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Abstract

Creative leadership is vital for managing financial crises. Leaders with vision, motiva-
tion, and adaptability steer organizations toward stability and success. They anticipate 
potential crises by establishing conflict prevention mechanisms and internal controls, 
thereby ensuring resilience and enabling proactive, calm management during crises. 
Creative leadership is increasingly important for small and medium-sized enterprises 
in unstable regions like Lebanon. This paper examines how creative leadership dimen-
sions impact financial crisis management through the mediating roles of conflict pre-
vention and internal control. This 2024 study used a questionnaire completed by 157 
employees at Lebanese SMEs. Principal component analysis (PCA) identified three 
creative leadership dimensions: inspiring vision, adaptability, and self-motivation. 
Results showed that inspiring vision and adaptability affect financial crisis manage-
ment. Structural equation modeling (SEM) confirmed that inspiring vision and adapt-
ability significantly influence crisis management, mainly through the mediating effects 
of conflict prevention and internal control. Conflict prevention had the strongest direct 
effect on crisis management, with internal control showing a similar impact. Therefore, 
conflict prevention and internal control mediate the relationship between inspiring 
vision, adaptability, and successful financial crisis management. Adaptability and inter-
nal control are key pillars for effectively responding to financial crises. Creative leaders 
utilize crisis management models and controls to address financial crises. To enhance 
financial resilience, organizations should implement controls and proactive conflict 
prevention.
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INTRODUCTION

Organizations worldwide face economic, health-related, and techno-
logical crises that significantly impact their operations and undermine 
even the most resilient structures. Managers have diligently addressed 
the repercussions of recent health and economic crises on their orga-
nizational performance. They adopt crisis management and recovery 
strategies to safeguard their personnel and assets and reallocate re-
sources toward higher-priority and mission-critical areas to guarantee 
business continuity (Dobrowolski, 2020). 

Crisis management encompasses reaction, preparation, and ongoing 
adaptation. By proactively anticipating risks, adjusting to evolving 
circumstances, and implementing decisive measures, leaders demon-
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strate their value and ensure the long-term sustainability of their organization. Creative leaders con-
sistently oversee the internal control environment to manage risks associated with financial reporting, 
demonstrating resilience effectively. They foster a sense of security and trust among employees during 
periods of crisis (Fasth et al., 2022). This process includes actively listening to and addressing individual 
concerns, which is vital for sustaining motivation and engagement within the team. Nonetheless, a 
prevalent error among leaders is the exclusive focus on immediate crisis management at the expense of 
their long-term vision. 

Some leaders neglect to delegate operational responsibilities, instead attempting to exert control over 
all aspects during a crisis. This approach can hinder the organization’s responsiveness and create pro-
cedural bottlenecks (Çobanoğlu & Demir, 2022). Bhaduri (2019) contended that standard performance 
metrics are inadequate to address this evolving landscape, thus compelling institutions to enhance and 
elevate their performance, enabling them to outperform competitors and foster innovative work. This 
constitutes an unavoidable reality. Leadership and creativity are fundamentally interconnected for any 
organization aiming to adapt to change. A leader or executive who is neither responsive nor receptive 
to innovation risks compounding failures. According to Alkhodary (2025) and Mandiyasa et al. (2022), 
they argue that limited employee innovation occurs when routine and low confidence hinder the de-
velopment of new ideas. They validated that creative leadership enhances innovation both directly and 
indirectly through knowledge sharing, which in turn boosts creative self-efficacy and leads to increased 
innovation. Wang and Wang (2022) noted that deficiencies in creative leadership and a lack of robust 
financial structure exacerbate these challenges. 

Previous research has focused on transformational leadership styles, their effects on follower perfor-
mance (Andres & Heo, 2023), and strategic outcomes. Peters (2023) examined leader-follower interac-
tions and adaptive leadership characterized by learning agility (Aziz, 2021). These earlier studies did not 
comprehensively review the existing literature pertaining to the influence on crisis management. 

As a result, a research gap persists in identifying the factors that motivate individuals to assume leader-
ship roles, particularly those crucial to managing financial crises. Furthermore, an examination of con-
flict prevention and internal control helps elucidate the relationship between these constructs and pro-
vides a rationale for selecting this topic. This study could benefit the Lebanese SMEs, which currently 
play a dominant role in the country’s economy. The proposed model would enable decision makers to 
identify specific factors, such as creative leadership, that can promote the adoption of innovative behav-
iors among employees, thereby enhancing the quality of financial services and ensuring sustainability 
amid increasing competition.

1. LITERATURE REVIEW  

AND HYPOTHESES

Creative leaders guarantee organizational resil-
ience, enabling them to navigate and anticipate 
crises with serenity. They establish and maintain 
robust and adaptable internal control systems, 
thereby ensuring organizational stability and re-
silience. Leaders overcome crises and emerge 
stronger by acquiring three fundamental skills: 
anticipating, adapting, and acting (Nwachukwu & 
Hieu, 2020). Indeed, creative leaders strive to miti-
gate the impact of crises by implementing effective 
operational crisis management models. 

Organizations need leaders who can adapt, in-
spire, and motivate their teams by giving mean-
ing to their work and involving them in achieving 
their goals. The transformational approach to cre-
ative leadership integrates staff into the decision-
making process to generate new ideas (Xia et al., 
2022). Creative leadership becomes collaborative 
when employees’ visions and recommendations 
are considered to propel the company forward. 
A leader who anticipates crises understands the 
challenges ahead and identifies potential risks to 
their organization. This ability is based on good 
data analysis, market trends, and careful observa-
tion of changes in the organization’s external and 
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internal environment (Sukhumpong et al., 2023). 
Creative leadership dimensions embrace, namely, 
inspiring vision, self-motivation, and adaptability.

A leader’s capacity for inspiring vision is com-
patible with Hersey and Blanchard’s suggestions 
(Kreyenberg & Seriki, 2023). According to their 
model, a leader possesses four competencies: 
situation identification, adaptability, modifica-
tion according to potential, and collaboration. 
Consequently, Feuls et al. (2021) identified three 
roles of a vision. First, a vision is to inspire. This 
should serve as a foundation for supporting, en-
abling, empowering, and growing any organiza-
tion’s workforce, and is an absolute necessity for 
all activities. Second, it serves as a foundation for 
policymaking. Third, it enables the workforce to 
identify common areas for directing energy to 
achieve long-term steep-slope quality improve-
ment (Mallillin, 2022). Effective leadership char-
acterized by an inspiring vision enhances em-
ployee cohesion, diminishes uncertainty, and 
facilitates strategic decision-making during cri-
ses. It enables the anticipation and mitigation of 
conflicts, thereby promoting stability (Shi et al., 
2023). Preventing internal conflicts, which may 
lead to financial mismanagement and hasty deci-
sions, fosters improved collaboration and resource 
management (Chandolia & Anastasiou, 2020). An 
inspiring vision directly motivates teams amidst 
crises, while conflict prevention indirectly con-
tributes to this motivation, thereby establishing 
a climate conducive to the realization of strategic 
goals. An inspiring vision often helps leaders unite 
teams around a shared goal, reducing conflict risk. 
It positively influences conflict prevention by mo-
tivating actions and decisions, which minimizes 
misunderstandings and disagreements (Zakariya 
& Naqvi, 2022; Anastasiou, 2020). Moreover, it 
fosters alignment and decreases divergences of 
interests, directly supporting conflict prevention 
(Xia et al., 2022). An inspirational vision is linked 
to a leader’s ability to unite resources and achieve 
goals. Visionary leaders establish internal controls 
to align activities with their strategy (Restuputri et 
al., 2024). Clear vision helps monitor performance, 
improve governance, and boost transparency, re-
ducing opportunism. Leaders who communicate 
well foster better integration of internal controls. 
However, overly visionary leaders may overlook 
technical control details (Iqbal et al., 2021). An 

inspiring vision aligns behaviors and reinforces a 
culture of compliance (Restuputri et al., 2024).

Leaders motivate employees using psychologi-
cally empowering techniques (Khan, 2022). Xie et 
al. (2020) posited that empowering leadership is 
congruent with self-determination theory (SDT), 
which emphasizes the fulfillment of fundamental 
psychological needs, autonomy, competence, and 
relatedness, through traditional accountability 
measures, thereby promoting autonomous moti-
vation. The domain of motivation research encom-
passes a variety of theories, including SDT, which 
underscores autonomy, social belongingness, and 
competence. Moreover, there are motivation driv-
ers such as positive supervisory influence on em-
ployee performance (Nguyen et al., 2024), motiva-
tion to lead (MTL) factors (Fateh et al., 2020), and 
frameworks involving self-monitoring, evaluation, 
and reactions (Nabi & Akter, 2023), all influenc-
ing individual behavior. Additional motivation 
theories include Locke’s goal-setting theory, as 
referenced by Sumanth et al. (2023), which as-
serts that establishing specific and challenging 
goals enhances performance. Furthermore, self-
regulation theory informs motivation theory 
through self-efficacy beliefs, which enhance in-
dividual performance via feedback mechanisms 
(Constantin & Florea, 2023). Self-motivation is a 
key trait of resilient leaders who inspire teams and 
create positive work environments. Sumanth et al. 
(2023) show that motivated leaders are more resil-
ient, less conflict-prone, and maintain positivity. 
They foster cooperation and reduce conflict risk 
(Constantin & Florea, 2023). Self-motivation en-
courages collaboration and trust, improving orga-
nizational climate (Juliana et al., 2024; Mandiyasa 
et al., 2022). Nwachukwu and Hieu (2020) found 
that these skills help leaders overcome crises and 
build team cohesion, even virtually. 

Research shows that self-motivated leaders are 
more likely to implement rigorous internal con-
trol systems to prevent errors and fraud (Kavak 
& Akyürek, 2023). Self-motivated leaders utilize 
internal control systems to maintain the integrity 
and transparency of their operations (Blaskova 
& Trskova, 2017). Self-motivation reduces opera-
tional and financial risks and strengthens the con-
scientiousness in implementing internal control 
procedures (Sumanth et al., 2023). Self-motivated 
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leaders manage financial crises with optimism and 
proactivity (Nguyen et al., 2024). Effective con-
flict management improves resource use and re-
sponse speed; nevertheless, too much control can 
hinder innovation (Khan, 2022; Xie et al., 2020). 
Self-motivation boosts crisis management by en-
couraging initiative, while conflict prevention fos-
ters collaboration and stability (Barba-Sánchez & 
Atienza-Sahuquillo, 2017). It maintains resilience 
by helping leaders persevere and inspire teams. 
Conflict prevention reduces distractions and in-
ternal tensions, enabling leadership focus during 
crises (Mefi & Asoba, 2020). 

Creative leadership constitutes a progressive stra-
tegic approach that underscores resilience and 
adaptability (Quy et al., 2024). Organizations 
that demonstrate adaptability and succeed in the 
marketplace are equipped to respond to evolving 
circumstances effectively. Adaptive leadership 
cultivates an ethos of continuous learning and 
swift responsiveness. It pertains to the capacity 
to adjust to changing demands and to respond 
flexibly and innovatively to unforeseen events. 
This enables managers to identify and address 
both individual and collective team needs, pro-
mote collaboration and innovation, and develop 
resilient capabilities to manage change (Öngel 
et al., 2024). Adaptive leaders seek compro-
mise to prevent conflicts. Adaptability serves 
as a strategic response to the evolving needs 
of teams and facilitates issue resolution before 
they escalate into conflicts (Saputra et al., 2022). 
It directly influences conflict prevention by en-
abling flexible and prompt responses to chal-
lenges, thereby mitigating tensions (Shabeer et 
al., 2023). Adaptive leadership assists organiza-
tions in the continuous improvement of their 
control processes, thereby enhancing overall 
organizational effectiveness (Schulze & Pinkow, 
2020). Nonetheless, excessive adaptability may 
undermine internal controls by rendering in-
ternal regulations overly flexible and susceptible 
to frequent modifications (Constantin & Florea, 
2023). Additional studies indicate that rigidity 
in internal controls may conflict with the agil-
ity required for innovation and crisis response. 
Adaptability permits the dynamic adjustment of 
internal controls, consequently decreasing the 
likelihood of conflicts (Kallapadee et al., 2017; 
Loughlin & Priyadarshini, 2021).

Organizational disputes concerning conflict can 
take numerous forms, including power, supply, 
capital, technical advancements, competitive ad-
vantage, insolvency, human resources, and disas-
ter (Johnstone & Walton, 2021). Analyzing the 
many theoretical approaches to conflict leads to 
one of this work’s most fundamental conclusions: 
Conflicts can have negative and positive results. 
Conflict may be harmful or profoundly dysfunc-
tional, while it also might provide ideal conditions 
for organizational development. Conflict preven-
tion diminishes tensions and enhances the resil-
ience of small and medium-sized enterprises. An 
inspiring vision, self-motivation, and adaptability 
are essential components of creative leadership 
and crisis management (Chandolia & Anastasiou, 
2020). Their indirect influence through conflict 
mitigation reduces tensions, thereby improving 
decision-making and resilience. It is vital to bal-
ance these elements, as overly ambitious visions, 
excessive motivation, or rapid adaptability may 
lead to conflict. Consequently, strategic conflict 
prevention is imperative for effective crisis reso-
lution. Conflict prevention reduces distractions 
and internal tensions, thereby enabling leaders to 
concentrate on crisis management (Mefi & Asoba, 
2020). Research indicates that small and medium-
sized enterprises (SMEs) that invest in conflict 
prevention sustain stable environments, which in 
turn enhances self-motivation and improves cri-
sis management through sustained engagement. 
Moreover, conflict prevention indirectly con-
tributes to improved focus and productivity. It is 
noteworthy that “conflict” remains a contentious 
issue that necessitates effective internal control 
(Johnstone & Walton, 2021). 

Internal control encompasses the company’s strat-
egy and all systematic procedures aimed at safe-
guarding assets, verifying the accuracy of finan-
cial information, enhancing operational efficiency, 
and ensuring compliance with management poli-
cies (Zhang & Su, 2023). It is also defined as the 
process that ensures an organization’s operational 
effectiveness, efficiency, and the reliability of fi-
nancial reporting through accounting and audit-
ing practices. Internal control has five key compo-
nents: monitoring, environmental control, imple-
mentation methods, risk assessment, and commu-
nication (Henk, 2020). Environmental control is a 
primary predictor of effective regulation. The sys-
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tem relies on written policies defining behaviors 
and activities to manage operations, hazards, and 
resource use. It includes administrative and ac-
counting procedures, a control framework, infor-
mation sharing, and compliance checks (Chang et 
al., 2019). Its purpose is to verify (1) compliance 
with laws, (2) effectiveness and efficiency, and (3) 
data accessibility and reliability (Bchennaty et al., 
2024). The objectives encompass fostering a cul-
ture of risk control, provisioning employees with 
the necessary tools to identify and evaluate risks 
(including models) and ensuring that an organi-
zation delineates control and operational respon-
sibilities (Kupec et al., 2021). Internal control re-
sponsibilities are vital for the regulation of risk 
management following global standards. Research 
focusing on SMEs indicates that effective internal 
controls facilitate the translation of leadership vi-
sion into sound operational strategies during cri-
ses (Bchennaty et al., 2024). Furthermore, it is sug-
gested that innovative leadership can reduce reli-
ance on internal controls, thereby promoting au-
tonomy and flexibility. Additionally, studies have 
demonstrated that the impact of inspirational 
leadership is contingent upon the organizational 
culture and the maturity of processes (Hayuning 
Adi & Sukmawati, 2020).

Research on SMEs shows that flexible internal 
control systems enable leaders to respond effec-
tively to crises while minimizing risks (Papík & 
Papíková, 2023). Adaptive leaders make effective 
strategic decisions during periods of econom-
ic turbulence (Quy et al., 2024). Internal control 
provides a framework that helps adaptive leaders 
structure their decisions and minimize crises as-
sociated with risks. Internal control mediates by 
transforming the leader’s self-motivation into rig-
orous management practices (Dovey et al., 2017). 
For example, studies show that SMEs with strong 
internal control systems can better translate the 
leader’s motivation into concrete actions to stabi-
lize finances. Managers’ motivation can compen-
sate for the absence of a formal internal control 
framework and avoid a crisis (Islam et al., 2023). 

A crisis is a stressful and unstable situation that 
can lead to adverse consequences. Crisis manage-
ment involves addressing unforeseen future chal-
lenges and adapting to complex changes that may 
arise. Crises are considered critical periods of 

organizational development (Ciekanowski et al., 
2023). Crisis management pertains to the strate-
gies employed by businesses to overcome crises, 
mitigate their negative effects, and capitalize on 
positive opportunities. A financial crisis occurs 
when an organization cannot fulfill its financial 
obligations, such as settling bills or salaries for 
employees, often because of a lockdown that has 
severely disrupted global economic activities, re-
sulting in debtors’ failure to repay their debts. 
Specifically, a financial crisis is characterized by 
a bank panic followed by financial institution 
failures and a reduction in financial intervention, 
which in turn causes a downturn in economic ac-
tivity (Mamatzakis et al., 2023). Five primary fac-
tors contribute to a financial crisis: elevated in-
terest rates, declines in the stock market, height-
ened uncertainty, panic, and unexpected reduc-
tions in the overall price level. Additionally, the 
financial crisis has been associated with phenom-
ena such as fluctuations in credit and asset pric-
es, significant variations in financial intermedia-
tion, and alterations in the availability of foreign 
capital to various economic agents (Oskouei & 
Sureshjani, 2021).

This paper aims to investigate the influence of 
creative leadership dimensions, specifically, in-
spiring vision, self-motivation, and adaptability, 
on financial crisis management through the me-
diating role of conflict prevention and internal 
control. Creative leadership encompasses three 
key dimensions: inspiring a vision, fostering self-
motivation, and promoting adaptability. First, an 
inspirational vision strengthens strategic align-
ment and compliance with internal processes. 
Second, self-motivation improves discipline and 
rigor in implementing internal control. Third, 
adaptability enables the effective adjustment of 
control mechanisms to changes in the external 
environment. These results suggest that creative 
leadership is not limited to innovation and talent 
management but also plays a determining role in 
structuring and effectively implementing inter-
nal control in SMEs. 

Based on Locke’s goal-setting theory, creative 
leadership encourages clarity of vision, intrinsic 
motivation, and adaptability, the latter of which 
are critical elements for steering organizations 
through challenges and harmonizing individual 
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endeavors with collective objectives. By linking 
leadership behaviors to conflict prevention and in-
ternal control, the model underscores how inten-
tional goal-setting enhances organizational sta-
bility and resilience. The proposed hypotheses, as 
evidenced in the existing literature, are illustrated 
in Figure 1.

H1: Creative leadership has a statistically signifi-
cant direct effect on financial crisis manage-
ment, with a p-value of less than 0.05.

H2a-c: Creative leadership dimensions have a sta-
tistically significant direct effect on conflict 
prevention, with a p-value of less than 0.05.

H2a: Inspiring vision has a statistically significant 
direct effect on conflict prevention, with a p-
value of less than 0.05.

H2b: Self-motivation has a statistically significant 
direct effect on conflict prevention, with a p-
value of less than 0.05.

H2c: Adaptability has a statistically significant di-
rect effect on conflict prevention, with a p-
value of less than 0.05.

H3a-c: Creative leadership dimensions have a sta-
tistically significant direct effect on internal 
control, with a p-value of less than 0.05.

H3a: Inspiring vision has a statistically significant 
direct effect on internal control, with a p-val-
ue of less than 0.05.

H3b: Self-motivation has a statistically significant 
direct effect on internal control, with a p-val-
ue of less than 0.05.

H3c: Adaptability has a statistically significant di-
rect effect on internal control, with a p-value 
of less than 0.05.

H4: Conflict prevention mediates the relationship 
between inspiring vision and financial crisis 
management.

H5: Conflict prevention mediates the relationship 
between self-motivation and financial crisis 
management.

H6: Conflict prevention mediates the relation-
ship between adaptability and financial crisis 
management.

H7: Internal control mediates the relationship 
between inspiring vision and financial crisis 
management.

H8: Internal control mediates the relationship 
between self-motivation and financial crisis 
management.

Figure 1. Conceptual framework

Inspiring Vision

Self-Motivation

Adaptability

Creative Leadership

Conflict Prevention

Internal Control

Financial Crisis 

Management

HH22aa HH22bb HH22cc

H3aH3bH3c

H4, 5, 6

H7, 8,9

HH11
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H9: Internal control mediates the relationship 
between adaptability and financial crisis 
management.

This theoretical perspective underpins the for-
mulation of the proposed hypotheses, which are 
depicted within the conceptual framework illus-
trated in Figure 1.

2. METHODS

The epistemological orientation of the study uses 
the positivist method., which is suitable for ex-
plaining these relationships more effectively. The 
study employs an action research design ground-
ed in a positive epistemological stance. The objec-
tive is to examine the impact of leadership style 
on organizational performance at Lebanese SMEs. 
The research approach envisioned is hypothetico-
deductive, as it involves deriving hypotheses from 
existing knowledge, theories, and concepts, which 
are then tested against the facts.

The research team opted to administer an online 
questionnaire. This method allows us to verify hy-
potheses using quantifiable data, determine the re-
lationships between the variables under study, and 
meet the research objective. The questionnaire 
was first pre-tested with ten financial controllers 
in Lebanese SMEs, who were subsequently exclud-
ed from the final study. The pre-test aims to con-
textualize and finalize the questionnaire. Hence, 
the concepts were operationalized to transport 
abstract (constructed) concepts into an observable 
and measurable phenomenon. The questionnaire 
comprises statements relating to the measured 
concepts.

Creative leadership was measured using the scale 
developed by Antonakis et al. (2003), which com-
prises 22 items. However, after contextualizing 
and pre-testing the questionnaire, we retained 
only 15 items. Each item was measured using a 
5-point scale ranging from (1) “not at all” to (5) 

“frequently, if not always.” Regarding the financial 
performance scale, we used the one developed by 
Mamatzakis et al. (2023).

Lebanon’s population is predominantly com-
prised of large-scale miners and small to medium-

sized businesses. The sample is acquired using a 
random sampling method, which allows the selec-
tion of all large-scale enterprises as the research 
sample. Stephen Thompson’s approach yields 250 
accountants, financial managers, and administra-
tive managers. With a 5% margin of error, there 
are around 157 samples. The research population 
comprises accountants, financial and administra-
tive managers from the North Lebanon region, as 
well as representatives from commercial entities 
in the region.

( )

( )
2

1

151.6836187 15  2 ,

e

N
n

samples minimum

N
=

+
= ±

 (1)

where n – sample size, N – total population size, 
e  – margin sampling error (5%).

Data processing was carried out in three stages. 
First, an exploratory factor analysis was conduct-
ed according to Churchill’s (1979) recommenda-
tions, followed by a principal component analysis 
(PCA) using SPSS 25 software to refine the mea-
surement scales. The PCA method was employed 
to ensure the quality of measuring instruments. 
To study the measurement scales, we used a prin-
cipal component analysis to eliminate the least rel-
evant elements and verify the one-dimensionality 
of the measurement instrument. We then tested 
whether the factor analysis allows for good results 
using SPSS 25. 

Thus, sampling adequacy is measured using the 
Kaiser-Meyer-Olkin (KMO) index, which is con-
sidered significant if it exceeds 0.5. Additionally, 
Bartlett’s test of sphericity is implemented, with 
a p-value of less than 1%. Cronbach’s alpha was 
employed to evaluate the reliability of the scales. 
Subsequently, a confirmatory factor analysis was 
conducted utilizing AMOS 26 software to assess 
the construct validity. The Structural Equation 
Modeling (SEM) approach was favored for test-
ing research hypotheses (Febriani et al., 2024). 
To improve interpretation and analyze the me-
diating effect, following the methodology of 
Maaliky et al. (2025), an interaction term was 
generated by multiplying the independent vari-
able (creative leadership dimensions) with the 
mediating variables (conflict management and 
internal control).
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3. RESULTS AND DISCUSSION

The results show a mainly experienced and male 
workforce, with a high proportion of employees in 
administrative roles. Most participants are in the 
36–45 age group (31.8%), followed closely by those 
in the 46–55 age group (30.6%). The workforce is 
primarily comprised of experienced and mid-ca-
reer professionals. Young adults (18–25) represent 
only 5.7%, indicating a relatively low level of in-
tegration among this population. Participants in 
the 56–64 age group (9.6%) represent a smaller 
proportion of employees. The low proportion is 
for 18–25-year-olds (5.7%) and 56–64-year-olds 
(9.6%).

Men comprise 62.4% of the workforce, while 
women make up 37.6% (54.1%). Of the respon-
dents, 80% have more than 16 years of experience, 
reflecting a highly experienced employee base. 
Those with less than 5 years of experience consti-
tute only 12.1%. Administrative roles dominate 
60.5%, followed by accountants (22.9%) and finan-
cial managers (16.6%). 

Table 1 exhibits descriptive statistics. Inspiring 
vision is among the highest means. Respondents 
perceive leadership as oriented toward inspiration. 
However, the relatively high standard deviation 
(1.08) reveals significant perception disparities. 
Self-motivation is perceived positively but with a 

lower variance than inspiring vision, reflecting a 
relatively homogeneous capacity among individu-
als to motivate themselves. 

Adaptability is perceived as moderate, with one of 
the lowest standard deviations, suggesting con-
sistency among respondents in their perception 
of this skill. Adaptability-focused training, such 
as change management, could improve perceived 
levels. Conflict prevention is perceived as slight-
ly lower than the others, with moderate response 
variance. Clear conflict resolution mechanisms, 
such as active listening and mediation policies, 
could strengthen this skill. Internal control is gen-
erally well perceived, although there are signifi-
cant differences in responses. 

Table 2 highlights the need for targeted conflict 
and financial crisis management programs, given 
the diversity of participants’ perceptions (skew-
ness). Kurtosis close to zero stipulates normal dis-
tributions, confirming the reliability of the results 
for further analysis.

Skewness designates that most respondents have 

a positive perception of this construct. Kurtosis 

close to zero indicates a normal distribution with-

out excessive concentration around the mean. A 

positive perception of an inspiring vision is an as-

set. Self-motivation (Skew: 0.742; Kurtosis: 0.359) 

shows that most responses tend toward high 

T able 1. Descriptive statistics

Descriptive 
indices

Inspiring 

vision
Self-

motivation Adaptability
Conflict 

Prevention Internal Control Financial crisis 

management

N
Valid 157 157 157 157 157 157

Missing 0 0 0 0 0 0

Mean 3.57 3.44 3.33 3.28 3.43 3.36

Median 3.83 3.50 3.33 3.33 3.60 3.60

Std. Deviation 1.081 .958 .890 .971 1.067 1.050

Variance 1.17 .919 .794 .944 1.139 1.104

 Table 2. Normal distribution 

Dimensions/ variables N Skewness Kurtosis
Statistic Statistic Std. Error Statistic Std. Error

Inspiring vision 157 .856 .194 .053 .385

Self-motivation 157 –.742 .194 .359 .385

Adaptability 157 –.439 .194 .081 .385

Conflict Prevention 157 –.410 .194 .193 .385

Internal Control 157 –.665 .194 .124 .385

Financial crisis management 157 –.504 .194 .297 .385

Valid N (listwise) 157
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scores. Positive kurtosis remains close to a nor-

mal distribution. Conflict prevention and internal 

control have a relatively symmetrical distribution. 

Factor analysis revealed key dimensions that con-
tribute to the context of financial crisis manage-
ment. Table 3 denotes an integrated approach that 
combines inspiring leadership, robust control sys-
tems, and a culture of adaptability.

 Table 3 presents the underlying factors that explain 
the retained creative leadership dimensions, ac-
counting for a total variance explained (TVE) of 
77.8%. The PCA verified that creative leadership 
embraces inspiring vision, adaptability, and self-
motivation. Inspiring vision has high loadings (IV1 

to IV4, ranging from .785 to .879). Items have high 
correlations with the factor, validating its consis-
tency. Conflict prevention indices are a very good 
fit for the data. The TVE (74.2%) accounts for a 
substantial proportion of the variance explained. 
Internal control loadings (between 0.908 and 0.943) 
are high, demonstrating outstanding item con-
sistency. The correlation coefficients between the 
variables are significant at the 0.01 level, validating 
strong positive relationships between financial cri-
sis management (FCM) and other variables, espe-
cially internal control (IC), highlighting its impor-
tance in a strategic management framework.

The strong correlation between self-motivation 
and adaptability (r = 0.745) indicates that motivat-

Table 3. Factor analysis (Discriminant validity)

Retained items per dimension Loadings Extraction KMO
Cronbach’s 

Alpha TVE

Inspiring vision
IV1. Leaders have a clear and inspiring vision for the future. 0.879 0.822

.888 0.918 77.8
IV3. Leaders provide clear meaning and direction for work. 0.855 0.852

IV6. Leaders connect our work to a larger, inspiring vision. 0.823 0.829

IV4. Leaders inspire others to achieve ambitious goals. 0.785 0.737

Adaptability

AD6. I see changes as opportunities rather than obstacles. 0.852 0.749

0.783 0.877 77.8

AD5. I continually strive to enhance my skills and adapt to new 
challenges.

0.843 0.828

AD2. I am open to new ways of doing things. 0.775 0.758

AD3. I can adjust my priorities according to changing demands. 0.591 0.703

Self-motivation
SM1. I regularly set ambitious personal goals. 0.894 0.860

0.714 0.806 77.8SM6. I reward myself when I achieve my personal goals. 0.735 0.698

SM2. I take the initiative to improve my work performance. 0.631 0.727

Conflict prevention
CP6. The organization values collaboration to resolve disputes. 0.894 0.800

0.810 0.884 74.2
CP2. The organization’s policies help minimize conflict. 0.876 0.767

CP5. Conflict resolution processes are clear and well-defined. 0.862 0.744

CP1. SME managers promote practices to prevent conflict. 0.811 0.657

Internal control
IC5. We have implemented controls to prevent fraud and financial 
misconduct. 0.943 0.890

0.849 0.921 86.4
IC2. There are procedures in place for verifying and validating 
significant financial transactions. 0.938 0.879

IC4. The owner has established protocols for managing liquidity during 
financial crises. 0.908 0.824

Financial crisis management

FCM2. The organization has a dedicated team for managing financial 
crises.

0.912 0.832

0.747 0.889 81.9
FCM1. The organization has a documented financial crisis management 
plan in place.

0.907 0.823

FCM4. Managers have clear guidelines for internal and external 
communication during a financial crisis. 0.895 0.802

Note: TVE: Total Variance Explained.
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ed employees are more likely to adapt to changes 
(Table 4). The highest correlation between internal 
control and financial crisis management (r = 0.852) 
advocates that effective control processes are cru-
cial for successful crisis management. Conflict 
prevention is strongly related to financial crisis 
management (r = 0.794). Regarding the collinear-
ity statistics, the tolerance values range from 0.324 
to 0.545 (self-motivation). Tolerances close to 1 in-
dicate low collinearity between variables, while a 
tolerance below 0.2 would be a cause for concern. 
However, the values in Table 4 are acceptable. The 
VIF values range from 1.083 (conflict prevention) 
to 1.833 (self-motivation), well below the critical 
threshold of 10, indicating no multicollinearity 
problem between the independent variables.

The GFI, AGFI, CFI, and RMSEA indices indicate 
an overall well-fitting model, despite a high CMIN/
df (Figure 2). The model is robust enough to ex-
plain the relationships between the variables. GFI 
= 0.962; AGFI = 0.990; CFI = 0.999; NFI (Normed 
Fit Index) = 0.901. These metrics indicate a good fit 
(close to 1 with a threshold value = 0.90).

Inspiring vision significantly and positively influ-
ences conflict prevention (0.34). Leaders with in-
spiring visions help prevent conflict. Adaptability 
significantly influences conflict prevention, with 
a correlation coefficient of 0.40. The influence of 
conflict prevention on financial crisis manage-
ment is significant, with a correlation coefficient 
of r = 0.70. Therefore, it improves financial crisis 

 Table 4. Correlation and collinearity statistics

Dimensions/ variables IV SM AD CP IC FCM 

Collinearity 
Statistics

Tolerance VIF

IV Inspiring vision 1 0.432 1.312

SM Self-motivation 0.630** 1 0.545 1.833

AD Adaptability 0.569** 0.745** 1 0.412 1.427

CP Conflict Prevention 0.692** 0.674** 0.704** 1 0.324 1.083

IC Internal Control 0.689** 0.590** 0.624** 0.767** 1 0.422 1.370

FCM financial crisis 
management

0.632** 0.560** 0.607** 0.794** 0.852** 1 – –

Note: ** Correlation is significant at the 0.01 level (2-tailed).

 Figure 2. Structural equation modelling  (conflict prevention, model A)

Inspiring Vision

Self-Motivation

Adaptability

Conflict Prevention

Financial Crisis 

Management
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1

1.16

E2

E3
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1

1

1
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.79

.35
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.70.34 .40.16

.15

-.06

.11

cmin/Df = 70.4
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CFI = 0.999

NFI = 0.901

RMSEA = 0.07
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management. The influence of self-motivation 
on financial crisis management is insignificant 
(–0.06). Figure 2 verified that conflict prevention is 
a mediating variable. Inspiring vision and adapt-
ability indirectly influence crisis management 
through conflict prevention. The direct relation-
ships between self-motivation and financial crisis 
management are weak or insignificant; however, 
their indirect effects, via conflict prevention, en-
hance their impact.

Table 5 verified that adaptability has the strongest 
influence on conflict prevention. Inspiring vision 
has a direct influence on conflict prevention (β = 
0.344, p < 0.001). Self-motivation has a direct sig-

nificant influence on conflict prevention (β = 0.161, 
p < 0.001). Hence, employee self-motivation re-
duces organizational conflicts. Adaptability has 
a significant influence on conflict prevention (β = 
0.401, p < 0.001). A culture of adaptability helps to 
resolve or avoid conflicts.

Inspirational vision influences financial crisis 
management significantly (β = 0.154, p < 0.05). 
The influence of inspiring leaders on financial cri-
sis management is evident; however, self-motiva-
tion and adaptability do not influence financial 
crisis management (p > 0.05). Consequently, these 
two hypotheses are rejected. Self-motivation and 
adaptability have no direct impact on financial 

 Table 5. Regression weights for conflict prevention as mediator (model A)

Variables Β S.E. C.R. P Hypotheses Results
IV → CP 0.344 0.044 7.872 0.00 Supported
SM → CP 0.161 0.049 3.259 0.001 Supported
AD → CP 0.401 0.053 7.561 0.00 Supported
IV → FCM 0.154 0.055 2.821 0.005 Supported
SM → FCM –0.056 0.054 –1.030 0.303 Rejected 

AD → FCM 0.113 0.066 1.730 0.084 Rejected

CP → FCM 0.704 0.085 8.314 0.00 Supported
IV X CP → FCM 0.093 0.009 10.088 0.00 Supported
AD X CP → FCM 0.069 0.010 7.012 0.00 Supported
SM X CP → FCM –0.019 0.010 –1.893 .058 Rejected

Note: IV = Inspiring Vision; SM = Self–motivation; AD = Adaptability; CP = Conflict Prevention; FCM = Financial Crisis Manage-
ment; SE = Standard Error; CR = Critical Ratio. p < 0.001 < 0.05.

 Figure 3. Structural equation modelling (internal control, model B)
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crisis management. Conflict prevention has a di-
rect influence on financial crisis management (β = 
0.704, p = 0.00). Table 5 verifies that conflict man-
agement mediates the influence of inspiring vision 
(β = 0.093, p < 0.0001) and adaptability (β = 0.069, 
p < 0.0001) on financial crisis management. Two 
outcomes are amplified. First, conflict prevention 
amplifies the impact of inspiring vision on finan-
cial crisis management. Second, adaptability, cou-
pled with effective conflict prevention, improves 
crisis management. However, conflict prevention 
does not mediate the relationship between self-
motivation and financial crisis management (β = 

–0.019, p = 0.058). The interaction between these 
variables is non-significant. Figure 3 analyzes the 
regression weights for the direct and moderated ef-
fects of the independent variables (inspirational 
vision, self-motivation, adaptability, and internal 
control) on financial crisis management.

Indicators such as GFI, AGFI, CFI, and NFI indi-
cate a good fit (close to 1), suggesting that the mod-
el is generally well-fitted (Figure 3). Those indices 
specify that the relationships between the vari-
ables are statistically valid. Consequently, internal 
control is crucial in enhancing individual capabil-
ities, such as inspiring vision, personal motivation, 
and adaptability, as well as in managing financial 
crises. Although some variables have a weak di-
rect effect on financial crisis management (inspir-
ing vision, adaptability), their indirect effects via 
internal control are significant.

The path coefficient analysis showed that the influ-
ence of inspiring vision on internal control (0.46) 
is significantly positive. Table 6 verified that self-
motivation does not significantly influence inter-

nal control (p = 0.40). The influence of adaptabil-
ity on internal control (0.14) is weak but signifi-
cantly positive. Adaptability helps maintain good 
internal control. Internal control has a significant 
influence on financial crisis management, with a 
correlation coefficient of 0.64. Therefore, good in-
ternal control significantly improves financial cri-
sis management. Inspiring vision has a weak but 
positive direct influence on financial crisis man-
agement (0.10). Self-motivation and adaptability 
have a weak, almost negligible influence on finan-
cial crisis management (0.03; 0.14).

Table 6 demonstrates that internal control medi-
ates the statistical association between the inde-
pendent variable, adverse dynamics, and financial 
crisis management. An inspiring vision and good 
internal control improve financial crisis manage-
ment. Combined with internal control, adaptabil-
ity strengthens the ability to manage financial 
crises effectively. However, internal control does 
not moderate the relationship between self-moti-
vation and financial crisis management (p = 0.805 
> 0.05). Employee self-motivation does not signifi-
cantly interact with internal control to influence 
financial crisis management.

The results indicate that both models exhibit good 
overall fits, with high GFI, AGFI, and CFI values, 
suggesting that they accurately represent the data. 
The Cmin/df is similar in both models, indicat-
ing a good relative fit. The RMSEA is slightly bet-
ter in the second model (0.06 vs. 0.07), verifying 
that internal control can better explain financial 
crisis management. The NFI is higher in the sec-
ond model (0.994 vs. 0.901), which reinforces the 
robustness of the model based on internal control.

 Table 6. Regression weights for internal control as mediator (model B) 

Variables Β S.E. C.R. P Hypotheses Results
IV → IC 0.461 .058 7.978 0.00 Supported
SM → IC 0.045 .065 0.696 0.487 Rejected

AD → IC 0.397 .070 5.669 0.00 Supported
IV → FCM 0.100 .049 2.038 0.042 Supported
SM → FCM 0.028 .047 0.610 0.542 Rejected

AD → FCM 0.140 .055 2.546 0.011 Supported
IC → FCM 0.644 .057 11.262 0.00 Supported
IV X IC → FCM 0.072 .008 9.327 0.00 Supported
AD X IC → FCM 0.079 .008 9.608 0.00 Supported
SM X IC → FCM –0.002 .008 –0.247 0.805 Rejected

Note: IV = Inspiring Vision; SM = Self–motivation; AD = Adaptability; CP = Conflict Prevention; FCM = Financial Crisis Manage-
ment; SE = Standard Error; CR = Critical Ratio. p < 0.001 < 0.05.
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The findings affirm that conflict prevention consti-
tutes a crucial mechanism, exerting a significant 
direct influence on financial crisis management (β 
= 0.704). The formulation and implementation of 
explicit conflict resolution policies and procedures 
are indispensable for augmenting organizational 
resilience during periods of crisis. The influence of 
inspiring vision and adaptability on financial cri-
sis management is moderate, encouraging leaders 
to articulate compelling visions to enhance team 
efficacy amid crises. Furthermore, they cultivate 
a culture of adaptability, which facilitates the an-
ticipation and prompt response to rapid changes.

The concepts of inspiring vision, self-motivation, 
and adaptability exert a direct influence on the 
management of financial crises. Internal control 
is significantly affected by inspiring vision and 
subsequently plays a positive role in financial cri-
sis management. Consequently, internal control is 
regarded as a strategic instrument, with an inspir-
ing vision considered essential in establishing an 
effective control framework. By investing in in-
spirational leadership, fostering self-motivation, 
and enhancing adaptability, organizations can 
indirectly bolster their resilience during crises 
through robust internal mechanisms. 

Emphasis is placed on the development of inter-
nal control systems, as these directly enhance the 
organization’s capacity to manage financial cri-
ses effectively. Leaders are encouraged to inspire 
their teams and promote self-motivation. Model 
B is preferred, given that internal control demon-
strates a superior statistical fit and a more direct 
impact on financial crisis management. Hence, in-
vestments in innovative leadership and a resilient 
control framework are instrumental in improving 
crisis management. While conflict prevention is 
beneficial, it remains insufficient for effective cri-
sis management without a solid internal control 
system.

Conflict prevention and internal control play dif-
ferent roles in improving crisis management. 
Internal control is slightly more statistically ro-
bust (Kreyenberg & Seriki, 2023). Inspiring vision 
is the dominant factor in both models, validating 
its critical role. Creative leadership and effective 
internal control appear more relevant than con-
flict prevention alone. These results are consistent 
with earlier findings (Khan, 2022; Xie et al., 2020) 
that have examined the relationship between these 
two variables, which have consistently reported a 
positive and significant relationship.

CONCLUSION

The objective of this paper was to examine the influence of creative leadership dimensions on financial 
crisis management through the mediating role of conflict prevention and internal control in SMEs 
in North Lebanon. The results indicate that several key dimensions have a significant influence on 
effective financial crisis management. Inspiring vision and self-motivation have a direct effect on fi-
nancial crisis management. Adaptability has an indirect influence through conflict prevention, which, 
in turn, significantly influences financial crisis management. Conflict prevention is key to optimiz-
ing financial crisis management. The findings affirm that conflict prevention is crucial in enhancing 
the influence of leadership skills on responses to financial crises. Adaptability and inspiring vision 
indirectly contribute to improved crisis outcomes through conflict prevention. Self-motivation ex-
erts minimal direct influence. Internal control serves as a mediating factor between inspiring vision, 
adaptability, and crisis management, emphasizing the significance of organizational systems during 
periods of crisis. These findings highlight how leadership traits indirectly influence crisis outcomes 
through conflict prevention and internal control, both of which are crucial for resilience. The innova-
tion resides in modeling both as parallel mediators, thereby providing valuable insight into how lead-
ership influences organizational processes. Lebanese SMEs should integrate conflict prevention and 
internal controls into leadership programs to boost resilience. Training must enhance leaders’ ability 
to craft inspiring visions and foster adaptable cultures for better crisis management. Clear policies, 
proactive conflict strategies, and internal controls like audits and employee training are essential for 
resilience. Leaders need to align conflict management with crisis impact, adopting an integrated ap-
proach to strengthen responses to financial crises. 
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No research is without doubt or limitations, and this paper is no exception. Theoretical and empirical 
limitations must be considered to enhance the scope of the findings. Variables are treated as a cross-
sectional time horizon. A dynamic and longitudinal approach would enable us to better understand 
leadership variations over time and their impact on crisis management. Managers’ self-assessment of 
their leadership may be biased due to social desirability bias. Objective data, such as quantifiable finan-
cial indicators, can complement the subjective approach and strengthen the validity of the results. 

To overcome these limitations, future research could integrate other mediators, such as organizational 
resilience or emotional intelligence, and expand the sample by including other regions or sectors of ac-
tivity. Future studies could investigate the impact of combining the different leadership styles. Future 
studies could be interesting, such as conducting a qualitative study downstream to propose additional 
hypotheses, explore other issues, and integrate other relationships between the variables. Future research 
should integrate longitudinal studies to observe leadership and crisis dynamics over time. Utilizing ob-
jective financial data and analyzing mediators such as emotional intelligence or organizational resil-
ience may provide more comprehensive insights. 
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