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Abstract

Toxic leadership has emerged as a pervasive and destructive force across organizational landscapes globally, yet empirical,
data-driven studies remain scarce—particularly within Southeast Asia. This study investigates the prevalence, perception,
and emotional impact of toxic leadership in Malaysia through a quantitative survey of seventy-nine (79) respondents
representing diverse industries. The findings reveal a troubling yet illuminating reality: 80% of participants reported firsthand
experience with toxic leadership, and over half perceived such behaviors as intentional. Respondents overwhelmingly
identified integrity, respect, and accountability as core attributes of effective leadership—traits perceived to be widely lacking
among Malaysian leaders. Crucially, the study uncovers three culturally grounded insights: the erosion of trust between
leaders and followers, the enabling role of conformity in high power distance environments, and the presence of entrenched
cognitive biases that normalize and perpetuate toxicity. Drawing from leadership theory, behavioral science, and cultural
psychology, the study establishes powerful links between leadership behavior, follower motivation, public perception, and
organizational climate. In doing so, it offers evidence-informed strategies to address toxic leadership, with particular
emphasis on fostering psychologically safe workplaces. While rooted in the Malaysian context, the findings bear significant
implications for leadership reform in similarly structured societies across the globe.
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1. Introduction

Toxic leadership continues to garner attention and interest on a global scale for good reason. According to a recent study,
up to 56% of responding employees believe the CEO they currently work for is a toxic leader [1]. This number is staggering,
despite not accounting for employees who have previously left toxic work environments in pursuit of healthier leadership.
Furthermore, toxic leadership is directly correlated with low employee morale, job dissatisfaction, and reduced organizational
effectiveness [2]. These severe individual and organizational consequences create cycles of negative and harmful behavior
that could last in perpetuity if left unaddressed.

Despite the mounting number of highly public and devastating examples of toxic leadership, the vast amount of existing
literature and content surrounding leadership, and more specifically toxic leadership, exists in anecdotal opinions and even
impulsive social media posts [3-6]. While such content can range from extremely well-intentioned to very understandable
venting of frustration, there remains a void in achieving practical and actionable research-based solutions that address the
global phenomenon of toxic leadership. Therefore, it is imperative for leadership researchers and scholars to engage in a
more nuanced exploration of the behaviors that underpin both constructive and toxic leadership—an endeavor that this paper
seeks to undertake.

Effective solutions require more than surface-level fixes—they begin with a deep, culturally attuned understanding. This
study aims to quantify the emotional and organizational impact of both positive and toxic leadership by examining the beliefs,
perceptions, and emotional responses of those directly affected. At its core, the research seeks to illuminate the pervasive and
often normalized presence of toxic leadership, particularly within hierarchical, collectivist cultures where harmful behaviors
may be misinterpreted as strength or discipline. Centering on Malaysia as a representative high power distance society, the
study employs a rigorous quantitative methodology to explore how leadership behavior shapes motivation, trust, perception,
and organizational climate. The paper begins with a targeted review of leadership theory and cultural context, followed by a
clear rationale for the study’s design. Through comprehensive data analysis and critical interpretation, the findings uncover
three core dynamics that sustain and conceal toxic leadership simultaneously - eroded trust, cultural conformity, and
embedded cognitive biases. These insights inform a set of practical, evidence-based recommendations aimed at reshaping
leadership practice through the cultivation of psychological safety and cultural reform. The paper concludes by urging
continued research into longitudinal change strategies and deeper cross-cultural investigations to combat this global, systemic
issue.

2. Background

Leadership has been defined in various ways long before it gained mainstream interest and popularity. A hundred and
eighty years ago, Thomas Carlyle published his work on the great man theory, which suggested that some men are born with
superior leadership qualities and are destined to determine history [7]. Leadership continues to be the center of debate.
Another scholar argued that society, a myriad of social factors, and acquired skills are the actual determinants of leadership
qualities [8]. While the great man theory remained influential in leadership studies through the early 20™ century Lewin et
al. [9] made a breakthrough in identifying the first group of distinct leadership styles, bringing leadership studies concretely
into the social sciences, primarily through psychology and, to some degree, sociology. This indicates that leadership scholars
and practitioners must undertake a rigorous, scientific approach to inquiry to truly understand the complex nature of
leadership, its strengths, and dysfunctions.

In efforts to ground the scientific inquiry into positive versus toxic leadership, it is essential to outline the current
scholarly understanding of leadership and how it informed the definition of toxic leadership used in this study, especially
given the significant evolution of leadership theory since the seminal work of Lewin et al. [9]. From the most comprehensive
definition of leadership that provides a robust understanding of the nature of relationships and bonds between leaders and
followers [10] to those that delineate between traits and characteristics among various leadership styles [11] and even more
succinct practitioner-focused definitions that identify deeply personal attributes and practices [12] - a commonly shared
attribute of all currently accepted leadership definitions is that they are action-oriented. Therefore, the definition of leadership
underpinning this study is: “An intentional means by which a leader influences a group of people in an organization to a
widely understood future state that is different from the present one” [13]. This definition extends beyond encapsulating the
core of other widely accepted interpretations. Its strong emphasis on action, particularly influence, highlights it as the driving
force behind the diverse leadership behaviors that shape an organization’s present state to future vision.

From a practical point of view, while action is critical in the achievement of organizational goals, a major limitation of
nearly every general definition of leadership and subsequent leadership styles is that the emphasis in application is largely
focused on positives that can be produced, such as motivation, collaboration, encouragement, and inspiration [14]. While this
optimistic approach makes perfect sense on a human level, this paper seeks to undertake a more holistic and realistic approach
to understanding leadership and to address even the most undesirable of realities. An estimated one in three leaders globally
has the potential to cultivate a toxic organizational culture, frequently resulting in deep dysfunction within follower-leader
relationships [1, 15]. Therefore, it is essential to examine toxic leadership, its root causes, and how it contrasts with healthy
leadership to help shape a more positive leadership future. To support this effort, the study presents a definition of toxic
leadership as the foundation for its research methodology.

Toxic leadership is the intentional or unintentional series of acts that undermine and discourage those followers who
genuinely seek to carry out the mission and vision of the organization, who then become stifled in the process of

2196



International Journal of Innovative Research and Scientific Studies, 8(3) 2025, pages: 2195-2205

achievement by self-serving leaders who put missional or personal gain above the needs of followers, creating a
demoralized state that deteriorates organizations from the inside out [16].

This definition confronts the harsh realities of toxic leadership—difficult but necessary for equipping scholars and
practitioners with the tools to recognize, address, and prevent its damaging effects [16].

3. Methodology

The definitional review in the background section builds upon a substantial body of prior research that has examined and
progressively expanded our understanding of leadership, particularly focusing on toxic leadership [5, 13, 16, 17]. This review
reveals a critical theme: while leadership is inherently action-oriented, a leader’s motive and intent—especially positive—
cannot be presumed, given the sharp contrast between the uplifting nature of healthy leadership and the intentional harm
often seen in toxic leadership [14, 16]. There remains a gap where beliefs, feelings, motivation, perceptions, and intentions
intertwine to shape an often overlooked and multi-dimensional force capable of influencing the cultural trajectory of an
organization, as well as the physical and emotional vitality of those who occupy it along an extremely dichotomous spectrum
of positive and toxic leadership. Therefore, this study sought to delve into this force to better understand followers’ beliefs
and perceptions related to both positive and toxic leadership, with the primary objective of identifying patterns that could
lead to actionable recommendations for new and/or modified leadership behaviors that consistently steer leaders away from
toxicity and towards health.

Findings from the Edelman [18] Trust Barometer support that leadership in action is not always positive; on a global
level, followers believe both business and government leaders intentionally mislead them at rates of 68% and 69%,
respectively [18]. This demonstrates that at least one of the core tenets of toxic leadership unfortunately has a global footprint.
Despite the global nature of the toxic leadership epidemic, the Southeast Asian country of Malaysia was the geographic focus
for this study. Limiting the study to a specific country allowed for a deeper focus on the cultural, environmental, and
sociological factors that drive perceptions and beliefs about leadership and toxic leadership, while simultaneously removing
additional variables that are inevitably added once the geography of a study is expanded [19]. Despite the confined nature in
terms of the geography of the study, the sample of participants was diverse, alleviating potential concerns that geographic
scope was a limitation. In summary, this study had a clearly defined geographic footprint and sample population.

The research team chose to conduct a quantitative study via electronic survey. Quantitative studies are primarily directed
at identifying patterns and other relationships that exist within and between the different data, as well as pinpointing trends
[20]. Itis of paramount importance to execute these accurately while remaining objective [21]. The research team recognized
that raw numerical data offered the most effective means to critically and objectively assess a topic often clouded by
subjectivity and emotional bias. A potential limitation of this approach was that quantitative research studies can simply fail
to capture the human emotion and experience of what is being studied [21, 22] particularly when the subject is as deeply
personal and emotionally charged as toxic leadership. The team is confident that this variable was effectively mitigated
through a deliberately crafted question design, anchored in the clarity and intent of the research questions themselves:

1. What do followers believe the behaviors of positive leadership are, and do these drive motivation in a distinctly
divergent way from toxic leadership?

2. What do followers feel are the most frustrating leadership behaviors, and do they perceive the intent as toxic?

3. What are followers’ perceptions of leaders, and does healthy or toxic behavior influence their own perception of work?

4. From the followers’ perspective, are leaders’ motivation and prioritization driven by toxic behaviors, and what is the
impact on followers?

5. Have followers experienced toxic leadership, and how did it make them feel?

Identifying specific emotional states in affective sciences remains challenging in many cases, especially when the aim is
to understand physiological or cognitive impacts [23]. However, simple yet well-constructed surveys using Likert scales and
multiple-choice questions have been shown to provide significant understanding of study participants’ beliefs, feelings, and
perceptions [24, 25]. Therefore, this approach was adopted with select questions that allowed participants to indicate multiple
responses within the same question when they were asked to identify specific feelings or beliefs. The research framework
and design of the survey, based on a stated set of emotion-based research questions, allowed the team to target beliefs,
feelings, motivation, perceptions, and intentions relative to both positive and toxic leadership. The study contained seven (7)
overarching questions, with four (4) containing sub-questions. A total of twelve (12) survey questions were administered to
a sample population of seventy-nine (79) participants.

4. Results and Discussion

Despite the limited number of survey questions, the seventy-nine (79) respondents provided a wealth of data and deep
insights that significantly advanced both the overarching research objective and the specific research questions. This section
presents the survey results in the order the questions were administered, followed by in-depth interpretations and a critical
discussion of their significance.

At the beginning of the survey, respondents were asked to identify behaviors and/or traits they believe exemplify positive
leadership. It is important to note that traits in the context of this study are understood by their psychological definition,
which are patterns of behavior that are consistent and habitual, not to be confused with characteristics [26]. Thus, all survey
questions relating to leadership behaviors and traits will be referred to as behaviors for the remainder of the results and
discussion. Respondents selected up to five (5) behaviors from a list of twenty-three (23), highlighting those they believed
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best exemplified effective leadership. They were also allowed to select “other” behaviors not identified from the preset list.
While every option had at least one (1) selection, the five (5) behaviors exemplifying positive leadership chosen most were
accountable — 73%, integrity — 48%, visionary — 47%, empowering — 43%, and respectful — 42%. Each of these behaviors
can be connected to the integral element of influence as used in this study’s definition of leadership and are also connected
to the successful application of numerous leadership styles that are considered desirable [5, 13]. From this initial question,
two important sub-questions served as follow-ups. The first assessed relative personal follower motivation, i.e., if leaders
demonstrated one or more of the behaviors of positive leadership, would it influence their own motivation at work? This
assessment used a standard Likert scale ranging from completely unmotivated to highly motivated. 58% of followers stated
they would be highly motivated if leaders demonstrated one or more of the behaviors of positive leadership; 30% said this
would be somewhat motivating. Thus, 88% of survey respondents indicated that their chosen behaviors that exemplify
positive leadership would positively influence their personal motivation at work. This data reinforces the critical role of
positive follower motivation in widely accepted leadership styles [14].

Conversely, only 12% of respondents noted that positive leadership behaviors would not influence their motivation at
work. The second follow-up provided further examination by seeking to understand whether behaviors respondents believe
exemplify positive leadership are lacking specifically in Malaysian leaders. A simple three (3) option multiple-choice
question was utilized. 73% of respondents indicated yes, the identified behaviors of positive leadership are lacking in
Malaysian leaders. 8% stated these behaviors are not lacking while the remaining 19% were unsure if these behaviors were
lacking. This number is striking but aligns culturally in several ways. Malaysia’s culturally rich work setting comprises
approximately 65% of indigenous Malay Bumiputeras, as well as the Chinese and Malay [27, 28]. According to Selvarajah
and Meyer [28], “clearly defined human relation principles are essential in a plural society.” Therefore, delving into the
influence of Malaysia’s three main ethnicities (the Malay, Chinese, and Indians) core values could offer valuable insights on
the perceived importance of the positive leadership qualities mentioned above. First, core values like trust, loyalty, emotional
interdependence, collective well-being, social sensitivity, and a strong sense of honor underpin interpersonal relationships
within the Malay community [29]. This underscores the need for leaders who embody accountability, integrity, and respect.
On the other hand, the Chinese community is traditionally rooted in Confucian, Mencius, and Taoist values; of which the
latter suggested that good leaders are those capable of providing opportunities for growth instead of imposing obligations,
which echoes the findings of this study whereby “empowering” and “visionary” behaviors are best regarded as positive
leadership qualities [28, 30]. The findings also reflect Confucian values of being creative and risk-taking - visionary, relating
and communicating accountable, articulating vision - visionary/empowering, showing benevolence - respectful, monitoring
operations - accountable, and being authoritative — accountable [31]. In a similar vein, the findings of this study are coherent
with the Indian community’s perception that effective leadership should embody a nurturing, supportive, and collective
orientation in favor of the people and the long-term goals [32]. Correspondingly, the nation’s high collectivism score (73 on
Hofstede’s comparative index) [33] reflects the heavy emphasis Malaysian employees place on collective well-being, strong
humane orientation, as well as hierarchical differences [34] - thus, suggesting that empowering employees at the workplace
is conducive to motivating employees [11].

The key finding is that positive leadership behaviors boost Malaysian followers' motivation yet are widely seen as lacking
in their leaders. This offers a significant opportunity for leader behavioral improvement and/or modification. High
collectivism among Malaysians underpins Malaysian employees’ cultural propensity to oblige towards their superiors in
exchange for patronage [35]. This further explains our findings, where positive leadership fuels the personal motivation of
employees at work while avoiding assertive or confrontational behavior towards leaders [34]. As Malaysia has one of the
highest power distance levels in the world, [36] scoring one hundred (100) on Hofstede’s power distance comparative index,
[33] a potential explanation for findings that approximately 73% of respondents suggest that Malaysian leaders lack positive
leadership behaviors could be attributed to national culture. This is because high power distance clouds the effectiveness of
communication between leaders and their subordinates while suppressing employees’ tendencies to defy their superiors [35].

Next, the survey required respondents to identify leadership behaviors they observe in Malaysian workplaces or socially
that they believe discourage or frustrate employees in an attempt to assess their lived experience. Respondents were given a
list of twenty-one (21) behaviors to choose from. As with the previous multiple-response question, respondents were
instructed to make up to five (5) selections and were given the option of “other.” Every option had at least one response.
The five (5) behaviors chosen most were inconsistent — 63%, poor communication — 56%, controlling — 48%, discouraging
— 44%, and toxic — 46%. Each of these selections directly correlates to this study’s definition of toxic leadership [16]. The
research team then went further by assessing intentionality. In this instance, respondents used a Likert scale ranging from
completely unintentional to completely intentional to answer to what extent they believe these discouraging behaviors were
intentional. Thirteen percent (13%) believe these leader behaviors are completely intentional, and forty percent (40%)
believe they are somewhat intentional. More than half of respondents (53%) believe there is intentionality behind leader
behaviors that frustrate or discourage employees. Meanwhile, thirty-seven percent (37%) believe these behaviors are
equally intentional and unintentional. This number is significant as respondents signaled their belief that the occurrence of
intent is just as often as no intent. Practically, this escalates the percentage of poor intent higher than 53%. However, this
study does not claim a specific percentage beyond 53%, as this would be impossible to validate under the current survey
design. Finally, six percent (6%) believe the behaviors are mostly unintentional, and only four percent (4%) believe they
are completely unintentional. While it is remarkable that over half of respondents believe that leaders behave with intent
that frustrates and discourages followers, the fact that merely four percent (4%) of respondents believe that these behaviors
are completely unintentional is significant, as intent refers to premeditated thought and a particular degree of planning
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related to a specific desired outcome [37]. Thus, this data shows that most Malaysian followers believe there is a calculated
effort on the part of leaders to behave in ways that actively discourage and frustrate them. While the exact psychological
toll on followers and its ripple effect on organizational culture may be difficult to quantify, the consequences are
undoubtedly profound and potentially devastating. To explain this phenomenon, this study draws upon paternalism,
conceptualized as a form of “legitimate authority” [38] which plays a pivotal role in shaping leadership in East Asian
regions where Confucianism and collectivism are practiced Tang et al. [39]. Lau et al. [40] suggests that paternalistic
leadership houses two broad behavioral types in leaders shaped by Chinese capitalism, namely: “shi-en” (focuses on
granting favors) or “li-wei” (instilling awe or fear). The latter of the two behavioral types probably explains respondents’
beliefs that leaders intentionally behave in certain ways to instill awe. Moreover, the Malaysian culture is a very respectful,
nuanced complex of classes which upholds the authority of those at the top of organizations [36]; further reasserting the
dominance of high-power distance culture and widely practiced authoritative leadership that favors conformity, order, and
absolute obedience [28, 39]. To further explain the influence of paternalism in leadership, Farh and Cheng [41] suggested
that it encompasses the dimensions of authoritarianism, which oversees the exertion of strong authority and control in
efforts to rigorously push subordinates towards meeting performance benchmarks, alongside values of benevolence and
morality that incline towards the display of granting favors. However, authoritarianism is seen as a display of distrust
towards subordinates’ capabilities and performance and thus, conversely influences subordinates’ levels of trust [42]. This
serves as a reminder of the crucial importance of acknowledging individual needs for competence, autonomy, and
relatedness in motivating employees, further supporting the findings of this study on what constitutes positive leadership, as
well as its impact on personal motivation among Malaysian employees [43].

Advancing a comprehensive perspective, the survey challenged respondents to identify the three (3) most dominant
public perceptions of leadership behavior from an extensive list of forty (40), offering deeper insight into societal views on
leadership. The top five (5) choices by percentage were: inconsistent — 37%, controlling — 28%, authoritative — 27%, poor
communicators — 22%, toxic and weak — 19% each, and finally, abusive, ambitious, and discouraging — 18% each
respectively. Inconsistency, control, poor communication, and toxicity were congruent with the top responses in question 2,
thus establishing the first connection between personal experience with negative leadership behavior and their perception of
others’ beliefs relative to leadership behavior in general. Furthermore, discouragement received the sixth (6') most responses
when assessing discouraging and frustrating behaviors, further reinforcing the correlation between experience and perception.
This implies that the false consensus effect has taken hold within Malaysian culture, whereby over time, people's experiences
drive them toward a particular set of beliefs, and they begin to assume that their beliefs are typical of others as well [44].

The survey next examined how respondents perceive the leadership behaviors identified in question 3 as shaping or
influencing others’ perceptions of the broader work environment. Though also focused on perceptions of work, this question
differs strategically by examining respondents’ views on how leadership behavior influences others’ motivation, measured
using a Likert scale from no influence (0%) to complete influence (100%). The corresponding results were total influence —
18%, significant influence — 47%, some influence — 23%, low influence — 10%, and no influence — 2%. While 65% of
respondents believe the perception of leaders dictates others’ perceptions of work, the critical takeaway is that 98% of
respondents believe others’ perceptions of work are at least partly influenced by the public perception of leaders’ behavior.
This presents a positive correlation with followers’ perceptions of work, where 88% of respondents stated that positive
leadership behaviors would impact their own work motivation. Thus, this makes further sense of the strong predictive ability
of negatively perceived leadership behavior on perceived influence on others’ motivation. This also demonstrates that the
phenomenon of social projection affects followers in Malaysia. Social projection oversees individuals literally projecting
their own unique situational motivations, beliefs, perceptions, and values onto others, creating a self-belief that others will
respond and/or feel the same way they do in a particular social situation [45]. Along with the false consensus effect, the
results of this study are important as they quantitatively demonstrate how both good and toxic leadership behaviors can
amplify beliefs about leadership in both perception and reality. In turn, this can have a profound impact on organizational
achievement, culture, and leader effectiveness. Findings that leadership behavior would predict work motivation are rooted
in the Self-Determination Theory perspective, which asserts that the balance between contextual factors, individuals’
behavior, and affect are dependent on the satisfaction of human psychological needs [46] in which individuals need to feel,
express, and practice their capacities - need for competence, feelings of being cared for alongside building connections - need
for relatedness, as well as being able to act based on their own choices - need for autonomy [47]. The *budi’ concept rooted
in values of civility, kindness, care, generosity, consideration, and respect further reinforces the expectations that Malaysian
employees have for their leaders [48]. Inherently, these needs are congruent with behavior that embodies positive leadership
and are representative of toxic behaviors identified in the findings of this study. The distrust exhibited by leaders underlies
the negative leadership behaviors highlighted in this part of the survey. Therefore, it is crucial to understand that genuine
trust is built on mutual respect, not on manipulation or the exploitation of power imbalances [39].

The survey further explored follower beliefs regarding the primary motivations of leaders. Participants were presented
with a list of eight potential motivations—ranging from inherently selfish to purely selfless—each corresponding to a
recognized leadership style, such as transactional, transformational, servant leadership, and others [13]. Respondents were
asked to provide one (1) response, as the primary motivation was the key driver of this question. The top three (3) beliefs
about the primary motivation of leaders in Malaysia were making money for themselves — 40%, gaining influence over others
— 20%, and driving organizational goals — 18%. Regarding motivation relative to followers, 2% of respondents believed that
the primary motivation of leaders is to help employees. These results signal widespread toxic leadership in Malaysia, literally
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by definition, where leaders are self-serving and place their personal desires for money or influence (60%) or the needs of
the organization (18%) far above the needs of followers [16].

The succeeding question regarding primary leader motivation was also an assessment of the perceived impact on
followers’ motivation at work. However, this time, the impetus for understanding follower motivation was leader motivation,
as opposed to leader behaviors. This allowed the study to further explore the potential variety of influences on follower
motivation. Using a three (3) option multiple-choice question on the influence of leader motivation on employee motivation
at work, results yielded 56% (significant influence), 33% (some influence), and 11% (no influence) respectively. This data
is significant as 89% of followers believe leader motivation is directly tied to other followers’ motivation. The overarching
correlation between leader behaviors, perceptions, and motivation with followers’ motivation must be highlighted as one of
the critical findings of this study. It is widely recognized that positively motivated employees perform at higher levels and
experience greater job satisfaction—factors that directly enhance overall organizational effectiveness [49]. Further, this type
of positive follower motivation is paramount to the success of leadership styles that are classically accepted as good, such as
transformational leadership [14, 49]. When considering this phenomenon, we draw upon the organismic integration theory,
which suggests that individual motivation runs on a no-self-determination-to-self-determination continuum that is influenced
by the external environment [50]. From a cultural perspective, Malaysians largely value collective well-being [51]. Therefore,
positive leadership is favored and has the potential to elevate performance and other areas of organizational effectiveness as
opposed to pernicious traits such as abusive communication, micromanaging tendencies, lack of empathy, intemperate
behavior, as well as self-promoting behavior - which deters team morale [52].

Next, the survey moved from understanding leader motivation to leader priorities. Respondents were presented with
three (3) possible high-level leader priorities and were asked to rank how they believe leaders themselves view each priority
relative to the other two (2). The possible leader priorities were the leader (themselves), the organization (the mission), and
the followers (others besides the leader and organization). Respondents’ rankings on their beliefs about how leaders view
each of the priorities in relationship to one another are tabulated in Table 1. For example, when ranking the leader as a leader
priority, 49% of respondents believe leaders themselves are their own top priority, 28% believe leaders prioritize themselves
second, and 23% believe leaders prioritize themselves last relative to the organization and the followers.

Table 1.

Followers’ Belief of Leader Priorities.
Possible Leader Ranking of Each Priority Relative to the Other Two
Priorities First Priority Second Priority Last Priority
The Leader 49% 28% 23%
The Organization 41% 43% 16%
The Followers 11% 29% 60%

This data indicates that followers believe leaders prioritize themselves over followers. At best, followers think there is a
strong combination of leaders’ priorities in themselves and the organization. Nevertheless, even in this “best-case” scenario,
the followers believe they are always the distant last priority of leaders. Again, this data points to the prevalence of toxic
leadership in Malaysian organizational settings [16]. The connection between leader priorities and toxic leadership is of
paramount importance. This is because priorities and values are almost inextricably intertwined, as values are a guiding set
of beliefs that usually drive one’s behavior [53]. Toxic leadership could very well be permeating Malaysian leaders’ value
systems, which can be extremely difficult to root out without a clear and strategic plan of action. Leaders’ tendencies to
prioritize themselves over followers are often associated with narcissism - otherwise understood as a self-centered trait
prevalent in those with authoritative positions [54]. When leaders exhibit self-promoting behavior or trumpet their personal
achievements over others’ contributions, it often results in adverse effects such as diminishing motivation among employees
as well as resentment towards the leader [52]. The display of narcissistic tendencies is further segregated into two categories:
the first known as narcissistic rivalry, which aims at defending superiority against perceived rivals, whereas narcissistic
admiration stems from the drive to pursue one’s perceived uniqueness [55]. These devaluing thoughts from either category
breed hostile and socially insensitive behavior, which further contributes to resentment and rejection [56]. In a collectivist
society marked by paternalistic and authoritarian traits [57], the disconnect between leaders' priorities and the interests of
their subordinates is unsurprising and deeply rooted in the prevailing cultural norms.

The penultimate question in the survey presented respondents with the definition of toxic leadership utilized in this study
and asked them to state whether they have experienced toxic leadership based on the given definition. Eighty percent indicated
they have personally experienced toxic leadership based on the definition used in this study, fourteen percent indicated they
had not experienced toxic leadership, and six percent stated that they could not identify whether they had experienced toxic
leadership based on the definition. This study recognizes the limitation that these findings may have been influenced by
respondents’ potential confusion over the provided definition or by language barriers related to English proficiency. However,
the former seems unlikely since ninety-four percent of respondents were able to provide a definitive answer. The finding that
four (4) out of five (5) respondents have experienced toxic leadership in Malaysia is a powerful indicator of its widespread
prevalence. While the reality is concerning, toxic leadership is far from being a uniquely Malaysian issue—it is a widespread,
global phenomenon. Various toxic leadership behaviors, including the highly dangerous Dark Triad traits, are prevalent
globally and are not limited to any specific industries [58].

To conclude the survey and deepen understanding of the gap between healthy and toxic leadership, respondents were
asked a final question about how toxic leadership made them feel, if they had experienced it. In this context, feelings are
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incredibly important. While they do not scientifically validate beliefs and perceptions, they reinforce them, thus aligning
people’s feelings to what they believe to be true [59]. The top five (5) feelings toxic leadership elicited from respondents
were frustration — 65%, stress — 53%, lack of motivation — 52%, depression — 41%, and anger — 39%. Each of these feelings
facilitates decreased organizational effectiveness and can have severe mental health consequences for followers. This study
demonstrated how the existence and subsequent persistence of toxic leadership can perpetuate and amplify an existing issue
to the point of creating perceptions and beliefs among followers that spread uncontrollably to organizations of all industries
and sizes. The works of Lian et al. [60] highlighted that subordinates of high-power distance orientation would view their
leaders as role models and model their own deviant behaviors after their toxic role models; therefore, exacerbating the chronic
issue of toxic leadership and its impact on engagement [61, 62]. It is reiterated that communities that strongly value group
loyalty (high collectivism) and uphold salient differences in authority (high power distance) often oversee the emergence of
toxic leaders as they impose their causes and assumptions into the community in which they belong [63]. The resulting
adverse effects on stress and well-being [64] highlight a dire need for stronger awareness on the topic of toxic leadership and
how it can be curbed as a means of promoting a healthier workplace.

A brief overview of the survey demographics helps illustrate the sample’s diversity and address potential limitations.
Capturing data on age, sector, industry, and organization size provides valuable context and reinforces the credibility of the
study’s findings and recommendations [65]. The median age range of survey respondents was 45-54, which appeared to be
a slight limitation initially. However, the approximate mean age of respondents was 45.1 years, or at the lowest end of the
median range. According to the Department of Statistics Malaysia [66], age 15-64 comprises the working age population of
Malaysia, with a clear distinction between youth workers (age 15-24) and adult workers (age 25-64). Thus, the mean age of
survey respondents fits squarely in the middle of the adult working age in Malaysia, indicating a very strong age sampling
for this survey. For-profit, nonprofit, government, students, and the unemployed/transitional were all represented in this
survey. While basic available employment data would suggest that the majority of Malaysian workers are employed in the
for-profit sector, it is extremely difficult to decipher if the 77.2% of respondents to this survey employed in the for-profit
sector is an accurate representation of the Malaysian workforce. Thus, it is possible that industry representation could be a
slight limitation. Industry diversity was robust, as respondents represented twenty-four (24) different industries. However,
38% of respondents were from education, presenting a slight limitation. Finally, the median organization size was 250-500
employees. In contrasting fashion, the mean organization size was approximately 4,748 employees. This is not a limitation,
as 11.4% of respondents work in organizations of 25,000 or more employees, which skewed the mean away from the median.
Nevertheless, organizations of less than 250 people through 25,000 plus were well represented in this survey. Overall, the
demographic data confirmed a diverse group of respondents, validating an accurate sampling of the Malaysian population,
allowing the research team to move forward with culturally accurate recommendations [65].

4.1. Consequences of Toxic Leadership

With an understanding of the findings of this research study, the most important question at this juncture becomes, “What
are the consequences of toxic leadership?” In reality, there are five (5) known categories of consequences, namely: individual,
group/team, organizational, behavioral, as well as moral and ethical [67-71]. Each category has its own extensive set of first
and second-order consequences. While a detailed discussion of each category of toxic leadership consequences is beyond the
scope of this paper, the survey data from this study validates three (3) specific consequences from the larger categories: (1)
harmful communication style, (2) abuse of power, and, of course, (3) negative organizational impact.

The lived experience of observed leadership behaviors in Malaysia of poor communication (56%), controlling (48%),
discouraging (44%), and toxic (46%) clearly points to both harmful communication and abuse of power. These statistics,
coupled with the fact that 53% of survey respondents believed there was at least some intentionality behind these behaviors,
reflect a distinct level of follower awareness that toxic leadership actively exists through multiple varieties of follower abuse,
whether leaders themselves are aware or not. Further, as noted in the results and discussion, the observed leader behaviors
directly correlated with public perception of leaders in Malaysia, bringing perception and reality into obvious alignment. This
phenomenon is extremely powerful for better or worse. It was also clearly demonstrated that these experiences and
perceptions impacted both the perception of work and work motivation. Findings where 65% of respondents believe public
perception of leaders influences others’ perception of work itself, combined with 88% of survey respondents reporting that
positive leadership behaviors directly influenced their own motivation, underscore the powerful impact of leader behavior on
key organizational outcomes such as employee morale, job satisfaction, and productivity. When follower perceptions and
experiences diverge from what motivates them positively, the organization inevitably bears the cost. While these
consequences highlight the significant costs of toxic leadership in Malaysian organizations, it is equally important to examine
the root dynamics that sustain and amplify these issues.

4.2. Critical Insights and Takeaways

In addition to the overarching consequences of toxic leadership briefly presented, it becomes essential to examine the
deeper dynamics at play, particularly the underlying insights that emerged from this study. The findings of this research study
produced three (3) critical insights beneficial for scholars and practitioners alike.

4.3. Toxic Behavior Has Eroded Trust

Followers’ perception of intentionally toxic behavior on the part of leaders—53% of survey respondents believe leader
behavior is intentionally toxic, while only 4% believe the behavior is completely unintentional—signals a potential cultural
crisis regarding followers’ trust in Malaysian leaders. A recent study found that authentic leadership and the affective
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commitment of followers are directly correlated [17]. These findings affirm that leaders play a vital role in creating and
fostering trust in organizational settings [17]. Unfortunately, the data from this study demonstrate that the inverse is the
current reality in Malaysia. This signifies that without meaningful and intentional efforts on the part of organizational leaders,
trust will continue to erode, eventually crippling organizational capabilities. Building on this, another study measuring
perceived leader integrity, moral behavior, and behavioral consistency unsurprisingly found that leader behavior that is both
moral and consistent positively influences affective and cognitive trust in leaders among followers [72]. Therefore, if the
perception of Malaysian leaders continues to be one of intentional toxicity, it will be nearly impossible to rebuild trust in
organizational settings, particularly given the extremely high power distance that presently exists [36]. This systemic
breakdown in trust may inhibit psychological safety, suppress innovation, and entrench organizational dysfunction.

4.4. Cultural Conformity is Enabling Continued Toxicity

The results of this study clearly demonstrate a high awareness among followers regarding the presence of toxic leadership
in Malaysian organizations from the most observed leader behaviors—inconsistent (63%), poor communication (56%),
controlling (48%), discouraging (44%), and toxic (46%). Compounding this is the fact that 80% of respondents have
personally experienced toxic leadership. Further, 88% of respondents noted that positive leadership behaviors would—future
tense—reinforce the earlier finding that toxic leadership behaviors currently dominate the Malaysian organizational
landscape. In high power distance cultures like Malaysia, there is a general deference to authority, and it is rarely questioned
[73]. Unfortunately, this means that existing cultural norms will only enable the continuance of toxic leadership where it
exists. Going further—one classic study illustrated how followers refrain from providing input despite noticing harmful
behavior in collectivist societies like Malaysia, where conformity is the by-product of collectivism; thus allowing toxic
leadership to perpetuate largely unchallenged [74]. The paternalistic nature of Malaysian culture could also be enabling toxic
leadership, as there is often a fear of reprisal when speaking up in contradiction to authority [75]. This suggests that reform
efforts must address not only behavior but also the cultural norms that protect such behavior.

4.5. Toxic Leadership Has Embedded Cognitive Biases

98% of survey respondents believe that others’ perceptions of work are influenced by public perceptions of leaders, and
this strongly correlates with their own motivation levels. This data point illuminates several interconnected concerns. Toxic
leadership in Malaysia is currently impacting follower motivation from virtually every possible angle—Organizational
Climate Theory—where collective perceptions among followers have influenced their behavior, attitudes, and personal
motivation [76]. From both scientific and practical perspectives, this means that social projection and false consensus—
important yet detrimental cognitive biases in this instance—have taken root among followers in Malaysian organizations,
whereby followers are assuming their peers think and feel the same as they do; and also likely overestimating how common
their own beliefs are among others [44, 77]. Cognitive patterns of followers such as these can create perpetual cycles of
collective thinking that will only further fracture the existing levels of mistrust between leaders and followers in Malaysia.
Furthermore, this presents a real future-oriented danger where the mere perceptions of toxic leadership become a self-
fulfilling prophecy in Malaysian organizations—Pygmalion Effect—where expectation alignment and behavioral
convergence will realize collective perceptions over time [78]. If Malaysian organizations were to reach this state of critical
mass, the consequences would likely create a state far more dire than the current one. This collective cognitive distortion may
also reduce the perceived utility of change efforts, as followers assume the organizational climate is too deeply entrenched
to shift meaningfully.

While the findings paint a challenging reality in Malaysian organizations—marked by trust erosion, cultural silence, and
embedded bias—they also offer a clear path forward. Rebuilding trust between leaders and followers can reshape perceptions,
dismantle harmful cognitive patterns over time, and ultimately restore organizational health. The work ahead is significant—
but is possible, and it begins with the awareness provided through this research study.

4.6. Concluding Remarks and Future Perspectives

This study has illuminated a sobering truth: toxic leadership is not an anomaly within Malaysian organizations, but a
culturally embedded and psychologically reinforced phenomenon with systemic consequences. With 80% of respondents
reporting personal experience with toxic leadership and 98% affirming its influence on workplace perception and motivation,
the data expose a deeply rooted leadership crisis. It is not merely the presence of toxic behaviors that is alarming, but the
normalization of these behaviors within cultural frameworks that prize hierarchy, deference, and conformity.

Critically, this research underscores that toxic leadership is sustained by more than flawed individuals; it is reinforced
by organizational cultures shaped by high power distance, cultural silence, and cognitive biases such as false consensus and
social projection. In such settings, harmful behaviors are tolerated, rationalized, and followers’ trust erodes as they internalize
the dysfunction. These dynamics collectively suppress innovation, psychological safety, and the potential for authentic
leadership to thrive.

The path forward requires more than procedural fixes or surface-level reforms. This study calls for a culturally sensitive
transformation rooted in the deliberate cultivation of psychological safety—a climate where individuals can speak truth to
power, challenge dysfunction, and contribute fully without fear of reprisal. Aligning leadership behavior with follower values
such as integrity, empowerment, and respect is not just desirable; it is essential for restoring trust, improving motivation, and
reclaiming organizational effectiveness.

Future research should explore the long-term effects of psychological safety initiatives and incorporate qualitative
narratives to capture the emotional toll of toxic leadership. Comparative studies across Southeast Asia can further reveal how
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cultural factors uniquely shape leadership behaviors and follower perceptions. Ultimately, sustainable leadership
transformation demands more than theoretical commitment—it requires intentional, actionable change that is rooted in
cultural awareness, built on mutual trust, and guided by integrity. Only through such deliberate and values-driven practice
can organizations begin to dismantle toxicity and foster resilient, human-centered leadership cultures.

References

[1] C. W. Wolor, A. Ardiansyah, R. Rofaida, A. Nurkhin, and M. A. Rababah, "Impact of toxic leadership on employee
performance,” Health Psychology Research, vol. 10, no. 4, p. 57551, 2022. https://doi.org/10.52965/001¢.57551

[2] I. Adytia, M. Meutia, I. A. Hanifah, and I. Indriana, "The influence of toxic leadership on emotional exhaust and reactive work
behavior," Journal of Infrastructure, Policy and Development, vol. 8, no. 9, pp. 1-17.

[3] S. Wills, "A leadership point of view: Key principles,” Strategic Direction, vol. 27, no. 10, pp. 3-4, 2011.
https://doi.org/10.1108/02580541111171494

[4] R. J. Allio, "Leaders and leadership—many theories, but what advice is reliable?," Strategy & Leadership, vol. 41, no. 1, pp. 4-
14, 2012.

[5] F. Gandolfi and S. Stone, "Leadership, leadership styles, and servant leadership," Journal of Management Research, vol. 18, no.
4, pp. 261-269, 2018.

[6] M. A. Sumadi, M. S. Sial, F. Gandolfi, and U. Comite, "Impact of Big 5 personality & intelligence on transformational leadership
process and managerial performance: A case of the Middle East Gulf Region," BBR. Brazilian Business Review, vol. 21, no. 2,
p. 20221349, 2024. https://doi.org/10.15728/bbr.2024.21.2.813

[7] T. Carlyle, On heroes, hero-worship, and the heroic in history. London: James Fraser, 1841.

[8] H. Spencer, The study of sociology. London: Henry S. King & Co, 1873.

[9] K. Lewin, R. Lippitt, and R. K. White, "Patterns of aggressive behavior in experimentally created “social climates”," The Journal
of social Psychology, vol. 10, no. 2, pp. 269-299, 1939.

[10] B. E. Winston and K. Patterson, "An integrative definition of leadership,” International Journal of Leadership Studies, vol. 1,
no. 2, pp. 6-66, 2006.

[11] J. Salcedo, F. Gandolfi, and A. Garza, "Authentic leadership: A quantitative study of the effect of authentic leadership on group
cohesion and work engagement in student organizations in Mexico," Journal of Law and Sustainable Development, vol. 12, no.
1, pp. €1989-e1989, 2024. https://doi.org/10.53799/jlss.v12i1.1989

[12] J. Collins, Good to great. New York: HarperCollins, 2001.

[13] F. Gandolfi and S. Stone, "The emergence of leadership styles: A clarified categorization,” Revista De Management Comparat
International, vol. 18, no. 1, pp. 18 — 30, 2017.

[14] P. G. Northouse, Leadership: Theory and practice, 8th ed. Thousand Oaks, CA: SAGE Publications, 2018.

[15] A. Paltu and M. Brouwers, "Toxic leadership: Effects on job satisfaction, commitment, turnover intention and organisational
culture within the South African manufacturing industry," SA Journal of Human Resource Management, vol. 18, no. 1, pp. 1-11,
2020. https://doi.org/10.4102/sajhrm.v18i0.1338

[16] F. Gandolfi and S. Stone, "Toxic leadership: Behaviors, characteristics, and consequences,” Journal of Management Research,
vol. 22, no. 1, pp. 19-27, 2022.

[17] C. Gonzélez-Céanovas, V. Martinez-Tur, J. Ramos, and M. E. Garcia-Buades, "Authentic leadership and affective commitment:
The mediating role of trust in the leader," Leadership & Organization Development Journal, vol. 45, no. 1, pp. 1-13, 2024.

[18] Edelman, 2025 Edelman trust barometer: Global report. United States: Edelman, 2025.

[19] M.-P. Kwan, "The uncertain geographic context problem,” Annals of the Association of American Geographers, vol. 102, no. 5,
pp. 958-968, 2012.

[20] M. Walter and C. Andersen, "What is quantitative research? An overview and guidelines,” Journal of Research Methods, vol.
22, no. 3, pp. 123 — 235, 2024.

[21] M. Munther, M. Zyoud, R. Tahani, T. Bsharat, and K. Dweikat, "Quantitative Research Methods: Maximizing Benefits,
Addressing Limitations, and Advancing Methodological Frontiers," ISRG Journal of Multidisciplinary Studies (ISRGJMS), vol.
2, no. 4, pp. 11-14, 2024. https://doi.org/10.5281/zenodo.10939470

[22] N. K. L. Denzin, Y.S., The SAGE handbook of qualitative research. Thousand Oaks: Sage Publications, 2018.

[23] I. B. Mauss and M. D. Robinson, "Measures of emotion: A review," Cognition & Emotion, vol. 23, no. 2, pp. 209-237, 20009.
https://doi.org/10.1080/02699930802204677

[24] S. Jamieson, "Likert scales: How to (ab) use them?," Medical Education, vol. 38, no. 12, pp. 1217-1218, 2004.

[25] T. M. Haladyna and S. M. Downing, "A taxonomy of multiple-choice item-writing rules,”" Applied Measurement in Education,
vol. 2, no. 1, pp. 37-50, 1989.

[26] S. Kassin, Psychology, 4th ed. Upper Saddle River: Prentice Hall, 2003.

[27] U. Jogulu and L. Ferkins, "Leadership and culture in Asia: The case of Malaysia," Asia Pacific Business Review, vol. 18, no. 4,
pp. 531 — 549, 2012.

[28] C. Selvarajah and D. Meyer, "One nation, three cultures: exploring dimensions that relate to leadership in Malaysia," Leadership
& Organization Development Journal, vol. 29, no. 8, pp. 693-712, 2008. https://doi.org/10.1108/01437730810916640

[29] A. Abdullah, Going global. Kuala Lumpur: Malaysian Institute of Management, 1996.

[30] L. Marouf, The real meaning of the Tao of leadership. Forbes: United States, 2024.

[31] A. S. Tsui, H. Wang, K. Xin, L. Zhang, and P. P. Fu, "“Let a thousand flowers bloom”: Variation of leadership styles among
Chinese CEOs," Organizational Dynamics, vol. 33, no. 1, pp. 5-20, 2004. https://doi.org/10.1016/j.0rgdyn.2003.11.002

[32] J. B. P. Sinha, The nurturant task leader: A model of the effective executive. New Delhi: Concept Publishing Company, 1980.

[33] The Culture Factor Group, "Country comparison tool: Malaysia,” Retrieved: https://www.theculturefactor.com/country-
comparison-tool?countries=malaysia. [Accessed 2024.

[34] J. C. Kennedy, "Leadership in Malaysia: Traditional values, international outlook," Academy of Management Perspectives, vol.
16, no. 3, pp. 15-26, 2002.

[35] S. Y. Nantha, "Intrinsic motivation: The case for healthcare systems in Malaysia and globally," Human Resource Development

International, vol. 20, no. 1, pp. 68-78, 2017. https://doi.org/10.1080/13678868.2016.1235338

2203


https://doi.org/10.52965/001c.57551
https://doi.org/10.1108/02580541111171494
https://doi.org/10.15728/bbr.2024.21.2.813
https://doi.org/10.53799/jlss.v12i1.1989
https://doi.org/10.4102/sajhrm.v18i0.1338
https://doi.org/10.5281/zenodo.10939470
https://doi.org/10.1080/02699930802204677
https://doi.org/10.1108/01437730810916640
https://doi.org/10.1016/j.orgdyn.2003.11.002
https://www.theculturefactor.com/country-comparison-tool?countries=malaysia
https://www.theculturefactor.com/country-comparison-tool?countries=malaysia
https://doi.org/10.1080/13678868.2016.1235338

[36]

[37]
(38]

[39]
[40]
[41]

[42]

[43]

[44]

[45]
[46]
[47]
(48]
[49]

[50]

[51]
[52]
[53]
[54]

[55]

[56]

[57]

[58]
[59]
[60]
[61]
[62]
[63]
[64]

[65]
[66]
[67]
[68]

[69]

International Journal of Innovative Research and Scientific Studies, 8(3) 2025, pages: 2195-2205

D. Sweetman, "Leadership in education: Learning from research," Educational Management Administration & Leadership, vol.
40, no. 4, pp. 495-499, 2012. https://doi.org/10.1177/1741143212438210

M. E. Bratman, Intention, plans, and practical reason. Cambridge: Harvard University Press, 1987.

M. Weber, The types of legitimate domination. In G. Roth & C. Wittich (Eds.), Economy and Society: An Outline of Interpretive
Sociology. New York: Bedminster Press, 1968.

R. Tang, Y. Cai, and H. Zhang, "Paternalistic leadership and subordinates’ trust in supervisors: Mediating effects of basic
psychological needs satisfaction," Frontiers in Psychology, vol. 12, p. 722620, 2021. https://doi.org/10.3389/fpsyg.2021.722620
W. K. Lau, L. N. Pham, and L. D. Nguyen, "Remapping the construct of paternalistic leadership," Leadership & Organization
Development Journal, vol. 40, no. 7, pp. 764-776, 2019.

J. L. Farh and B. S. Cheng, A cultural analysis of paternalistic leadership in Chinese organizations. In J. T. Li, A. S. Tsui, & E.
Weldon (Eds.), Management and organizations in the Chinese context. Hong Kong: Palgrave Macmillan, 2000.

M. Mishra and K. Ghosh, "Supervisor monitoring and subordinate work attitudes: A need satisfaction and supervisory support
perspective,” Leadership & Organization Development Journal, vol. 41, no. 8, pp. 1089-1105, 2020.
https://doi.org/10.1108/LODJ-05-2019-0204

M. C. Lee and A. Y. Ding, "The relationship between market culture, clan culture, benevolent leadership, work engagement, and
job performance: Leader’s dark triad as a moderator," Psychological Reports, vol. 127, no. 2, pp. 887-911, 2024.

L. Ross, D. Greene, and P. House, "The “false consensus effect”: An egocentric bias in social perception and attribution
processes,” Journal of Experimental Social Psychology, vol. 13, no. 3, pp. 279-301, 1977. https://doi.org/10.1016/0022-
1031(77)90049-X

J. M. Robbins and J. I. Krueger, "Social projection to ingroups and outgroups: A review and meta-analysis,” Personality and
Social Psychology Review, vol. 9, no. 1, pp. 32-47, 2005. https://doi.org/10.1207/s15327957pspr0901_3

R. M. Ryan, Inside the black box. In R. M. Ryan (Ed.), The Oxford Handbook of Human Motivation. Oxford: Oxford University
Press, 2019.

E. L. Deci, A. H. Olafsen, and R. M. Ryan, "Self-determination theory in work organizations: The state of a science," Annual
review of Organizational Psychology and Organizational Behavior, vol. 4, no. 1, pp. 19-43, 2017.

C. Richardson, M. S. Yaapar, and S. Amir, "Budi and Malay workplace ethics," Journal of Asia Business Studies, vol. 10, no. 1,
pp. 78-92, 2016. https://doi.org/10.1108/JABS-02-2015-0018

T. A. Judge and R. F. Piccolo, "Transformational and transactional leadership: A meta-analytic test of their relative validity,"
Journal of Applied Psychology, vol. 89, no. 5, pp. 755 — 768, 2004.

C. Ouyang, Y. Zhu, and Z. Ma, "Ambidextrous leadership and employee voice behavior: The role of work motivation and
ambidextrous culture,” Psychology Research and Behavior Management, vol. 15, pp. 2899-2914, 2022.
https://doi.org/10.2147/PRBM.S396226

S. Suharnomo and F. Hashim, "Differences in organization citizenship behavior between “serumpun” countries (Indonesia—
Malaysia)," Journal of Asia Business Studies, vol. 13, no. 3, pp. 349-361, 2019. https://doi.org/10.1108/JABS-12-2016-0178
A. K. Ahmed, M. H. R. Atta, A. H. EI-Monshed, and A. I. Mohamed, "The effect of toxic leadership on workplace deviance:
The mediating effect of emotional exhaustion, and the moderating effect of organizational cynicism,"” BMC Nursing, vol. 23, no.
1, p. 669, 2024. https://doi.org/10.1186/512912-024-02308-x

M. Rokeach, The nature of human values. New York: Free Press, 1973.

J. B. Bernerth, "Does the narcissist (and those around him/her) pay a price for being narcissistic? An empirical study of leaders’
narcissism and well-being," Journal of Business Ethics, vol. 177, no. 3, pp. 533-546, 2022.

M. D. Back, A. C. Kifner, M. Dufner, T. M. Gerlach, J. F. Rauthmann, and J. J. Denissen, "Narcissistic admiration and rivalry:
Disentangling the bright and dark sides of narcissism," Journal of Personality and Social Psychology, vol. 105, no. 6, pp. 1013—
1037, 2013.

H. Helfrich and E. Dietl, "Is employee narcissism always toxic?—The role of narcissistic admiration, rivalry and leaders’ implicit
followership theories for employee voice,” European Journal of Work and Organizational Psychology, vol. 28, no. 2, pp. 259-
271, 2019.

S. M. Tharikh and S. R. a. Hamzah, "The importance of paternalistic leadership style and the employee wellbeing among air
traffic controllers in Peninsular Malaysia," International Journal of Academic Research in Business and Social Sciences, vol. 10,
no. 5, pp. 925-935, 2020. https://doi.org/10.6007/IJARBSS/v10-i5/7324

P. K. Jonason, S. Slomski, and J. Partyka, "The dark triad at work: How toxic employees get their way," Personality and
Individual Differences, vol. 52, no. 3, pp. 449-453, 2012.

J. Haidt, "The emotional dog and its rational tail: A social intuitionist approach to moral judgment,” Psychological Review, vol.
108, no. 4, pp. 814 — 834, 2001.

H. Lian, D. L. Ferris, and D. J. Brown, "Does power distance exacerbate or mitigate the effects of abusive supervision? It depends
on the outcome," Journal of Applied Psychology, vol. 97, no. 1, pp. 107 — 123, 2012.

J. Li, Z. Liu, X. Tao, S. Chen, and S. Chen, "Abusive supervision, power distance, and creative process engagement: A moderated
mediation model in confucian societies," Current Psychology, vol. 43, no. 15, pp. 13465-13479, 2024.

K. Matos, O. O'Neill, and X. Lei, "Toxic leadership and the masculinity contest culture: How “win or die” cultures breed abusive
leadership," Journal of Social Issues, vol. 74, no. 3, pp. 500-528, 2018. https://doi.org/10.1111/josi.12284

S. Hetrick, Toxic organizational cultures and leadership. London: Routledge, 2023.

I. Metin-Orta, The impact of destructive leadership on followers’ well-being. In S. M. Camgdz & O. T. Ekmekci (Eds.),
Destructive Leadership and Management Hypocrisy: Advances in Theory and Practice. Bingley: Emerald Publishing Limited,
2021.

C. A. Moser and G. Kalton, Survey methods in social investigation. London: Routledge, 2017.

Department of Statistics Malaysia, Employment to population ratio. Malaysia: Department of Statistics Malaysia, 2017.

B. J. Tepper, "Consequences of abusive supervision," Academy of management journal, vol. 43, no. 2, pp. 178-190, 2000.
https://doi.org/10.2307/1556375

M. S. Mitchell, R. M. VVogel, and R. Folger, "Third parties’ reactions to the abusive supervision of coworkers," Journal of Applied
Psychology, vol. 100, no. 4, p. 1040, 2015. https://doi.org/10.1037/apl0000002

A. A. Schmidt, "Development and validation of the toxic leadership scale," Doctoral Dissertation, University of Maryland, 2008.

2204


https://doi.org/10.1177/1741143212438210
https://doi.org/10.3389/fpsyg.2021.722620
https://doi.org/10.1108/LODJ-05-2019-0204
https://doi.org/10.1016/0022-1031(77)90049-X
https://doi.org/10.1016/0022-1031(77)90049-X
https://doi.org/10.1207/s15327957pspr0901_3
https://doi.org/10.1108/JABS-02-2015-0018
https://doi.org/10.2147/PRBM.S396226
https://doi.org/10.1108/JABS-12-2016-0178
https://doi.org/10.1186/s12912-024-02308-x
https://doi.org/10.6007/IJARBSS/v10-i5/7324
https://doi.org/10.1111/josi.12284
https://doi.org/10.2307/1556375
https://doi.org/10.1037/apl0000002

[70]
[71]

[72]

[73]
[74]
[75]
[76]
[77]

[78]

International Journal of Innovative Research and Scientific Studies, 8(3) 2025, pages: 2195-2205

S. Einarsen, M. S. Aasland, and A. Skogstad, "Destructive leadership behaviour: A definition and conceptual model,” The
Leadership Quarterly, vol. 18, no. 3, pp. 207-216, 2007. https://doi.org/10.1016/j.leaqua.2007.03.002

A. Padilla, R. Hogan, and R. B. Kaiser, "The toxic triangle: Destructive leaders, susceptible followers, and conducive
environments," The Leadership Quarterly, vol. 18, no. 3, pp. 176-194, 2007. https://doi.org/10.1016/j.leaqua.2007.03.001

R. H. Moorman, T. C. Darnold, and M. Priesemuth, "Perceived leader integrity: Supporting the construct validity and utility of
a multi-dimensional measure in two samples,” The Leadership Quarterly, vol. 24, no. 3, pp. 427-444, 2013.
https://doi.org/10.1007/s10551-016-3194-3

G. Hofstede, Culture's consequences: Comparing values, behaviors, institutions, and organizations across nations, 2nd ed.
Thousand Oaks: Sage, 2001.

E. W. Morrison and F. J. Milliken, "Organizational silence: A barrier to change and development in a pluralistic world," Academy
of Management Review, vol. 25, no. 4, pp. 706-725, 2000. https://doi.org/10.5465/amr.2000.3707697

J. R. Detert and A. C. Edmondson, "Implicit voice theories: Taken-for-granted rules of self-censorship at work," Academy of
Management Journal, vol. 54, no. 3, pp. 461-488, 2011.

B. Schneider, M. G. Ehrhart, and W. H. Macey, "Organizational climate and culture," Annual Review of Psychology, vol. 64, no.
1, pp. 361-388, 2013. https://doi.org/10.1146/annurev-psych-113011-143809

J. Krueger, On the perception of social consensus. In M.P. Zanna (Ed.), Advances in Experimental Social Psychology. San Diego:
Academic Press, 1998.

D. Eden, "Leadership and expectations: Pygmalion effects and other self-fulfilling prophecies in organizations,” The Leadership
Quarterly, vol. 3, no. 4, pp. 271-305, 1992. https://doi.org/10.1016/1048-9843(92)90018-B

2205


https://doi.org/10.1016/j.leaqua.2007.03.002
https://doi.org/10.1016/j.leaqua.2007.03.001
https://doi.org/10.1007/s10551-016-3194-3
https://doi.org/10.5465/amr.2000.3707697
https://doi.org/10.1146/annurev-psych-113011-143809
https://doi.org/10.1016/1048-9843(92)90018-B

