounding societies and this
attained only through their various stakeholders’ wants.
Apparently, Egyptians have gained a very powerful social
understanding after the January 2011 revolution and nowadays,
know how to attain the maximum benefit they expect from
exercising social pressure. Two of the respondents affirmed that
banks do not currently have the luxury to enter into any conflict
clients simply because a very short Facebook post from any
unsatisfied client can harm or may even destroy the bank social
image. That is why Pless (2007) articulates that organizations
guide and are guided by different stakeholders on whom/which
organizations depend on perceiving support, information, advice
and promotion as well. Accordingly, Cairo bank, from time to
time, undertakes very extensive workshops and seminars on how
to enhance its employees’ ability in meeting stakeholders’ needs
as elaborated by 6 of the respondents. Furthermore, the
administration of the bank allows its senior employees to
participate in preparing “what if scenarios” to be ready for any
threat as indicated by the fourth respondent. Moreover, the bank’s
administration devotes some of its future prepared scenarios to
show how the bank and its staff should responsively act even in
the case of simple struggles/disturbance with a part/ or even few
of its surrounding social actors.
A third group of interviewees highlighted the role of
organizational culture adaptability in fostering their
organizational resilience. The third respondent, for example,
confirmed that a masters degree in business administration
(MBA) has become obligatory for becoming a branch manager.
Moreover, promotion to higher positions in this bank allowed
only for those who have postgraduate degrees in management,
finance, investment, accounting, economics and other related
disciplines. Furthermore, five of the respondents affirmed the
bank’s role in making partnerships/agreements with some
educational/research institutions through which Cairo bank’s

affiliated employees can reach to enjoy discount of some 50% on
tuition fees. This reflects the kind of adaptability to both internal
and external needs as elaborated by Dawson (2010). Such
organizational culture adaptability ensures staff organizational
learning (Mousa, 2016) because organizational culture for any
organization, acts as a personality for a human being (Hosseini,
2014), it seems that Cairo bank asserts organizational culture
adaptability as a condition for its continuity.
Finally, one of the respondents said “we are not less than the staff
of other banks to be denied both training and education
opportunities”. This is what was affirmed by 4 other respondents
who elaborated that other banks contribute to their staff’s MBA
tuition fees for example. Another respondent mentioned “other
banks may even provide it seniors the double of this bank
developmental opportunities”. That’s why; employees’ voice and
their continuous calls to be treated like other seniors in other
banks is another motive for urging Cairo bank management to
foster its employees’ organizational resilience level.

5. CONCLUSION
This study aimed to answer the question of why Cairo bank
currently works to enhance its employees’ level of resilience.
Having interviewed 24 senior bankers who work at 3 branches of
Cairo bank, the authors of this paper succeeded in explaining the
four motives behind this behavior/orientation.
As anticipated, Egypt’s current uncertainty climate has been
found out to be the main motive behind Cairo bank’s attempts at
raising its employees’ resilience. The unstable socio-political and
economic atmosphere is considered a main factor in this bank
decision-making process. As highlighted in the conducted
interviews, the administration of Cairo bank besides its
employees has not only a lack of information about the future but
also a fear of all coming events. That is why it has expanded the
number of seminars, coaching and workshops regarding
overcoming their future threats. This is a clear reflection to what
is asserted by Song (2013) who indicates that uncertainty has its
effect on both organizational members and organizational
choices. Worthy to mention that the scope of this uncertainty has
fostered senior bankers’ worries about their job roles,
organizational structure, nature of the environment they work in
and many more.
A lot can be said about the role stakeholders’ pressure form in
motivating Cairo bank’s administration to raise its employees’
level of resilience. The analysis of the conducted interviews
reflects this bank’s continuous effort in building long-term
relationships with its surrounding social actors. As understood,
this fulfillment of the societal obligations comes as a result of the
understanding that stakeholders are considered not only a source
of information but also a source of economic gain, if their word
of mouth is well-managed. That is also why, the bank regularly
provides its employees with training about how to show care
towards the poor, contribute to public well-being and participate
in charitable activities.
Organizational culture has also appeared to be a third motive for
enhancing employees’ level of organizational resilience. As
thought, the administration of Cairo bank seeks to be able to
responsively act even when facing unexpected situations
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(Dawson, 2010). That is why the interviews have showed a
continuous tendency to direct senior banker towards creating and
maintaining an effective organizational orientation in meeting/
balancing/ stabilizing expected and unexpected daily and strategic
events. Finally senior bankers themselves know how to utilize
their voices in calling for continuous training and education in
search for balancing the opportunities offered to their colleagues
in other banks. Accordingly, senior bankers’ voice has been
considered the fourth motive for improving senior bankers’
resilience level.
The main theoretical contribution of this study lies in creating the
model of the main motives behind enhancing employee’s level of
resilience in the case of Cairo bank, Egypt.

This model shows that the employee’s feeling of uncertainty,
stakeholders’ pressure, organizational culture consistency and
employees’ voice urged their working place to offer them some
forms of employees’ enhancement (training, education,
workshops, seminars and coaching sessions) in whatever their
business environment needs and upon receiving these forms,
there should be a kind of enhancement for every employee’s level
of resilience.

6. IMPLICATIONS FOR MANAGERS
Given the politically, socially, economically and even culturally
unpredictable environment Egypt witnesses, both senior bankers
and their managers at Cairo bank consider resilience as a dynamic
trait they should raise. However, the authors of this paper did not
succeed in identifying either the main goal of where the
administration of Cairo bank lies in raising its seniors’ level of
individual resilience or senior’s level of organizational resilience.
Accordingly, the authors did not realize whether either the current
effort made by Cairo bank’s management has a considerable
effect on senior banker’s level of organizational commitment,
engagement, citizenship behavior and subsequently performance
or not, simply because the analysis of the interviews confirmed
that the senior bankers’ focus is on acquiring more credentials
(certificates, learning, academic degrees, training, etc.) as they

can. Furthermore, and given the fact that a senior banker is a
member of the whole system of Cairo bank, they may have a
positive influence on the bank’s organizational resilience.
However, the authors did not touch on any empirical evidence to
reflect the influence of individual resilience on the overall
organization, the result that was discovered by Lengnick- Hall &
Beck (2013) before. Consequently, the following points should be
addressed.
• Development of every department agenda of needed
resilience. This agenda, despite its focus on only a single
department, will prompt employees to think about raising their
bank’s capacity besides their own credentials. The matter that will
be considered a part of forming an overall framework for
consisting and maintaining Cairo bank’s organizational resilience.
• A reformulating of Cairo bank’s organizational behavior,
operations and values should be undertaken. This will serve a
way of urging senior bankers to absorb their required roles
particularly in the era of uncertainty which derives from the
bank’s ability to reflect all of its formal and informal intentions
into written guidelines noted by its members.
• A redefinition of the concept of “uncertainty” is also needed.
As understood from the analysis of the interviews, the majority of
Cairo bank’s staff link the sources of “uncertainty” back to the
political revolution. The authors are aware of the dramatic trauma
Egyptian banking employees had during the January and
February 2011 revolution in Egypt where there was no security
and daily aggressive attacks particularly in and across financial
institutions. However, the management of Cairo bank should be
aware that there are hundreds if not thousands of uncertainties.
This may include climate change, social rumors, entry of new
competitors, terrorist attacks, expected wars, etc.
Finally, although the authors of this paper did their best to finalize
the study and find answers for questions, some limitations should
be brought to the reader’s attention. Due to time constraints, it
was not possible to focus on many more branches of Cairo bank
and to interview more than 24 of its seniors. It is also important to
note that, focusing only on a single case study (Cairo bank in this
case) limits authors’ ability to generalize the research outputs. For
future studies, the authors consider asking the same research
question to junior bankers in the same bank. Moreover, it should
be also advisable, considering the same research question in other
public (e.g. hospitals, ministries, etc.) and private (e.g. for profit
companies, private universities, etc.) organizational settings.

REFERENCES
1.
2.

3.
4.

Akgun A., Keskin Halit. (2014). Organisational resilience
capacity and firm product innovativeness and performance
Abstract: 52(23), 6918–6937.
Alsei, P. (2008). Building enterprise wide resilience by
integrating business continuity capability into day-to-day
business culture and technology. Journal of business
continuity and emergency planning 2 (3). Pp. 214-220.
Baxter, P. and Jack, S. (2008). Qualitative case study
methodology: study design and implementation for novice
researchers. The qualitative report 13 (4). Pp. 544-559.
Bhamraa, R., Daniab, S. and Burnard, K. (2011) ‘Resilience:
the concept, a literature review and future directions’,

33	
  

5.
6.
7.

8.

9.

10.
11.

12.
13.
14.

15.

16.
17.

18.
19.

20.

International Journal of Production Research, Vol. 49, No.
18, pp. 5375-5393.
Biggs, D. (2011). Understanding resilience in a vulnerable
industry: the case of reef tourism in Australia. Ecology and
society 16 (1). Pp. 30.
Bonilla, M. (2015). Building Resilience in Small Nonprofits.
Od Practitioner, 47(1), 8–15.
Bordia, P, Hobman, E., Jones, E., Gallois, C. & Callon, V.
(2004). Uncertainty during organizational change: types,
consequences, and management strategies. Journal of
business and psychology 18(4).
Borekci, D., Rofcanin, Y. & Sahin, M. (2014). Effects of
organizational culture and organizational resilience over
subcontractor riskiness: A multi-method study in longitudinal
time setting. European business review 26 (1). Pp. 2-22.
Burnard, K., & Bhamra, R. (2011). Organisational resilience:
Development of a conceptual framework for organisational
responses. International Journal of Production Research,
49(18),
5581–5599.
https://doi.org/10.1080/00207543.2011.563827
Carrasco, I. (2007), “Corporate social responsibility, values
and cooperation”, International Advances in Economic
Research, Vol. 13 No. 4, pp. 454-460.
Chan, J. W. K. (2011). Enhancing organisational resilience:
Application of viable system model and MCDA in a small
Hong Kong company. International Journal of Production
Research,
49(18),
5545–5563.
https://doi.org/10.1080/00207543.2011.563829
Dawson, C. S. (2010). Leading culture change: what every
CEO needs to know. Stanford: Stanford University press.
Elwood, A. (2009). Using the disaster crunch/release model
in building organisational resilience. Journal of Business
Continuity & Emergency Planning, 3(3), 241–247.
Faeni, D. (2016). Manager Characteristics, HR Renewal,
Marketing Strategies, Partnership Motivation, Work
Orientation, Work Standardization, on SMES Business
Resilience in the Competition: A SMES Study in Jakarta
Indonesia. Scholedge International Journal of Management &
Development
ISSN
2394-3378,
3(2),
32.
https://doi.org/10.19085/journal.sijmd030202
Ferdinand, J. (2015). Building organisational cyber
resilience: a strategic knowledge-based view of cyber
security management. Journal of Business Continuity &
Emergency Planning, 9(2), 185–195.
Foster, S. & Dye, K. (2005). Building continuity into
strategy. Journal of corporate real estate 7 (2). Pp. 105-119.
Gibson, C. A. (2010). An integrated approach to managing
disruption-related risk: life and death in a model community.
Journal of Business Continuity & Emergency Planning, 4(3),
246–261.
Gibson, C. A., Love, G., Fergus, N., Parsons, D., Tarrant, M.,
Anderson, M. and Kilgour, J. (2006) ‘Security Risk
Management’, HB167:2006, Standards Australia, Sydney.
Grant, A.M., Curtayne, L. & Burton, G. (2009). Executive
coaching enhances goal attainment, resilience and workplace
well- being: A randomized controlled study. The journal of
positive psychology 4. Pp. 396-407.
Gray, D. (2016). Developing resilience and wellbeing for
healthcare staff during organisational transition: The

21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.

32.
33.
34.

35.
36.

37.

38.
39.

salutogenic approach. International Journal of Evidenced
Based Coaching and Mentoring, 14(2), 31–47.
Hopkin, P. (2014). Achieving enhanced organisational
resilience by improved management of risk, 8(3), 252–263.
Hosseini, S. A. (2014) Components of Organizational
Culture based on Dension Model. Kuwait Chapter of Arabian
Journal of Business and Management Review 3 (12a).
IFRC (2014) ‘IFRC Framework for Community Resilience’,
International Federation of Red Cross and Red Crescent
Societies, Geneva.
Johnson, J.L. & Wiechelt, S.A. (2004). Introduction to the
special issue on resilience. Substance use & misuse 39.
Pp.657-671.
Kachgal, J. A. (2015). The synergy needed for business
resilience. Journal of Business Continuity & Emergency
Planning, 9(1), 10–17.
Kafle, S. K. (2010) ‘How resilient are our communities?’,
Continuity, September/October, pp 28–29.
Kafle, S. K. (2017). Does integration matter? A holistic
model for building community resilience in Pakistan, 11(1),
37–51.
Kantur, D. & Iseri-Say, A. (2012). Organizational resilience:
a conceptual integrative framework. Journal of management
and organization 18 (6). Pp. 762-773.
King, D.D., Newman, A. & Luthans, F. (2016). Not if, but
we need resilience in the workplace. Journal of
organizational behavior 37. Pp. 782-786.
Kolay, M. K. (1993). Measurement of Organizational
Resilience —. https://doi.org/10.2139/ssrn.2965435
Lillis, A. (2006). Reliability and validity in field study
research in Hoque, Z, (Ed.), Methodological issues in
accounting research: theory and methods. Piramus, London.
Pp 461-475.
Luthar, S.S., Cicchetti, D., & Becker, B. (2000). The
construct of resilience: a critical evaluation and guidelines
for future work. Childhood development 71. Pp. 543-562.
Mallak, L.A. (1998). Measuring resilience in health care
provider organizations. Health manpower management 24
(4). Pp. 148-152.
McCoy, J., & Elwood, A. (2009). Human factors in
organisational resilience: Implications of breaking the
psychological contract. Journal of Business Continuity &
Emergency Planning, 3(4), 368–375.
Mousa, M. & Abdel gaffar, H.A. (2017). A float in
uncertainty and cynicism: an experience from Egypt. Journal
of commerce and management thought 8 (3). Pp 508- 530.
Mousa, M. (2017). Clouds over Egypt: Culture Traits and
Organizational Commitment in Public Education.
International journal of education and management studies 7
(2).Pp 251-258.
Mousa, M. (2017). Responsible leadership and organizational
commitment among physicians: can inclusive diversity
climate enhance the relationship? Journal of intercultural
management 9 (2). Pp. 103-141.
Olson, A., & Anderson, J. (2016). Resiliency scoring for
business continuity plans. Journal of Business Continuity &
Emergency Planning, 10(1), 31–43.
Organisational resilience - Wikipedia. (n.d.).

34	
  

40. Paul, H., Bamel, U.K. & Garg, P. (2016). Employee
resilience and OCB: Mediating effects of organizational
commitment. VIKALPA: The journal for decision makers 41
(4). Pp. 308-324.
41. Petruzzi, J., & Loyear, R. (2016). Improving organisational
resilience through enterprise security risk management.
Journal of Business Continuity & Emergency Planning, 10(1
OP-Journal of Business Continuity {&} Emergency
Planning. Autumn/Fall2016, Vol. 10 Issue 1, p44-56. 13p. 2
Diagrams.), 44.
42. Pham, D. T., P. T. N. Pham, and A. J. Thomas. 2008.
“Integrated Production Machines and Systems – Beyond
Lean Manufacturing.” Journal of Manufacturing Technology
Management 19 (6): 695–711.
43. Pless, N.M. (2007), “Understanding responsible leadership:
role identity and motivational drivers”, Journal of Business
Ethics, Vol. 74 No. 4, pp. 437-456.
44. Redman, C.L. & Kinzig, A.P. (2003). Resilience of past
landscapes: resilience theory, society, and the longue duree.
Conservation ecology 7 (1).
45. Sawalha, I.H.S. (2015). Managing adversity: understanding
some dimensions of organizational resilience. Management
research review 38 (4). Pp. 346-366.
46. Sinding, K., Anex, R., & Sharfman, M. (1998).
Environmental uncertainty, corporate strategy and public
policy. The graduate management review 1.
47. Song, Y. (2013). Leadership effectiveness and work
appropriateness and meaningfulness under conditions of
public organizational uncertainty: comparative organizational
study between U.S. and Korea. International review of public
administration 18 (2).
48. Sutcliffe, K.M. & Vogus, T. (2003). Organizing for
resilience. In K.S. Cameron, J.E. Dutton & R.E. Quinn (Eds),
positive organizational scholarship (pp. 94-110). San
Francisco, CA: Berrett- Koehler.
49. The reform institute (2008). Building a resilient nation:
enhancing security, ensuring a strong economy, the reform
institute,
Washington,
DC,
available
at:

50.

51.

52.

53.
54.
55.

56.
57.
58.

www.reforminstitute.org/detailpublicationsaspx?pid=203&ci
d=3
Thomas, A., Pham, D. T., Francis, M., & Fisher, R. (2015).
Creating resilient and sustainable manufacturing businesses-a
conceptual fitness model. International Journal of Production
Research,
53(13),
3934–3946.
https://doi.org/10.1080/00207543.2014.975850
Tierney, K. (2003). Conceptualizing and measuring
organizational and community resilience: lessons from the
emergency response following the September 11, 2001 attack
on the World Trade Center. Paper presented at the third
comparative workshop on urban earthquake disaster
management, Kobe, Japan.
United Nations Office for Disaster Risk Reduction (2009)
‘UNISDR Terminology on Disaster Risk Reduction’, United
Nations,
Geneva,
available
at:
http://
www.unisdr.org/files/7817_UNISDRTerminologyEnglish.pd
f
Wagnild, G. & Young, H. (1990). Resilience among older
women. Journal of nursing scholarship 22 (4). Pp. 252-255.
Weick, K. (1996). Prepare your organization for fight fires.
Harvard business review 74. Pp. 143-148.
Weick, K. E. (2016). D. Christopher Kayes: Organizational
Resilience: How Learning Sustains Organizations in Crisis,
Disaster, and Breakdowns Kayes D. Christopher:
Organizational Resilience: How Learning Sustains
Organizations in Crisis, Disaster, and Breakdowns. New
York: Oxford University Press, 2015. 171 pp. $59.95,
hardcover. Administrative Science Quarterly, 61(1), NP8NP10. https://doi.org/10.1177/0001839215615333
Wilson, R. L. (2016). Organizational resilience as a human
capital strategy for companies in bankruptcy. Work, 54(2),
309–323. https://doi.org/10.3233/WOR-162302
Witmer, H. & Mellinger, M.S. (2016). Organizational
resilience: nonprofit organizations’ response to change. Work
54. Pp. 255-265.
Yin, R. K. (2003). Case study research: Design and methods
(3rd
ed.).
Thousand
Oaks,
CA:
Sage.

35	
  

