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Imperative 
 
How can we create leadership relationships and networks that not only survive stress but 
actually gain in strength? 
 

“In reality, organisms grow; machines are built. Organisms continually remake themselves 
machines are maintained by humans. Organisms self-organise; machines are organised by 

humans.”[1]  
 
In a world where disruption is constant and volatility is the new normal, the need for 
antifragile networks has never been more urgent. Traditional organisations operate like 
machines, efficient, yes, but brittle and with too many single points of failure. One critical 
failure point, one lost leader, or missed opportunity, and the whole system can falter.  
 
Antifragile networks offer a radically different path. Rather than merely resisting stress, these 
systems thrive on it. They learn, adapt, and grow stronger under pressure.  
 
To understand antifragile networks, imagine not a skyscraper but a coral reef. Each organism 
is independent but interdependent, continually adapting to its environment while providing 
shelter and support to others. When waves crash, the reef doesn’t simply collapse, it 
disperses the force, adapts its structure, and even grows, seeking opportunity from 
turbulence. Strength emerges not from rigidity but from responsiveness.  
 
The concept of antifragility, introduced by Nassim Nicholas Taleb [2], is grounded in systems 
thinking, complexity science, and evolutionary biology. Complexity science shows us how 
decentralised, self-organising systems thrive. Evolutionary biology demonstrates how 
stressors spur adaptation and Network theory illuminates how the structure of 
interconnected systems influences both robustness and risk.  
 
These disciplines collectively shape our understanding of how antifragile networks emerge, 
and why they matter. However, a note of caution. The notion of antifragility doesn’t infer 
superpowers on an organism or organisation, it simply means that the architecture, 
interconnectedness and mutual action of the different component parts possess the ability 
to benefit from the stress and disorder that surrounds it. These systems are still susceptible 
to damage and destruction if the environmental volatility and systemic disorder exceeds its 
ability to cope.  
__________ 
 
Introduction: The Tree that Talks Back 

Somewhere in an ancient forest, beneath your feet, there is a network busier and more 
intelligent than most boardrooms. Fungal mycelium or hyphae, billions of microscopic 
threads fuse the roots of trees together in a dense web of chemical communication, support, 
and exchange. When one tree falls, another grows stronger. Stress in one root system sends 
nutrients to another. In this subterranean matrix, adversity doesn’t weaken the forest. It 
strengthens it. 

These hyphal networks are to my mind the perfect and probably the most successful 
example of antifragile networks, systems that don’t merely endure stress, but use it to adapt, 
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evolve, and grow stronger. The modern organisation, too, exists in a volatile landscape: 
constant change, disruption, and uncertainty are the new normal. What sets the fungi’s 
hyphae apart from us, is that our mistake is in our persistent desire to try to become merely 
resilient, able to bounce back. Instead, we should be to improve on resilience in building 
systems, teams, and leadership cultures that bounce forward. 

This article will discover how leaders can build networks that, like forests, learn from storms. 
And more importantly, what does it mean to lead in a way that doesn’t just protect your 
team, but prepares them to benefit from stress? What happens when failure, pressure, and 
disruption become sources of energy rather than entropy? 

This article explores six interconnected chapters to answer those questions. Through 
biology, network science, military strategy, and organisational psychology, we look at how 
antifragile networks can be built, and why the future of leadership depends on them. 

__________ 

Strength through Stress: Think Local, Act Global 

In machines, stress leads to breakdown. In organisms, it often leads to growth. Calluses on 
skin, muscle hypertrophy, immune responses, biological systems strengthen locally when 
stressed, provided the load is not catastrophic. This principle can hold true for teams, 
organisations, and good leadership behaviours. 

Antifragility offers a key distinction: not all stress is destructive. Nassim Taleb, who coined 
the term, argues that volatile environments reveal hidden strengths and vulnerabilities. The 
task of leadership, then, is not to remove pressure, but to calibrate it. The right amount of 
challenge activates adaptive mechanisms. 

Localised stress, think maybe: a difficult project, a new leadership responsibility, a conflict 
within a team, triggers learning. But only if the environment encourages reflection, 
autonomy, and feedback. In organisations, this means creating conditions where micro-
failures lead to macro-learning. Without being granted the freedom to act and permission to 
experiment, stress leads only to brittleness. 

Leaders must think like gardeners. The goal isn’t to eliminate flood and drought, but to 
ensure that roots deepen when they come. You do this by building relationships, embedding 
feedback loops, and reframing failure as a signal, or useful information, rather than 
something to be ignored and ashamed of. The antifragile leader doesn’t flinch at challenge, 
they seek it, design for it, and teach others how to metabolise it. 

 “Hyphal tips are the parts of the mycelium that grow, change direction, branch and fuse. They 
are the part of the mycelium that do the most. And they are numerous. A given mycelial network 
might have anywhere between hundreds and billions of hyphal tips, all integrating and processing 

information on a massively parallel basis.”[1]  

Seeking the challenge, exploring new possibilities, re-examining past failures are essential 
in growing your company or group, from a static hierarchical organisation to a living organic 
antifragile network. As with the description of the hyphal tips above, this growth, 
experimentation and exploration is something that the whole organisation needs to be 
engaged with, on a parallel basis. 
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Key Leadership Insight: 
Reframe your pre-conceptions and find the value that failure can bring to organisational 
growth.  
__________ 
 
Building Networks: Mission Command 
 
An antifragile network is one in which the whole system grows stronger through the testing 
of its component parts. The architecture is decentralized, the links are redundant, and the 
nodes are empowered to act independently while remaining connected. 
 
Now, it goes without saying that we can’t just let everyone go off and act independently 
without a central story or message. The organisation needs a strong justifying statement or 
cause, a reason ‘Why’. This sets the general direction for the decentralized parts.  
 
Now I recognise that all organisations have resource constraints. Here, lower-level guidance 
can also be instructive if it expresses only ‘What’ the organisation is trying to achieve in the 
short term with its limited resources. In this case, it is a simple as expressing the effect you 
are trying to achieve.  
 
The essential nature of the leadership philosophy called Mission Command is as I have 
described it above. The organisation has a just cause uniting all of its parts, it also has a 
desired effect or end-state it would like to achieve, but critically it allows the decentralized 
most distal parts the opportunity to discover ‘How’ they are going to achieve the collective 
end-state.  

In mycelial terms, every hyphal tip explores, learns, and adapts. In organisational terms, 
every team or individual should have the permission and capacity to respond to challenges 
without waiting for central command. This distributed intelligence minimises the amount of 
detailed information requiring to be passed between nodes and reduces single points of 
failure whilst increasing organisational intelligence. 

To build such a network, you must prioritise: 

• Diversity: of thought, experience, identity, and role 
• Redundancy: overlapping skills, multiple pathways for information 
• Autonomy: decision-making pushed to the edges 
• Connectivity: open channels for feedback and learning 

In my own leadership program, CLIMB, we refer to this as an active leadership infrastructure. 
We train leaders not only to execute, but to distribute authority and facilitate 
interdependence. Leadership today has become less about being the smartest node, and 
more about cultivating the healthiest web. 

Another crucial component of building an antifragile network is like in the hyphae analogy 
where resources are swiftly recycled, or diverted to more profitable areas to help support 
the overall aim. The ability to allow experimentation but still be prepared to reinforce 
success is enabled in such a structure through the strengthening of feedback loops which 
positively reinforce success, or negatively withdraw support to failing areas. 
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“Mycelium is conceptually slippery. From the point of view of the network, mycelium is a single 
interconnected entity. From the point of view of a hyphal tip mycelium is a multitude.”[1] 

My final point on why it is so difficult to for humans to build anti-fragile networks is because 
we are trying to mimic non-selfish organisms. Single repeated units each equal in their 
action potential, group together and act in coordination for the sake of the whole organism. 
As you zoom in closer to inspect this cluster of life it begins to lose its organisational 
relevance. 

Key Leadership Insight:  
Antifragility isn’t a trait. It’s an architecture, and leaders are its architects. 
__________ 
 
Local Strengthening: Intermediate Disturbance 

Strengthening through stress occurs locally rather than uniformly across the entire system. 
This principle is rooted in the idea that resilience and growth emerge from the smallest units 
of a network. For example, when a specific team or department encounters a challenge, their 
ability to adapt and improve creates a ripple effect that benefits the broader organization.  

However, not all parts of the network will encounter the same stressors at the same time, 
meaning that antifragility emerges through localized responses rather than top-down 
directives. This localized adaptability prevents systemic failures and ensures continuous 
improvement. 

By means of analogy, consider how muscles grow: when you go to the gym and lift weights, 
you're not making your entire body stronger at once. You're applying stress to very specific 
muscle fibres. The fibres tear microscopically, and in response, they rebuild stronger. Over 
time, these local stressors begin to confer strength on other adjacent areas, and they 
compound into a stronger system-wide capacity. 

Similarly, in antifragile organisations, small disruptions or failures don’t derail the whole, 
they create learning hotspots. These micro-failures, like the muscle tears add valuable new 
information to the organisation that informs the organisation and diffuses improvement 
across the entire network. 

In ecological systems, studies have shown that local disturbances—like a fallen tree in a 
rainforest, can increase biodiversity by creating microclimates and new growth 
opportunities. This concept, known as the "intermediate disturbance hypothesis,"[3] shows 
how stress at the local level can increase resilience at the system level.  

Key Leadership Insight: 
To strengthen the whole, leaders must encourage and nurture learning at the edges. 
__________ 
 
Super Nodes: The Strength of Influence 
Not all nodes in a network are created equal. In scale-free networks, certain nodes, called 
super nodes, have an outsized number of connections. These nodes play a critical role in 
information flow, decision-making, and adaptive response. 
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“Fungal networks sprawl over tens of metres, but trees are not linked evenly. Young trees have 
few connections, and older trees have many. The most well-connected tree is linked to forty-

seven other trees. One skips across the network through a small number of well-connected older 
trees. Via these ‘hubs’, it’s possible to get to any other tree in no more than three steps.”[1] 

In organisations, super nodes often emerge as high-trust individuals, informal influencers, 
or coaches and mentors. They don’t always have formal power, but they shape behaviour, 
culture, and momentum. Recognising, supporting, and developing these individuals is key 
to building antifragile networks. 

But there’s risk. Over-reliance on any one node introduces fragility. Super nodes can burn 
out, leave, or become bottlenecks. To lose a super node could effectively shut down a whole 
section of your networked organisation. To overcome this problem, it is imperative that your 
organisation has the ability to rewire itself quickly and effectively. To maintain antifragility, 
we must: 

• Identify potential super nodes early 
• Distribute responsibility by elevating the median level of capability 
• Cross train and build leadership succession plans 
• Encourage lateral connections 

Super nodes aren’t heroes, they’re hubs. And strong hubs need strong systems around them 
to deliver their effect. In mycelial networks, even the most connected trees are still just part 
of a wider responsive web.  

Key Leadership Insight: 
Leadership must design for this balance. The goal isn’t to lead alone, it’s to grow a system 
that leads together. 
__________ 
 
The Power of Story: Connecting People 

If networks are the skeleton of an organisation, stories are its connective tissue. Storytelling 
in antifragile systems serves three essential purposes: 

• It encodes lessons from failure and growth. 
• It creates cultural cohesion and shared identity. 
• It inspires action in uncertain terrain. 

Think of military units, start-ups, or social movements. Their strength lies not just in strategy, 
but in narrative. Who we are, what we’ve overcome, and where we’re going, these are not 
fluffy add-ons. They are the operating system of adaptability. 

In antifragile networks, stories travel faster and more effectively than policy documents. A 
team that hears how another team recovered from failure gains a useful playbook and a 
permission slip to act. Leaders should harvest these stories, tell them often, and create 
platforms where others can do the same. 

Critically, stories connect people, they reinforce our organic networks, create new 
connections and increase the possible size of communities.  
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Key Leadership Insight: 
Leaders at all levels are the custodians and propagators of the rich history of the 
organisation. Their job is to weave the connecting narratives into a thread that is strong 
enough to pull the organisation forward. 
__________ 
 
Antifragility & Organizational Leadership: Building Ecosystems 

So how do we put this into practice? The first step is a mindset shift, a shift from selfishness 
to selflessness, from control to cultivation, from prediction to preparation. Antifragile 
leaders don’t try to avoid volatility, they design their systems to benefit from it. 

Here’s what that looks like in action: 

• Stress Testing: Intentionally create low-stakes simulations of high-stakes challenges. 
• Feedback Culture: Build loops that ensure signals travel fast and get acted on. 
• Leadership Development: Train not just for skills, but for adaptability, reflection, and 

resilience and embrace failure as new information. 
• Decentralised Problem Solving: Empower local teams to respond in real time. 

We can find real-world inspiration in the Tier One fighting units such as the British SAS, who 
famously train not just for tactical excellence but for autonomous adaptation under 
pressure. Each team member is empowered to make decisions in fluid situations. This 
structure not only distributes competence, it scales trust. Teams operate without waiting for 
top-down instructions, making them more agile, more decisive, and ultimately, more 
antifragile. 

In my own CLIMB Leadership program, I incorporate all of these. My program focuses on 
building leadership ecosystems, not lone leaders. Indeed, its focus is very firmly on enabling 
others by developing Self-leadership and good Followership in all. We see every challenge 
as a data point, every failure as a forge.  

What we’re building isn’t a set of skills, it’s a new kind of networked capability, because in 
the end, the best leaders aren’t just those who survive the storm. They’re the ones who 
emerge from it with stronger roots, wider branches, and a canopy that offers shelter to 
others. 

Key Leadership Insight: 
The goal isn’t to lead alone, it’s to grow a system that leads together. 
__________ 
 
Summary:  

In an era defined by volatility, complexity, and constant disruption, the traditional 
organisational model, rigid hierarchies and centralised control, has shown its limits. 
Antifragile networks offer a compelling alternative. Instead of resisting stress, they thrive on 
it. Rooted in systems thinking, evolutionary biology, and complexity science, antifragile 
systems adapt, learn, and grow stronger under pressure. This makes them not just resilient, 
but evolutionary, built to improve through adversity rather than merely survive it. 
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The metaphor of a coral reef or a fungal mycelial network helps us visualise these systems. 
Every node, be it a person, team, or department, is capable of independent action yet deeply 
interdependent on the system as a whole. Like hyphal tips in a forest floor network, each 
node explores, adapts, and shares intelligence across the whole.  

Strength is not centralised at the top but distributed throughout an organism that is capable 
of parallel processing. When one part is stressed, others adjust, ensuring that the system as 
a whole not only absorbs the shock but learns from it. 

At the heart of antifragility is localised strengthening. Much like muscle fibres that rebuild 
stronger after micro-tears, antifragile networks improve through small-scale disruption. 
When teams are empowered to face real challenges, supported by feedback and the freedom 
to act, they develop an adaptive capacity that ripples through the larger system.  

In essence they become better at not just learning but applying learning. Research like the 
“intermediate disturbance hypothesis” in ecology supports this: local disturbances can 
enhance systemic resilience by increasing diversity and capability. 

Antifragile networks also rely on super nodes, individuals who connect, influence, and 
distribute information. These are not always leaders by title, but they are leaders by function: 
high-trust individuals, mentors, coaches or stewards. The presence of super nodes increases 
organisational agility, but over-reliance on them can become a vulnerability. Antifragile 
systems plan for succession, distribute influence, and encourage lateral connection to avoid 
systemic fragility when key players exit. 

A powerful, and often underestimated, driver of antifragile behaviour is storytelling. Stories 
travel faster than policies and stick deeper than strategies. They encode institutional 
memory, inspire action, and create a sense of belonging. In antifragile networks, stories 
serve as cultural feedback loops, turning local failure into systemic folklore, and adaptation 
into identity. Leaders who curate and share these stories don't just inform; they shape the 
emotional and ethical architecture of their teams. 

To apply antifragility to leadership is to reject control as a default setting. Instead, leaders 
must create the conditions in which others can lead, developing self-leadership, 
followership, and decentralised initiative. Whether it's special forces teams, agile tech firms, 
or crisis-ready organisations, those who flourish in chaos do so because their systems are 
designed to adapt.  

Ultimately, antifragile networks represent the future of leadership. They’re not just a 
response to crisis—they’re a blueprint for sustained intelligent growth. For leaders, the 
question is no longer “how do I lead better?” but “how do I build a system that learns, 
adapts, and leads itself?” The answer lies in shifting from command to cultivation and from 
individual excellence to collective evolution. 

Antifragile networks aren’t fantasy. They exist, in nature, in elite teams, in certain 
organisations already thriving under pressure. They are living systems that metabolise 
disruption and emerge better for it. To build one, you need more than robust structures. You 
need leaders who understand that failure is part of the process, that connectivity matters 
more than control, and that the role of leadership is to cultivate not command. 
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This is one of my aims to help organisations grow intelligent, adaptive, and deeply human 
systems built not just to last, but to learn. 

__________ 
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