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Preface

A bad leader lacks talent and skill. A destructive leader lacks
character.

–Frank Sonnenberg.

A leader behaving in a way that is exceedingly self-interested and
exploitative of others is a recurring notion in destructive
leadership, but also an unexplored aspect that warrants further
scrutiny (p. 1401).

–Schmid, Pircher Verdorfer, & Peus (2019)

The readers of this book would appreciate that today’s competitive business
environment and management of the modern workforce require a decent
understanding of leadership to advance in productivity, quality of work-life and
social welfare. On that account, for more than nine decades, a vast number of
academic journals and books have been devoted to leaders and the leadership
process. Beyond that, the popular media has generated remarkable stories about
historical, political, and organizational leaders and their effects on their followers
and society. While a strong interest in leadership is evident, the focus seems to be
predominantly on identifying the paths to constructive and effective styles. On the
other side of the coin, there exist the destructive and ineffective aspects of lead-
ership, which have been relatively underrated until lately. Destructive leadership,
a recent but appealing notion in the leadership literature, now stands as a stream
that seeks further attention with its prevalence (Aasland, Skogstad, Notelaers,
Nielsen, & Einarsen, 2010) and its diagnosed unpleasant consequences (Schyns &
Schilling, 2013).

Considering this increasing attention, this edited book initially aims to provide
important insights into the theory pertaining to the dark and harmful sides of
leadership. Such an endeavor is important since the destructive leadership liter-
ature is relatively in its early stages, lacks the integration of the diverse concepts,
and as a result, problems regarding the inconsistencies of the terminology prevail
(Tepper, 2007). Therefore, one of the objectives of the book is to provide a sys-
tematic review of existing research on destructive leadership focusing on the
conceptualizations of this construct, its similarities with related constructs, as well
as empirical studies. With such a design, we aim to provide a comprehensive



theoretical basis and guidance for future research, contributing to advance the
research area, in general. Accordingly, we believe that the current book will be a
useful source for those embarking on the dark leadership research for the first
time by providing a comprehensive picture capturing conceptualizations, plau-
sible antecedents, and consequences of the dark side of leadership on followers
and organizations together with measurement issues.

The current book will not only provide a state-of-the-art overview of our
knowledge on destructive leadership but also contribute to both academic and
practitioner sides of the area. From the practical perspective, the identification of
the leaders who can effectively lead and show constructive behaviours in various
organizational settings (i.e., private, government organizations, small businesses,
etc) across a variety of cultures has been the focus of many practitioners.
Nevertheless, the identification of destructive leadership behaviors in organiza-
tions could be also valuable for managing and hopefully eradicating those
unconstructive behaviors. Upon reading this book, we hope that human resource
practitioners would be more careful, sensitive, and equipped with the selection of
people in leadership and managerial positions.

The structure of the book has been designed to create a future focus as well as
to provide a comprehensive view regarding the dark side of leadership. In
particular, the book aims to highlight the current state of inquiry pertaining to
destructive leadership, and discuss what we already know, what we do not know,
yet should know, and what the possible interesting areas of inquiry to pursue in
future research are. The chapters in the book will tackle several aspects of
destructive leadership and search answers for the queries of:

• Is there a mutually agreed upon conceptualization of destructive leadership?
• How can destructive leadership be conceptualized from a holistic/macro

perspective? Dynamic, cocreational approaches among leaders, followers,
and environments.

• How can we systematize destructive and ineffective leadership?
• Which dispositional characteristics of the leaders can be pathologically

destructive and abusive? What are the individual, follower, and situational
antecedents of destructive leadership?

• How corporate psychopaths act and influence decisions in organizations?
• What are the possible effects of leader hypocrisy in organizations?
• What are the individual and organizational consequences of destructive

leadership?
• How downward mobbing as a special type of dark leadership could affect an

employee’s stress-related growth?
• How Toxic Illusio manifests itself in the global value chain?
• How to measure destructive leadership?
• What are the cognitive biases of destructive leadership styles?
• What are the public myths related to heroic and demonic leadership?
• Is there convergence or divergence among destructive leadership behaviors

across cultures?
• What are the causes and outcomes of nonprofit leadership?
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In answering those aforementioned inquiries, Destructive Leadership and
Management Hypocrisy: Advances in Theory and Practice is organized into three
parts that provide comprehensive coverage of key topics. The first part focuses on
the conceptualization of the dark side of leadership and introduces seemingly
controversial constructs (e.g., abusive supervision, petty tyranny, derailed lead-
ership, toxic leadership, pseudotransformational leadership) discussed around the
concept of destructive leadership. The second part focuses on the individual and
organizational consequences of destructive leader and management hypocrisy.
Finally, the third part scrutinizes the emerging issues in destructive leadership
including the remedies of how to deal with it. The brief descriptions regarding the
contents of the chapters in each part are provided below.

Part 1: Definitional Issues and Conceptual Clarifications
in Destructive Leadership

The first section of the book starts with Christian Thoroughgood’s Chapter 1
taking the reader on a historical journey regarding a holistic view of the dark side
of leadership over the 25-year. The chapter provides a critique of the destructive
leadership literature and highlights gaps in understanding of leaders, followers,
and environments in contributing to destructive leadership processes. The author
discusses strategies for examining destructive leadership in a broader, more
holistic fashion.

In Chapter 2, Jan Schilling and Birgit Schyns focus on two prominent types of
negative leadership, representing two opposite ends of the continuum. The
authors argue that though both affecting the perception of followers, abusive and
laissez-faire leadership styles representing active and passive forms of destructive
leadership are associated with different employee outcomes. Schilling and Schyns
propose a meta-model of leadership, which allows for a more refined categori-
zation of leadership and suggest four plausible areas of inquiry for research that
could be useful for systematizing future research and acknowledging the different
forms of destructive and negative leadership.

Aslı Göncü-Köse, Başak Ok, andYonca Toker-Gültaş as the authors of Chapter 3
aim to provide a summary of the definitions of the interrelated constructs (e.g.
paternalistic leadership, pseudotransformational leadership) to outline the com-
monalities with and differences from the construct of “destructive leadership” as well
as their differential effects on personal, group, and organization-level outcomes.

In Chapter 4, Wallace Burns explores compares the differences and similarities
of three destructive leadership styles: pseudo-transformational, laissez-faire, and
unethical leadership. This destructive leadership typology focuses on the pre-
dictors and causal factors of each style based on a thorough review of the
literature.

Clive R. Boddy as the author of Chapter 5 sheds light on corporate psycho-
paths and psychopathic leadership outlining its importance. Building on the
notion that the success or failure of organizations largely depends on the
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personality of the leader, Boddy scrutinizes the influence of psychopaths and their
presence as managers in corporations. The author also acknowledges the presence
of “double jeopardy” effect that provokes when corporate psychopaths work
together as managers and employees, and, thus, magnifies their destructiveness
and results in a workplace environment marked by many adverse outcomes such
as fake corporate social responsibility, greater schadenfreude, poor financial
decision-making, and employee confusion.

This section of the book ends with Chapter 6, written by Johannes Arendt,
Erica Bettac, Josef Gammel, and John Rauthmann. This chapter provides a
comprehensive literature review of dispositional supervisor characteristics,
individual-level antecedents, and correlates of destructive leadership together with
boundary conditions. The chapter also proposes an integrated process model of
abusive supervision and suggestions for future research.

Part 2: The Outcomes of Destructive Leadership and Leader
Hypocrisy

The second section of the book starts with a discussion of the consequences of
destructive leadership. The chapters aim to provide an integrated theoretical
framework for the interaction process between leaders and followers. In partic-
ular, Chapter 7, authored by Irem Metin-Orta, focuses on the relationship
between destructive leadership and its outcomes on followers’ psychological well-
being. It provides insight into the research concerning the impact of destructive
leadership on followers’ mental health including experiences of anxiety, depres-
sion, frustration, hostility, fatigue, loss of concentration, emotional exhaustion,
affectivity, stress, and burnout.

Likewise, Chapter 8 addresses the detrimental effects of destructive leadership
on organizational outcomes. The author Serdar Karabatımentions both the direct
and indirect outcomes of dark leadership, especially focusing on employees’ well-
being and performance. The author ends his chapter with a brief evaluation of the
individual and contextual factors that might shape and intensify the effect of
destructive leadership.

In Chapter 9, Arzu İ lsev and Eren Miski Aydın introduce the concept of
leader hypocrisy that refers to the inconsistencies between the leaders’ words,
promises, and their attitudinal, emotional, and behavioral actions with the
deliberate intention of deceiving others. By conceptualizing the leader’s
hypocrisy and differentiating it from leader integrity, the authors also outline
the detrimental consequences of leader hypocrisy on the employees and
organizations.

In Chapter 10, Zeynep Aycan and Didar Zeytun provide empirical research
exploring the effect of downward mobbing on employees’ stress-related growth
with both qualitative and quantitative study design. The authors provide
comprehensive literature evidence regarding the destructive effects of downward
mobbing and also discuss the mediator role of burnout, the moderator role of

xxviii Preface



organizational trust, personality hardiness, and support on the relationship
between downward mobbing and stress-related growth.

In Chapter 11, the authors of Mustafa Özbilgin and Aybike Mergen apply the
use of the destructive and toxic leadership theoretical framework into a global
value chain perspective. Drawing on the netnography of toxic leadership cases in
a global firm, the authors demonstrate how this global organization can avoid
criticism and create the illusion of success while perpetuating toxicity and
exploitation across its complex operations and value chain internationally.

Part 3: Emerging Issues in Destructive Leadership: A Special
Concern to Measures and Remedies of How to Deal with It

The third and the final section of the book details and highlights the emerging
issues in destructive leadership. This part begins with Chapter 12, in which the
discussion turns out into conceptual and practical concerns regarding the mea-
surement of destructive leadership. The authors Pinar Bayhan Karapınar and Selin
Metin Camgoz consider the range of scales and instruments available for assessing
the dark sides of leadership. This chapter outlines important methodological
issues for the assessment of destructive leadership and concludes with recom-
mendations for future research areas.

In Chapter 13, Yonca Toker-Gültaş, Başak Ok, and Savaş Ceylan outline an
approach, in which they introduce the available literature on cognitive biases and
justification mechanisms concerning destructive and toxic leadership and then
offer a qualitative analysis of similar or additional biases of Machiavellian
leaders.

Fran Myers, in Chapter 14, addresses public myths of heroic and demonic
leadership by providing examples from the financial crisis of 2008–09 in the
United Kingdom. The chapter examines the press coverage generated around the
negative leadership stories and how villainy, illegitimacy, demonization, and
ruined reputations in those coverages contributed to the shared myths of the crisis.

The emerging issues section continues with Chapter 15 in which Özge Tayfur
Ekmekci and Semra Güney explore destructive leadership from a cross-cultural
perspective. Drawing on the notion of the prevalence of destructive leadership in
every society and context, there remains a paucity of research that examines such
leadership in countries other than the West. Thus, this chapter provides valuable
insight into the differences and similarities concerning the conceptualization of
destructive leadership in Western and non-Western societies.

In chapter 16, Pinar Bayhan Karapinar, Azize Ergeneli, and Anıl Boz Semerci
seek to contribute to the extant literature by revealing gender’s effects on destructive
leadership. The authors assume that the gender of the followers (i.e., subordinates)
affects the perceptions of male and female managers and make empirical research
about gender-destructive leadership. This exploratory research provides insights
about: (1) overall evaluations of individuals about the destructive leadership behav-
iors of their managers, (2) male and female subordinates’ perceptions about the
female and male managers’ destructive leadership behavior, and (3) evaluations of

Preface xxix



the dimensional structure of destructive leadership in terms of the gender of both
the participant subordinates and the leaders themselves.

Last but not the least, it is essential to examine the destructive leadership
phenomenon in organizations aiming to serve communities and societies given
that destructive leadership is observed not only in profit-based organizations but
also in nonprofit organizations. Marco Tavanti, in Chapter 17, reviews several
real cases of nonprofit organizations and nonprofit professionals who failed to
articulate their mission and resulted in illegal, unethical and harmful practices.
Besides addressing the main ethical challenges of nonprofit organizations, the
author provides recommendations for nonprofit organizations and their leaders to
avoid destructive and unethical behaviors and recenter on positive behaviors
coherent to the nonprofit’s social and public good mission.

In a nutshell, with a cast of distinguished academics from international con-
texts, Destructive Leadership and Management Hypocrisy: Advances in Theory and
Practice book aims to contribute to the ongoing research stream of destructive
leadership and to serve as a reference guide for the potential future research.
Therefore, the potential audience of the book does not only include academics in
the early stages of their career but also includes the researchers, practitioners, HR
experts, and government executives currently working in the area. Readers will be
able to evaluate destructive leadership notion from a wide perspective to critique
its impacts on the individual, organization, and society.
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Chapter 1

Destructive Leadership: Explaining,
Critiquing, and Moving Beyond
Leader-Centric Perspectives
Christian Thoroughgood

Abstract

The term “destructive leadership” has been utilized as an overarching expres-
sion to refer to various “bad” leader behaviors thought to be associated with
damaging outcomes for followers and organizations. Yet, there is a recognition
in the broader leadership literature that leadership involves much more than the
behaviors of leaders. It is a dynamic, cocreational process that unfolds between
leaders, followers, and environments, the product of which results in group
outcomes. In this chapter, I argue that in order to achieve a more balanced view
on destructive leadership, it is vital to develop more integrative approaches that
are grounded in the contemporary leadership discourse and that recognize
flawed or toxic leaders, susceptible followers, and conducive environments as
interdependent elements of a broader destructive leadership process. To this
end, I provide a critique of the extant literature, propose a broader definition of
destructive leadership, and discuss strategies to examine destructive leadership
in a broader, holistic manner.

Keywords: Destructive leadership; toxic leadership; the toxic triangle;
destructive leaders; susceptible followers; conducive environments

Introduction
When destructive leadership occurs, teams lose, armies are defeated, organizations
fail, and societies suffer. The bankruptcies of Enron and WorldCom, the tragic
events at Jonestown in 1978 and Waco, Texas, in 1993, and the widespread desti-
tution in Germany after the fall of Hitler all underscore the destructive potential of
leadership on organizations of various forms (Thoroughgood, Sawyer, Padilla, &
Lunsford, 2018). However, when these destructive leadership episodes occur, we
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tend to focus on the role of leaders, rather than the group processes and
the broader historical, institutional, and societal factors that also influence the
outcomes.

Even leadership scholars have not been impervious to this leader-centric bias.
Indeed, the term “destructive leadership” has increasingly been used as an umbrella
term for various “bad” leader behaviors (e.g., abuse, theft, corruption) believed
to be associated with negative outcomes for followers and/or the organization
(e.g., Einarsen, Aasland, & Skogstad, 2007; Krasikova, Green, & LeBreton, 2013;
Schyns & Schilling, 2013). However, a more balanced understanding of destructive
leadership necessitates recognition that leadership processes and their outcomes are
seldom the product of a single factor or person. Indeed, there is a general appre-
ciation in the broader leadership literature that the term “leadership” has been
defined too narrowly, and that it represents a dynamic, cocreational process
between leaders, followers, and environments (e.g., Avolio, 2007; Collinson, 2020;
Howell & Shamir, 2005; Uhl-Bien, Marion, & McKelvey, 2007; Vroom & Jago,
2007). Over time, the confluence of these factors contribute to group, organiza-
tional, and societal outcomes that vary in their constructiveness or destructiveness.

This chapter focuses on destructive leadership processes and the damaging
consequences they have for organizations and their constituents.1 First, I critique
leader-centric perspectives on destructive leadership. I argue that, despite scholars’
recognition of a broader leadership process, leader-centric definitions of destructive
leadership still focus too much on “bad” leader behaviors. Second, I discuss a new,
broader definition of destructive leadership that is grounded in the current lead-
ership discourse. Although it is not my intention to diminish the role of “bad”
leaders and their actions, I argue future research will profit from a more holistic
lens that better reflects organizational realities. Third, I discuss several ways to
examine destructive leadership in a more holistic manner.

Leader-Centrism and Destructive Leadership
Leadership research has primarily been leader-centric (Collinson, 2020), focusing
on traits and behaviors related to leader emergence (“Does this person look like a
leader?”) and perceived effectiveness (“Is this person doing a good job?”) (Kaiser,
Hogan, & Craig, 2008). A smaller body of work examines how leaders influence
group processes (“How did the team play?”) and group outcomes (“Did the team
win or lose?”). Given the overarching belief that leadership is a group process
involving social influence to achieve group goals, the literature tells us more about
how leaders are regarded than about whether their groups perform well and achieve
their goals (Kaiser et al., 2008). This focus on perceptions of leaders overlooks that
leaders who are positively regarded may be associated with poor performing teams
and organizational decline (“bad” leadership outcomes), while leaders who are
negatively regarded may be associated with productive teams and organizational
success (“good” leadership outcomes). Moreover, even when group processes and
group outcomes are acknowledged, the roles of followers, environments, and time are
often overlooked. Despite recent developments, followers are typically regarded
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as passive recipients of leaders’ influence, while the environment is typically treated
as a moderator of the effects of leaders on followers. Most studies also neglect the
role of time, masking time-related changes in leadership processes (Shamir, 2011).
As such, despite claiming to appreciate such factors, we often fail to integrate them
into our definitions and studies of leadership phenomena.

Existing perspectives on destructive leadership are also largely leader-centric,
focusing on traits and behaviors believed to create “destructive” outcomes for
followers and organizations. Traits comprise, among others, narcissism and a
personalized need for power (cf., House & Howell, 1992). Behaviors fall under
various follower-directed constructs, including abusive supervision (Tepper, 2000),
and organization-related constructs, such as toxic leadership (Lipman-Blumen,
2005). While the former includes perceptions of abuse, coercion, and arbitrariness,
the latter include reports of corruption, sabotage, and theft. While leader traits
and behaviors matter, they alone do not reflect the whole “story” of destructive
leadership nor do they ensure destructive leadership outcomes will occur.

Why do we tend to focus on leaders in destructive leadership episodes and often
neglect the roles of followers and environments? First, we are often intrigued by
leadership outcomes, especially disastrous ones. Ruthless dictators, unscrupulous
politicians, and unethical CEOs, for example, invite us to ponder what “dark” traits
underlie destructive leadership outcomes when they occur. As such, we often fail to
ask, “What factors, in addition to the leader, contributed to the outcomes?”.
Second, research on the “romance of leadership” confirms a popular view of
leadership that looks to leaders for answers to group and organizational problems;
that is, people tend to ascribe disproportionate weight to leaders’ influence on group
outcomes, positive and negative (Meindl, Ehrlich, & Dukerich, 1985). This leader-
centric bias is even more pervasive in individualistic societies where people are
socialized into defining others as individual units (Oyserman, Coon, & Kemmelmeier,
2002). Third, much of the leadership literature reflects psychologists’ traditional
focus on traits and behaviors (House & Aditya, 1997), rather than higher mac-
rolevel processes. Finally, the concurrent analysis of leaders, followers, and
environments is difficult. It is much easier to use surveys that assess perceptions of
leaders (Hunt & Dodge, 2001).

Problems with Leader-Centric Definitions
There are two general difficulties with leader-centric definitions of destructive lead-
ership. First, they assume that certain leader behaviors are adequate for destructive
leadership outcomes to occur, despite whether they lead to any significant harm to
the group or not. This neglects the potential that sufficient checks and balances
(e.g., internal oversight, external regulatory bodies) may remove a leader before
they can seriously damage the group or organization; that followers may resist such
leaders and thwart long-term damage to the organization and its stakeholders; or
that some “bad” leader behaviors (e.g., aggression, unilateral decision-making)
may even benefit some organizations and their members in some contexts. For
instance, current definitions would suggest that leadership under former National
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Collegiate Athletic Association (NCAA) basketball coach, Bobby Knight, was
“destructive” due to his combative style. Yet, Knight led the Indiana Hoosiers to
three National and 11 Big Ten championships, won 661 games, boasted a player
graduation rate of 98.0%, and is admired by most of his players for the life lessons
he imbued in them (Feinstein, 2012). Likewise, Steve Jobs was a key driver behind
Apple’s tremendous success while he was CEO (1997–2011), despite his brusque-
ness. Thus, it is difficult to connect “bad” leader behaviors clearly with destructive
leadership outcomes across all contexts.

Second, leader-centric definitions do not integrate the roles of followers and
environments. They do not address why certain followers are susceptible to toxic
leaders, how they influence their leaders’motives and behaviors, or why other types
of followers actively contribute to destructive leadership processes. They also do
not address how environments influence and are influenced by “bad” leaders and
toxic leader–follower relationships. Regarding the impact of environments on “bad”
leaders, Tourish (2020), for example, provides an insightful analysis regarding how
certain industries, such as finance and banking, often involve “interactions,
transactions, and events [that] create a power and status saturated world” which
“produces, rewards, and institutionalizes hubristic behaviors” on the part of leaders
(p. 92). Taken together, leader-centric definitions do not consider how followers
and environments contribute to the emergence of destructive leadership processes
or why they persist long enough to create destructive outcomes for organizations
and their constituents.

A More Holistic Definition
Drawing on the underlying tenets of systems, institutional, and ecological the-
ories, as well as more integrative approaches in the broader leadership literature,
I argue that more a complete definition of destructive leadership should explicitly
incorporate followers, environments, and time. Although a detailed discussion of
these theories is not possible due to page limits (cf., Thoroughgood et al., 2018), each
theory underscores the need for a broader understanding of leadership processes
and their outcomes, one that not only considers leaders but also the environments
they operate in over time. With respect to destructive leadership, systems and
institutional theories would assert that “bad” leader behaviors, and their outcomes
cannot be examined in isolation from the environments in which such behaviors are
shaped and reinforced over time. From a macro view, ecological theories suggest
that even well-intentioned leaders can be associated with organizational “destruc-
tion” due to the constraints that uncertain environments place on leaders to enact
changes fast enough to meet changing demands.

Integrating these perspectives, I argue that destructive leadership reflects a
special case of more general leadership situations, with the key difference being the
extent to which the behaviors of flawed, toxic, or ineffective leaders (i.e., individuals
with certain traits and characteristics) interact, over time, with followers and
environments that are susceptible or conducive, resulting in aggregate destructive
outcomes for groups and organizations. Specifically, I define destructive leadership
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as a complex process of influence between flawed, toxic, or ineffective leaders, sus-
ceptible followers, and conducive environments – which unfolds over time and, on
balance, culminates in destructive group or organizational outcomes which compro-
mise the quality of life for internal and external constituents and detract from their
group-focused goals or purposes. This definition applies to most, if not all, leader-
ship contexts and integrates three key features: group processes, group outcomes,
and a dynamic time frame. These features are depicted in Fig. 1.1.

First, this definition does not define destructive leadership as a “bad” leader or
as behavior targeted at followers (e.g., aggression) or the organization (e.g., theft).
Rather, it defines destructive leadership as a group process that entails interactions
between flawed, toxic, or ineffective leaders, susceptible followers, and conducive
environments. Leader actions (or inactions) are a part of, but not these processes
alone. Thus, this definition departs from those that conceptualize destructive
leadership only in terms of behaviors (Einarsen et al., 2007; Krasikova et al.,
2013; Schyns & Schilling, 2013).

Second, given leadership is a group process, it entails group outcomes (Kaiser
et al., 2008). Thus, the concept of destructive leadership should be grounded in a
similar perspective. Leadership processes are destructive to the extent that they,
on balance, harm the welfare of the group they are supposed to serve, not whether
certain leader behaviors are perceived negatively by certain followers. Accordingly,
destructive leadership involves negative group outcomes, with certain processes
between leaders, followers, and environments being more likely to culminate in
these outcomes than others.

Third, this definition includes a dynamic time frame. Destructive leadership
is usually not a stable phenomenon that can be examined using cross-sectional
surveys of leader behaviors. The trajectories of leadership processes change over time
based on the evolving interactions between leaders, followers, and the environment.
As such, they are rarely wholly “constructive” or “destructive”; they involve out-
comes that fall along a constructive–destructive spectrum. Evaluating whether a
leadership process is destructive requires examining whether it lead to results that, by
and large, harmed the group once it has run its course. I discuss these definitional
features more below.

A Group Process

Avolio (2007) noted that understanding leadership

…requires an examination that considers the relevant actors,
context (immediate, direct, indirect), time, history, and how all of
these interact with each other to create what is eventually labeled
leadership. (p. 25)

Similarly, other writers have argued that leader behaviors and leadership are
not the same (e.g., Uhl-Bien et a., 2007; Vroom & Jago, 2007). These contem-
porary views on leadership align with systems and institutional theories, which
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Feature 1: Group Processes involving Flawed, Toxic, or Ineffective Leaders
and Susceptible Followers interacting within Conductive Environments

Feature 3: Dynamic Time Frame

Feature 2: Destructive Group or
Organizational Outcomes

Cultural and Societal Elements

Macro-Environmental Elements

External Organizational
Checks and Balances

Internal Organizational
Checks and Balances

Susceptible Followers

Flawed, Toxic, or
Ineffective Leaders

Start of Leadership Episode End of Leadership EpisodeTime

Traditional Leader-Centric Perspectives on Destructive Leadership

Subordinate Ratings of
“Bad” Leader Behaviors

(e.g., hostility, theft)

Two General Problems:
•Assumes certain leader behaviors are sufficient to produce destructive
   leadership outcomes, regardless of whether they do so or not
• Overlooks the roles of followers and environments in shaping destructive
leadership processes and their outcomes for groups and organizations

Average Reported Effects on
Subordinate Criteria (e.g.,
Job Satisfaction, CWB)

Fig. 1.1. A More Holistic Conceptualization of Destructive Leadership Processes.
Source: Thoroughgood et al. (2018).
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