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ABSTRACT

This chapter has analyzes the organization resilience and its implications on organizational structural 
construct based on a framework for elements for reliability, safety, and deployment of organizational 
resources. It is assumed that theoretical and empirical studies in organizational resilience have limited 
contributions on the concepts of high-reliability organization applied to a diversity of entities and with a 
variety of characteristics. The method employed is the analytical reflective of the theoretical and empirical 
literature review. This study concludes that the emerging concept of organizational resilience confirms 
that the creation and development of an organizational resilience framework for structural construct 
can be supported by elements based on flexibility of organizational culture, organizational safety and 
reliability, the promotion elements, and the deployment of organizational resources.

INTRODUCTION

The concept of organizational resilience and appropriate use of resources emerges from cognitive, affec-
tive; psychomotor and production sciences relate to enterprise development. among others to create and 
develop a framework for structural construct of organizational resilience supported on elements based on 
flexibility of organizational culture, organizational safety and reliability, the promotion elements, and the 
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deployment of organizational resources. Entrepreneurial mindset can be motivated by the organizational 
resources, resilience, and behavioral pattern.

Organizations seek to improve resilience of structure and functions, assets and infrastructure against 
disruption, degradation, and destruction through proper behavioral pattern with enterprise development. 
Tuazon, Wolfgramm, & Whyte (2021) argued that sustainability leadership and highlights complexi-
ties involved in facilitating effective decision-making among diverse actors in the process of enterprise 
development. Enhancing organizational resilience has a variety of concepts, principles, approaches, 
guidelines, and elements which combined enable to design a framework to be implemented at different 
organizational levels combined with varied factors at each level, creating and developing a theoretical 
model to influence organizational resilience. Gilson et al. (2020) described that South African meso-
level health system intensified the pre-existing hierarchical and rigidly procedural organizational culture.

A multilevel framework of structural construct of organizational resilience level emphasizes that 
it is constructed at different collective levels through workers and teams. A construct defined by the 
validity police perspective is relevant for a theoretical, conceptual, and methodological framework. Or-
ganizations use a resilience framework mindset to reinvent and reintegrate beyond former homeostasis. 
Key resilience practices are not always considered in many companies that might be reluctant towards 
establishing comprehensive and integrated resilience frameworks. The organizational resilience basis 
must be based on international best standards and practices for environmental scanning, too ease doing 
business process and developing enterprises. Supportive enterprises to cultivate, and hopeful comprehen-
sive occupational expansion that creates decent employment chances aimed at altogether organizational 
resilience and resources.

There is a lack of a process framework for individual elements in different resilience phases. There 
is not an exhaustive list of elements and practices that constitutes organizational resilience which is 
contextualized in various settings. The definition of organizational resilience includes common elements 
and context-specific aspects. The components of the organizational resilience framework may change 
depending on the cumulative or individual weather extremes which helps to develop enterprises. The 
multi-disciplinary perspective of organizational resilience inquires the contribution of organization sci-
ence and developing more robust framework with reification of assumptions to benefit from adverse and 
disturbing events and conditions.

A rigid quantitative framework for assessing organizational resilience allow to compare the levels of 
resilience between organizations and improve their engagement. Hillman, & Guenther (2021) review sys-
tematically the literature on organizational resilience construct covering both conceptual and operational 
issues to discuss the critics about the concept of resilience for being fuzzy and analyze the taxonomies 
and construct development. Enterprise may not be a formal or informal organization in many cases for 
which NGOs are nowadays may be considered as third sector of a country. Enterprise development is 
remaindering towards a planned importance for any country of the globe and NGOs as third sector can 
develop in more elaborate manner in the delivery of chances for home-grown enterprises.

Research question of the study is whether through reviewing the concepts of the organizational re-
silience and appropriate use of resources can develop enterprises?

LITERATURE REVIEW

Based on the research question mentioned in section:1, the following literature review ewer given:



101

Organizational Resilience and Appropriate Resources for Enterprise Development
 

Responsibility lines in organizations fosters accountability and low tolerance for failure in potential 
conflict between specific and general resilience (Tetlock, 1985). Mosakowski (1998) argued that entre-
preneurial resources are defined as the propensity of an individual to behave creatively, act with foresight, 
use intuition, and be alert to new opportunities. The constituent elements of the concept of organizational 
resilience are not clear under any specific discipline encompassing a set of diverse organizational dis-
ciplines and challenging the validity of unconnected concepts in a theoretical paradigm (Hirsch, Levin, 
1999). Functional decentralization as being simultaneously bureaucratic and decentralized facilitates 
organizational resilience in such a way that authority patterns shift to functional skills (Clarke, 1993, 
La Porte, & Consolini, 1991, 31).

Resilience is an on-going process that relates the individual with the organizational cultures that 
have the potential to self-correct after traumatic experiences (Paton et al., 2000). Some assumptions 
of empirical studies in organizational resilience limit their contributions such as the concept of high-
reliability organization applied to a diversity of entities with a variety of characteristics (La Porte, & 
Consolini, 1998; Bigley, & Roberts, 2001; La Porte & Thomas, 1995). In adverse events the resources 
are brought from external sources, regional and state level to support the organizational resilience in 
order that organizations can be able to bounce back (Carpenter et al. 2001). Reliability and robustness 
determine organizational resilience when degradation, failure and error are no tolerated (Roberts, 1990).

Resilience is a mental restoration ability characterized as the internal individual ability to flexibly 
cope with and recover from temporary mental illness because of unexpected contingency (Oshio, Na-
katani, Kaneko, & Nagamine, 2002). Some of the practices that are effective in enabling and fostering 
organizational resilience are to provide training and development of resiliency (Coutu, 2002). Resilience 
focuses more on the cultural change to facilitate problems (Sutcliffe and Vogus, 2003). Tierney (2003) 
organizational resilience is a structural construct with the dimensions of robustness, resourcefulness, 
redundancy, and rapidity. Vogus (2003), is based on factor analysis that identify structural resources, 
emotional resources, and cognitive resources, which are resources linked to organizational creativity.

Organizational resilience is an optimistic perspective focusing on the enhancement of safety and 
reliability and understanding of coping with the scenario (Sutcliffe, & Vogus, 2003). Organizational 
resilience is the ability to maintain positive adjustment, which emerge from conditions strengthened and 
more resourceful under challenging conditions (Sutcliffe and Vogus, 2003). The hurdle to organizational 
resilience is the inflexibility of organizational culture (Wilkinson et al., 2003). Organizations foster resil-
iency by increasing the psychological resources and motivation through task autonomy and discretion of 
employees to build competences, self-efficacy, and confidence to respond during challenging situations 
(Sutcliffe & Vogus, 2003; Masten & Reed, 2002).

Beyond the trade-offs between safety and production, and the link between the failure to balance 
production with safety risks and accidents, there are more to be studied and learnt about the enhancement 
of organizational resilience (Woods, 2003). Organizations that experience collapse are more specific in 
benefits rather than a general organizational resilience frame (Hamel, & Välikangas, 2003). Efficacy 
as an outcome of organizational resilience that enhances the ability to process feedback, rearrange and 
transfer resources and knowledge (Sutcliffe, & Vogus, 2003).

Organizational work resilience empowers the human resources, the business model, and interactions 
(Foster, & Dye, 2005). Resilience is defined as the ability in tricky situations to stay safe and avoid acci-
dents (Hale, 2006, 40). A characterization of factors leading to impact resistance and rapidity elaborated 
by McDaniels et al. (2008) included several indicators ex-ante decisions and ex post adjustments of 
organizational resilience in the context of future climate variabilities and weather extremes. Resilience 
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has been constructed at different organizational levels which can be analyzed through the hypothetical 
organizational resilience construct development and measurement not to be confused with the criticized 
multidimensional constructs as a group of interrelated constructs (Hirsch, & Levin 1999; Wong et al. 
2008; Carpenter and Brock 2008).

Development of hypothetical constructs and measurement scales of organizational resilience are con-
fused sometimes as interrelated group of constructs (Hirsch, & Levin, vogus1999; Wong et al., 2008).The 
operationalization of a measurement model for organizational resilience requires the development of a 
construct able to clarify the structural relationship of the dimensions involved, as essential to elaborate 
good research questions and theoretical parsimony (Law et al., 1998,Wong et al., 2008). A construct 
taxonomy and development based on methodological literature leads to assess and evaluate the literature 
(Law et al., 1998, Podsakoff et al., 2016, Wong et al., 2008).

Behavior has an impact on vulnerability from structural change impact of resilience (Gallopín, 2006). 
In a reflective measurement model, any change in the construct as latent variable leads towards changes 
in the effect observable indicators while in a formative measurement model changes in indicators of the 
construct determine changes in the cause indicator as the latent variable (Diamantopoulos, & Siguaw 
2006; Edwards, & Bagozzi, 2000). Organizational resilience constructs contribute to theoretical devel-
opment and testing following the dialectical process of a lifecycle in construct development ion include 
both the validity police and the opposing perspective of an advocate perspective to achieve organizational 
effectiveness (Brahma, 2009; Suddaby, 2010; Hirsch & Levin, 1999).

Organizational resilience can be evaluated on its facilities, infrastructure, and supply chains (Kohno 
et al. 2012). Organizational resilience is considered as a second‐order construct but manifests at the 
first‐order level constructs identified by Richtnér, & Löfsten (2014) as cognitive, structural, and emo-
tional resources linked to organizational creativity. Resilience is also the considered as the ability to 
absorb, stabilize the system structure, achieve function and identity in the cope of shocks. Organizational 
resilience is optimized by developing and maintaining a resilience culture, (Valastro 2011, Hiles 2011, 
Pasteur 2011, Daskon 2010, & Somers, 2009).

Organizational resilience from the perspective of individual level is based on the inference that the 
organization is resilience as its individuals (Coutu, 2002; Horne, 1997; Horne, & Orr 1998; Mallak, 
1998, Shin et al., 2012). A high reliable organization can learn from errors rather than rigidity (Weick 
& Sutcliffe, 2007) enabling to analyze the conditions of resilience in an interactionist perspective ques-
tioning the notion of organizational resilience.

A multi-dimensional and latent reflective three first-order construct framework of organizational 
resilience developed by Richtnér and Löfsten (2014) applying conceptualizations of Sutcliffe and A 
framework of organizational research is developed by Williams et al. (2017) integrating two research 
streams related to resilience and crisis research. Definitions of resilience lack some common constituent 
elements (Aleksić et al., 2013). The collapse of an organizations can be reframed as a process of resilience. 
A comprehensive and integrated model that draws on various frameworks and approaches combines 
elements (Pasteur, 2011). Several factors improve organizational resilience which can be enhanced by 
the elements of people, core business systems and facilities (Foster, & Dye, 2005).

An institutional, legal, organizational and procurement aspects of societal resilience are used as a 
framework to retrieve indicators and patterns able to identify critical issues (Becker, Abrahamsson, and 
Tehler, 2014; Herrera, et al. 2014, Van Der Beek, & Schraagen, 2015). Indicators for social resilience 
developed by Cuthill et al. (2008) adopted the SMARTT framework referring to indicators being spe-
cific, measurable, achievable, reviewable, time-lined, and talking. Indicators of resilience may represent 
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what is considered healthy and successful. From the systemic perspective A three-dimension construct 
of organizational resilience based on robustness, agility and integrity was developed by Kantur and Iseri 
Say (2015).

To evaluate resilience, Tompkins (2007) proposes robustness, responsiveness, resourcefulness, rapid-
ity, and redundancy. The ways to increasing organizational resilience are the redundancy, flexibility, and 
cultural change, which intends to address the resilience of future known and unknown events. Resilience 
is the ability to recover from disruption and improve by building redundancy and flexibility (Sheffi, & 
Rice, 2005). Mindset and engagement in resourcefulness and nature of social resources facilitate resil-
ience (Williams, &Shepherd, 2016). Some leadership aspects are related to resilience such as integrity, 
accountability, resourcefulness, effective communications, etc. (Helwig, 2013). Inter-organizational 
relationships in supply chain resilience enhances organizational resilience draw from the design prin-
ciples of redundancy and flexibility (Linnenluecke 2017; Pettit et al. 2010, Sheffi, & Rice 2005, Zsidisin, 
& Wagner 2010; Ponomarov, &Holcomb, 2009). Resilience is the capacity of a system, organization, 
or person to maintain the core purpose and integrity in the face of dramatic changes of circumstances 
(Zolli, & Healy, 2012).

Resilience has been analyzed in the context of high-reliability organizations (Weick, & Sutcliffe, 
2001) and in the context of responses to weather extremes events (Linnenluecke, & Griffiths, 2012). The 
interdependent relationship between organizational and community reliability is basic for the resilience 
between the organization and community (Lee, Vargo, & Seville, 2013; McManus et al., 2008). A high 
reliable organization exhibits resilience in unanticipated occurrences (Kendra, & Wachtendorf, 2003, 
14). Organizational resilience may be promoted by decentralization, redundancy, diversity, deployment 
of organizational resources and structures (Bruneau et al., 2003; Wildavsky, 1988; Vogus and Sutcliffe, 
2007).

From the same perspective, Akgün, & Keskin, (2014) there are several elements that integrate 
organizational resilience, Resources and practices of organizational bricolage is relevant to resilience 
characterized by mindfulness (Bechky, & Okhuysen 2011). Fragility is a broken system damaged by 
variations (Taleb, 2012; Taleb & Douady, 2013). Resilience is critical to organizational success during 
times of high disruption relying more on policies, procedures, enforcement, and accountability and mov-
ing towards agility and analytics. Antifragility is the property of a system to face challenges, failures, 
and volatility (Taleb, 2012).

In building strong and flexible processes, Fuzzy Resilience Grade is distinct that fuzzy Resilience 
Early Warning Grade (Omidvar et al. 2017). In the micro-foundations of resilience, the organizational 
information systems may have risk and enabling factors. Organizations require a balance between the 
two processes Disembodying the system optimizes control of operations, but resilience decreases du to 
inflexibility, while embedding increases resilience but damage the organization (Ignatiadis, & Nandha-
kumar, 2007). The organizational resilience research links the reactions to unexpected events focusing 
on responses and organizational reliability dealing with mindfulness for the presence of unexpected 
events (Weick, & Sutcliffe, 2007).

Collective sensemaking is a relevant element of cognitive resilience (Lengnick-Hall and Beck 2009; 
Lengnick-Hall et al. 2011; Linnenluecke et al. 2012; Maitlis, 2005; Patriotta, 2003; Maitlis and Chris-
tianson, 2014). Conceptualization of organizational resilience focus on typologies of specific behaviors 
(Coutu, 2002; Hamel and Välikangas, 2003; Horne and Orr, 1998; Ishak and Williams, 2018), to inte-
grate resilient resources and behaviors (Lengnick‐Hall, & Beck, 2005; Sutcliffe, &Vogus, 2003; Vogus, 
& Sutcliffe, 2007). Create safety is inherent to resilience engineering perspective (Dekker et al. 2008). 
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Resilience in family organizations is evaluated by the role clarity, decision authority ownership equality, 
fairness of compensation, failure to resolve conflicts, unfair workloads, and competition for resources 
(Danes et al., 2009).

The promotion of organizational resilience features has been already identified such as organizational 
culture, leadership, communication, resources, etc. (Crichton, Ramsay, & Kelly, 2009, Lengnick-Hall, 
Beck, & Lengnick-Hall, 2011, Norris, Stevens, Pfefferbaum, Wyche, & Pfefferbaum, 2008; Stephenson, 
2010). The principle of organizational resilience encompasses the ethos, values, behaviors, and cultural 
change of the organization. Organizational resilience can be increased by the support of features such 
as organizational culture, social capital, leadership, communication (Castleden et al., 2011, Lewis, 
Donaldson-Feilder, & Pangallo, 2011). Resilience is the result of a combination of attitude, culture, 
process, and framework (Hiles, 2011, Daskon, 2010). Accessible financial, human and time resources 
are the foundation for adequate reactions under challenging situations (Hamel and Vaelikangas 2003; 
Lengnick-Hall and Beck 2009; Vogus and Sutcliffe, 2007).

Human capital, social and financial resources are influencing factors that facilitate organizational 
resilience (Danes et al., 2009). The financial growth is an element of organizational resilience. Social 
resources such as social capital are a source of organizational resilience (Gittell et al. 2006; Powley, 2009; 
Sutcliffe, &Vogus, 2003) in time of crisis and offer contextual benefits (Lengnick-Hall and Beck, 2009, 
Leana and van Buren, 1999; Faraj and Sproull, 2000; Gittell et al. 2006, McGuinness, & Johnson, 2014).

Organizational resilience enact safety by managing exceptional events (Antunes 2011). A viable 
system model can be used to assess resilience and structural arrangements (Chan, 2011). Employee 
enactment of safety to manage and deal unexpected events enhances organizational resilience (Antunes, 
2011, Borges, & Menegon, 2012, Carvalho et al., 2012) supported by information technology (Chewn-
ing et al., 2013; Gimenez et al., 2017). Small and medium enterprises vulnerability and resilience are 
associated to resources, experiences, mindset, and risk taking (Kish-Gephart and Campbell 2015; Doern, 
2016). Organizations are more organizational resilience reliability-seeking then reliability-achieving 
(Linnenluecke, 2017).

Entrepreneurial resilience is distinguished from organizational resilience in both theorizations and in 
practices in terms of resources, experiences, and slacks (Manfield & Newey, 2017). The idea of resilience 
is very capable theory and empirical research in organizational studies, despite those the conceptual 
and operational issues are considered of being fuzzy and the urgent need to develop taxonomies and 
construct frameworks (Clement, & Rivera, 2017, Des Jardine et al., 2017, Limnios, et al., 2014, Lin-
nenluecke, 2017; Williams, et al., 2017). The concept of organizational resilience can be a single at the 
organizational level or multi‐level concept (Linnenluecke, 2017) constructed and achieved at different 
organizational collective levels.

Resilience promotes the mitigation and preparedness relying on the quantitative conception of deter-
mining the real probability risk of adverse events and the severity of their consequences (Gephart, Van 
Maanen, & Oberlechner, 2009, 143). The motivation of employees may raise the level of organizational 
resilience to be able to behave responsively when facing unexpected situations (Dawson, 2010). Recov-
ery operations may improve organizational resilience from testing and assuring availability of skilled 
human resources. Team and individual resilience can be developed and improved by training and human 
resources development (Lengnick-Hall et al. 2011).

An organizational culture of resilience sets the foundations for recovery and sustainability (Alesi, 
2008; Coles and Buckle, 2004). Cultures are dynamic and can influenced resilience levels in organiza-
tions. Culture has an influence on various model frameworks for measuring organizational resilience and 
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societal resilience. Organizational resilience supports the equal involvement and participation of both 
women and men, subject to cultural influences. The communication systems using network theory are 
relevant to evaluate organizational resilience (Ruiz-Martin et al. 2017, Ruiz-Martin et al., 2015). Using 
a personal narrative helps credibility that fosters organizational resilience. Experience and expertise are 
the power that foster organizational resilience (Lengnick-Hall et al. 2011; Sutcliffe and Vogus 2003, 
Weick et al., 1999) in organic structures than contribute to improve resilience more than hierarchical 
and mechanistic management structures (Jaaron and Backhouse, 2014).

Some of the distinct attributes used to define organizational resilience are closely related to structure. 
Organizational resilience is the ability to maintain a structural configuration (McCarthy et al., 2017), 
surviving and retaining the structure and functions (Lampel et al. 2014, Salwan, & Gada, 2018), business 
functions (Antunes, 2011; Clement and Rivera, 2017) above‐average returns (de Oliveira Teixeira, & 
Werther, 2013). A loss of resilience of organizational structures and processes may have consequences 
with direct and indirect impacts for organizations (Wilbanks et al. 2007; O’Brien et al. 2004). The re-
silience processes considered as the ability of the system to absorb and recover from disruptions and 
shocks, transforming structures and means for functioning in the face of stresses (Van der Vegt et al., 
2015, 972, Williams, &Shepherd, 2016). Organizational resilience support structural and contextual 
ambidexterity (Eltantawy, 2016).

Networks are relational resources and protective factors that facilitate organizational resilience (Gittell 
et al. 2006; Kahn et al. 2013; Vogus and Sutcliffe 2007). Collective sensemaking is a relevant element 
of cognitive resilience (Lengnick-Hall and Beck 2009; Lengnick-Hall et al. 2011; Linnenluecke et al. 
2012; Maitlis, 2005; Patriotta, 2003; Maitlis and Christianson, 2014). Conceptualization of organizational 
resilience focus on typologies of specific behaviors (Coutu, 2002; Hamel and Välikangas, 2003; Horne 
and Orr, 1998; Ishak and Williams, 2018), to integrate resilient resources and behaviors (Lengnick‐Hall 
and Beck, 2005; Sutcliffe and Vogus 2003; Vogus and Sutcliffe 2007).

Organizational diversity and variation are initiative-taking in nature to ensure resilience. Some 
characteristics that can be used as indicators of resilience can be diversity, skills, physical substance, 
etc. Resilience rather than stability is supported by diversity (Brock et al., 2002, 272). Social network 
analysis (Borgatti et al., 2009; Borgatti, et al., 2018) is a tool to analyze the structure of interactions in 
organizational resilience. Organizations that must deal with unexpected events, identify resources, de-
velop practices and processes to facilitate organizational bricolage leading to organizational resilience 
(Bechky and Okhuysen 2011).

Literature on organizational resilience is more based on normative and prescriptive methodology 
focusing on attributes, behaviors and resources (Boin & van Eeten, 2013, Duit, 2016, Sutcliffe & Vogus, 
2003). The slack resources are a concept that is an antecedent to organizational resilience contributing 
to the problem solving of the organization (Acquaah et al. 2011; Gittell et al. 2006; Lengnick‐Hall, & 
Beck, 2005, Linnenluecke,& Griffiths, 2012).

Discoveries from experiential research on organizational resilience led to Hillman, and Guenther 
(2021) to the deduction that the notion of organizational resilience as a valuable construct for manage-
ment research requires more clarity in terms of measurement. Shirshitskaia et al. (2021) designated that 
for entrepreneurs who hope to obtain new ventures’ sustainable development, they must first clarify 
the importance of learning from failure. Corvo et al. (2022) described that a forecast of the potential 
exacerbation of the difficulties currently faced by the third sector i.e., NGOs and with the provision of 
future strategic paths to contain the health, social and economic effects of the pandemic.
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Desiana, et al. (2022) opined that internal factor have no direct significant effect on sustainability, 
but the ecosystem and innovation have been shown to have a direct and significant positive effect on 
sustainability. Hadjielias, Christofi & Tarba, S. (2022) found that exogenous crises, such as the CO-
VID-19 pandemic, are mostly aggressive to the existence of smaller firms, policymakers, and small firm 
relations to enhance small business resilience and adopting supply-side policies and raising expenditure 
on training in command to advance the resilience skills of small business owner-managers would be 
beneficial. Heredia et al. (2022) commented that strategies which can boost organizational resilience in 
companies located in emerging economies.

All these issues included in the relevant literature studies, their differences, and aspects, which were 
explained above noted citations.

METHODOLOGY OF THE STUDY

A methodology to develop organizational resilience, resources for enterprise development have been 
based on structures and processes aimed to enhance the ability to respond to disruptions and create 
opportunities (Denver, 2017, p. 20). Organizational resilience can be defined in terms of its outcome 
or what does, as “the maintenance of positive adjustment under challenging conditions such that the 
organization emerges from those conditions strengthened and more resourceful” (Sutcliffe & Vogus, 
2003; Vogus & Sutcliffe, 2007).

A case study has been taken from the write up related to Bangladesh’s health enterprises, which source 
will be mentioned properly. For literature reviews, all quotations have been mentioned in the citation 
and in the references. Time period of the study is from January 2022 to March 2022.Only subjective 
judgement has been discussed in this article. No quantitative analysis has been made. The study is using 
secondary sources. Based on subjective judgement, a theoretical view has been developed.

CASE STUDY

From Ali (2021), the study has taken following case study:

In research I have recently conducted, excellent medical services were being provided by the Combined 
Military Hospital in Dhaka during the ongoing Covid-19 pandemic. Doctors and nurses there were well-
equipped and tried to provide very smart services to the patients. But most of the other health facilities 
were found to have full of flaws and loopholes in the delivery of services. Gonoshahthaya Nagar Hospital 
at Dhanmondi in Dhaka, visited during the study period, found that they were not well-equipped, and 
no highly qualified doctors and nurses were available, as complained by the patients and attendants. 
Moreover, outdoor patients were charged extremely high without health insurance. 

Serious allegations were made against them but there was nobody to take care of them in the true 
sense. In Bangabandhu Sheikh Mujib Medical University, a few young doctors were available during duty 
time and senior doctors come only for a while during their duty hours. A very cumbersome situation was 
observed at the Cumilla Medical College Hospital during the visit. Patients were getting annoyed but not 
getting any service. Out of three government medical college hospitals at Dhaka and one in Cumilla, one 
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similarity was found that during the office/visiting time, most of the specialised doctors were not avail-
able. Maximum senior doctors were staying outside Cumilla town. In most of the cases, doctors’ oath 
and promise to provide treatment to the patients were violated though there are some exceptional cases.

While talking to patients and their attendants, it was known that in some cases, lower-grade health 
workers pilfer medicine and food of the patients. In a private medical college hospital at Cumilla --East-
ern Medical College and Hospital -- the situation was such that it was hard to believe it is a medical 
college hospital. They did not have full-time specialised doctors and nurses. However, some doctors and 
nurses argued that the unavailability of personal protective equipment (PPE) was the main reason for 
the flaws in service delivery while some others complained that patients did not try to cooperate with 
them. Some doctors at private hospitals, visited during the study, blamed the hospital authorities for the 
poor service condition saying that most of the owners only want to satisfy their pockets with high fees 
even during the pandemic.

Some also said that due to inappropriate medical technological support systems, they could not deliver 
proper services despite having the intention to give. On weekly holidays, there were no doctors in most 
of the hospitals though duty should be assigned on a roster basis. Many patients interviewed during the 
pandemic said they prefer staying at home and dying peacefully rather than dying in hospital due to 
the unavailability of appropriate services, and the rough and tough attitude of the health professionals.

The study observed from the open-ended questionnaires that Bangladesh is not yet ready for mod-
ernisation of the healthcare facilities. It is increasingly evident during the pandemic of the country. 
Normal patients cannot trust doctors and health workers. Even telemedicine and satellite clinics are not 
properly functioning in the country. Most young doctors and nurses want their posting in the capital 
city or divisional metropolitan areas or in any lucrative district towns as Bangladesh Civil service cadre 
members. Moreover, those who are doing jobs are not doing justice to the patients and attendants. Some 
patients do not trust young and middle-aged doctors. Education provided by private medical colleges, 
though accredited, is low-standard.

No one is properly supervising their education. After graduating, doctors and nurses want to work 
in metropolitan cities and not in remote villages. If some of them join the government medical colleges 
or medical hospitals, which are situated outside the Dhaka city, then they want to get transferred to the 
capital or at least the port city of Chattogram as soon as possible. Corruption and nepotism are a prime 
loophole in the health sector. The Directorate General of Health Services office is indulging in corrup-
tion since the eighties. But the group has now become stronger by creating an oligopolistic market nature 
of ‘cartel.’ The vicious circle could not be broken despite different several government initiatives. The 
health management system of the country has become inefficient, incapable, and ineffective to deal with 
any health crisis before, during or after the pandemic.

They purchase low-quality products at higher rates. A vested quarter of corrupt people, brokers, owners 
of low-quality hospitals, nursing homes, pathologists, lab technicians, doctors and health professionals 
are associated with offering ‘false treatment,’ giving commission to doctors, billing, procurement, and 
issuing false reports of COVID-19 like using BCG matrix of cash cow flow. Excessive greediness of 
some vested quarters is making the situation worse. In the health sector, it is worse than the theory of 
the second-best.

Some respondents commented that extensive, mindless, and illogical use of antibiotics to the pa-
tients by doctors was happening during treatment. Some respondents complained about the misuse of 
medical equipment by the authorities of hospitals. Some respondents, for example, informed that the 
ICU-equipped ambulance in Rajshahi Medical College Hospital was not used for more than two years. 
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The researcher verified the complaint and found it true. Quite a large number of respondents, includ-
ing even doctors and nurses, said the installation of medical devices and equipment at various places, 
especially in government hospitals, was not properly done. Some respondents claimed that they became 
ultra-poor from the middle-income group to get treatment either for themselves or their family members 
for the deadly disease COVID-19.

For the study conducted through open-ended questionnaires, the researcher asked questions to patients 
and their attendants at government hospitals. They all complained that the food quality is so poor that 
the patients cannot take it. They said that they were compelled to purchase food or bring it from home. 
When the matter was enquired with the superintendents of various government hospitals, they argued 
that the number of patients got extremely high due to the ongoing COVID-19 pandemic putting extra 
pressure on the food supply. But when the pandemic was receding half of the hospital beds were found 
empty. One of the hospital superintendents warned that if anyone writes against the ‘true picture,’ he 
will lodge complaints under the Digital Security Act-2018.

Even at a private medical college hospital -- Popular Medical College and Hospital -- at Dahanmon-
di-2 in the capital, it was observed that patients were bound to take low-quality food from the canteen. 
Moreover, nurses declined to give medicine directly to patients and/or to help them eat or use catheters. 
They referred the patients to the critical care units to use catheters which means extra earnings for the 
hospital owners. Another crucial point was found from the open-ended questionnaires that most of the 
government hospitals lack basic medicine which was supposed to be given free.

From the open-ended questionnaires, the researcher found that there are brokers and intermediar-
ies who lure patients to private medical hospitals from the government medical hospitals in exchange 
for commission. The respondents also commented that the cost of treatment of COVID-19 patients is 
abnormally high in the private sector and the Directorate General of Health Services failed to perform 
their duty to the people properly. However, most of the respondents argued that the government has 
long been struggling to ensure universal primary health services though a vested quarter created some 
obstacles to the government efforts. All observed that the anti-COVID-19 vaccine must be public goods 
as demanded by Bangladesh Prime Minister Sheikh Hasina in different forums.

The study found that even some up-market private medical hospitals have employed incompetent 
nurses who even cannot draw blood for which patients lodged complaints but to no avail. At Square 
Hospitals Limited in Dhaka’s Panthapath, the authorities have enforced three- to four-tier security mea-
sures, which are not found in any Southeast Asian countries like Thailand or neighboring India in JCI-
accredited hospitals. This is a misdeed supported by the Directorate General of Health Services. Most 
of the respondents found that maximum public and private medical hospitals are beset by corruption 
and nepotism. Another important allegation by the patients and their families was that they needed to 
bribe hospital people, lobby, or use the power of high-ups to get a hospital bed even during the ongoing 
pandemic.

OBSERVATIONS

From the aforesaid discussions, authors observed that due to inappropriate health systems, organizational 
development is not established while health enterprises in Bangladesh as it suffers from a vulnerable situ-
ation. A mafia, nexus in the health sector has been working which led to disrupt enterprise development 
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in the health sector as organizational reliance did not develop. Urgent need of the health enterprises in 
Bangladesh through organizational resilience and use of appropriate resources in Bangladesh is required.

DISCUSSION

This analysis form previously mentioned literature reviews relate to diversified approaches on organi-
zational resilience structural construct evaluation in the sense that proposes an integrated new model 
of measurement based on the resilience performance of all the different organizational levels. This will 
lead to develop enterprises. As such organizational resilience’s and proper utilization of resources lead 
to entrepreneurs to progress their entree to wealth, improve their procedural assistances and informa-
tion, and reinforce the sustainability of superior commercial expansion facilities — altogether of which 
centrals to upsurges in initiatives, professions, and profits.

At the different organizational levels through a hypothetical organizational resilience construct devel-
opment and measurement from a multidisciplinary perspective and not to be confused with the criticized 
multidimensional constructs as a group of interrelated constructs through organizational resources along 
with enterprise development. Entrepreneurship development is related to the organizational structural 
construct evaluation as supported by the attributes of the flexibility of the organizational culture, the 
organizational safety and reliability, the promotion elements for organizational resilience and the deploy-
ment of organizational resources for sustainability.

An analysis of an organizational resilience framework is leading to the development of a structural 
construct of organizational resilience for the evaluation of organizational resilience performance based 
on the attributes linked to enterprise development. Flexibility of organizational culture, followed by the 
analysis of organizational safety and reliability, to continue with the promotion elements for organiza-
tional resilience and finally, the deployment of organizational resources towards enterprise development. 
Potential threat scenarios provide specific organizational resilience, but not general resilience which 
can be supported through the organizational structure that encourages collaboration shared mission and 
enhance robustness.

The organizational resilience of hazardous industries depends on reliability and robustness which 
determines their ability to avoid degradation, failure, and errors. Structural resilience includes factors 
such as physical strength and robustness. The advantage of redundancy is the ability to increase organi-
zational resilience in the face of failures. A resilience building approach after resource depletion in a post 
shock implies efficiency, supported by redundancy and overlap. Resilience can be fragile, antifragile and 
robust. Resilience relates to the concepts of fragility, antifragility, and robustness. During COVID-19, 
pandemic, organizational fault has been shown how much health enterprises are weak in Bangladesh.

Technological knowledge of systems supports specific resilience against known and unanticipated 
operations which can be balanced distribution of responsibilities and personnel programs in the organiza-
tion. Organizational resilience splits between defensive, progressive, consistent, and flexible behaviors 
forming a framework termed as the tension quadrant. However, a fifth strand termed fitness for purposes 
has emerged. This may lead to develop enterprises. An inflexible organization become unproductive 
as well as the excessive cost cutting impedes resilience. Heredia et al. (2022) s’ may be considered to 
develop organizational resilience strategies built by the entrepreneurs for smooth functioning.

Resilience is the physical ability to return and recover the original state, flexibility, and stability. 
Resilience is the ability of recovery flexibility minimizing the damages in coping with an unexpected 
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event and recover from the negative effects. Technological resources are used by organizations to achieve 
flexibility as required by the organizational resilience under the technology-in-practice framework. 
Employees play relevant the role in resilience to deal with unexpected events and access to resources. 
A flexible heuristics orientation may increase organizational resilience in adverse situations more than 
the efficient orientation of routines.

The purposes of organizational resilience related to maturity levels in which the higher the level, the 
more organizational resilience as it helps to activate enterprise development. These levels are decline, 
survive, bounce back, and bounce forward within an integrated framework and the establishment of 
resilience culture. When organizational resilience led to higher level business environment is related 
to better enterprise development scenario. Cultural factors influence organizational resilience based on 
knowledge that enable to implement and operate correctly. Cultural factors influence resilience at organi-
zational level and introduce appropriate action plans and solutions required to reduce the negative impact.

Active resilience and resources motivate and inspires others with a manifesting compounding effect 
on the organization that provides a framework strengthen by culture and values to make decisions in 
tricky situations and required to survive, thrive, and stabilize. Fostering organizational culture change to 
build commitment towards resilience. The organizational cultural change perspective that promotes the 
involvement of anybody in the needed concerns and issues without any barriers can enhance the orga-
nizational resilience. The individual resilience characteristics can be applied to organizational resilience 
which are essential to create a growing organizational culture of resilience.

Development of an organizational resilience approach is underpinned by organizational cultural change 
and branding built on sharing experiences and interactions with others. Organizational resilience requires 
training based on leadership, culture of trust, empathy, and acceptance. Organizations can build their 
own resilience leading to reduce stress in change Culture of organizational resilience building should be 
supported by the served individuals. Some new cultural identified trends need further investigation and 
can stimulate more in-depth research. Organizational resilience is organizing for safety and reliability. 
The safety and reliability perspective of organizational resilience is a response to operate chaos without 
equilibria. The system´s safety and reliability affect the dimensions of service aiming towards resilience.

A background for assessing resilience of systems and its components in a relationship of multiple 
risks to current operating parameters and the boundary of its safe operations is and indicator of resilience. 
More efficient and reliable organizations are also more committed to resiliency mindset to recognize and 
identify events that go wrong and resolve with the minimum of harm. Management of entrepreneurial 
system needs organizational resilience and resources properly be managed.

The essential elements of organizational resilience in functional domains are the combination of the 
of people behavior, process reliability and product excellence to provide experience, trust, and reputa-
tion aimed to achieve information, supply, and operational resilience. Resilience can be integrated with 
operating reliability across a range of conditions. The organizational structures and procedures ensure 
reliability and facilitate organizational resilience. Among others, competence orientation, behavioral 
preparedness, social capital, original and unscripted agility, practical habits, and resource networks helps 
to work for entrepreneurial development.

The resilience framework accommodates a qualitative capacity to absorb shocks and unexpected events 
maintaining the functions of recognition, recombination and renewal of organizational structures and 
processes. The range of a personal network relationships is an antecedent of resilience that have influ-
ence in the availability of resources to recover from crises. The framework is the contextual resilience 
are characterized by the social capital and the resource network.
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An approach of organizational resilience from the internal structural and workflow articulation between 
occupational groups characterized by symbolic and identity values. The diverse types of structures, actors 
and contents of networks may affect the organizational resilience. Organizational resilience requires more 
distributed control with central coordination and not centralized control with distributed implementa-
tion. Diversity is the variability of features impacted by threat and unexpected events attacking species, 
physical attributes. Diversity provides increased resilience. Organizational resilience has indicators such 
as level of knowledge, adequacy of resources, diversity, information sharing, etc.

Organizational resilience is multilevel related to resources, processes, and routines related to enterprise 
development for which entrepreneurs must be play active role. The multi-level conception of organi-
zational resilience across the organization, groups and individual interactions is related to the effective 
use of resources, processes, and routines dependent. Synergy between organizational resilience theory 
development and the ambiguous and resource constrained operating decision contexts may result in 
cyclical processes. Shirshitskaia et al. (2021) ‘s opinion is important for entrepreneurs to acquire from 
letdown to sustain competency in; long run.

Organizational resources make different contributions to resilience. Resource allocation decisions 
are made to support organizational resilience in anticipation of adverse conditions. The element of 
anticipation of organizational resilience emphasize to maintain effectiveness and avoiding degrada-
tion. Organizational resilience decisions on the use of resources requires a lot of sensitivity to continue 
consequences. Sensing process helps the organizational resilience orientation to perceive threats and 
opportunities from emerging resource factors and options, partnerships, business models, etc. Organi-
zational resilience requires a buffer to maximize the potential to regenerate allowing more time for the 
emergence of a better option to enhance resilience and maximize resources.

The use of salutogenic lens, organizational resources, and assets as indicators for organizational resil-
ience contribute to the evaluation and engagement of organizational contingency planning which in turn 
helps entrepreneurs to develop their organizations. Organizational resources losses and the conditions of 
failure and tough times require organizational resilience leading to renewal and constant change. Orga-
nizational interruption impacts determine losses from actual events with limited insights on predictive 
elements of future organizational resilience. Some factors promoting organizational resiliencies can be 
identified and assessed through different approaches.

CONCLUSIONS, IMPLICATIONS AND FUTURE RESEARCH

The reflective analysis of the concept of organizational resilience emerging from cognitive, ecology and 
engineering sciences, among others, confirms that the creation and development of an organizational 
resilience framework for structural construct can be supported by elements based on flexibility of or-
ganizational culture, organizational safety and reliability, the promotion elements, and the deployment 
of organizational resources. This led to enterprise development. Contextual resilience integrates the 
resources and connections to provide the setting for using the behavioral and cognitive resilience. The 
hierarchy composition principle determines the importance of the elements of organizational resilience. 
The organizational resilience approach is likely where there are resources constraints.

A low level of organizational resilience is present during the phase of release characterized by the 
rapid disbanding of the resources accumulated in the system. During the phase of reorganization, the 
organizational resilience increase characterized by the reassembly of resources and components of the 
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system. Collective leadership has a relevant role in organizational resilience and social responsibility. 
From the case study, the study recommends developing the health sector enterprises in Bangladesh with 
due diligences.

Organizational resilience is linked to the enterprise development for which resource management 
with divergent backgrounds of respondents despite their similarities, it is related as the ability to cope 
with risks and disturbances, planning and organizational structures. The structural arrangements of the 
working groups to cope with unexpected events question the boundaries to enhance the organizational 
resilience. Organizational resilience is dependent on the specific situation. The ability of building or-
ganizational resilience against unanticipated and unexpected threats by organizations can increase their 
resilience with limited resources.

Building and enhancing organizational resilience against unanticipated threats requires an ability 
to act outside of the response plans by investing some resources in risk-assessment and testing in the 
individual and system critical elements. Enterprise development ought to have a fruitful influence on 
socio-economic change for which organizational resilience and appropriate use of organizations resources 
are being required which will help entrepreneurs.

Flexibility can be developed, practiced, and enhanced at large scale state-wide and international level 
frameworks. Strong organizational basis can perform to participate in the period and wealth to assist 
individuals to start, develop or progress of organizations as an entrepreneurial determinant. Enterprise 
development can assist persons to receive a living need or treasure a method available of lack, and 
prime to lifelong financial development for populace, their family members, and their groups. NGOs are 
nowadays considered as third sector as proponent neither consider them government nor private sector.

Organizational resilience requires commitment of all involved to transform and build upon character-
istics of values and behaviors achieved through interactions and ongoing relationships that focus on the 
protection of appropriate use of resources and assets from the external threats so the enterprises can do 
their business properly. Education, organization, and correction is being required to develop entrepre-
neurship. Establishment of a training and development center must be prepared starting from the grass 
root level organization to corporate level organizations so that user friendly and pro customer-oriented 
organizations can act.

No sort of corruption and nepotism and propaganda-free organization, backbiting free organization 
need to be built and organization must be depoliticized for smooth functioning. Supply chain management 
must be improved so that production process and distribution channel of the products may be improved. 
To shape resilience as producer can generate an agile web to providers and associates, which allows 
them to improve account to varying guidelines and suggestion clients’ facilities so that organization can 
be helpful for the enterprises.

As the study is based on subjective assessment method, so that, organizational resilience, and use 
of appropriate resources to develop enterprises may lead to inappropriate report balances which lead 
to performance-based actions and may be unresponsive to negligible variations in flexibility lead to 
steadiness damages besides solitary deliver evidence on a particular time of the study. In future tests 
on a structural model may provide empirical evidence of a set of exogenous variables to determine 
endogenous variables can be used to determine the antecedent and positive outcomes of organizational 
resilience and appropriate use of resources to use enterprise development.

In future another study may be done through gathering information with numerous purposes as likely 
in an association with organizational resilience, appropriate use of resources and enterprise develop-
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ment. Econometric modelling may also be done by usage of indicators that will mirror in what way an 
organization is working to achieve an unforeseen happening to develop enterprises with in-depth analysis.
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