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Abstract: This study aims to investigate the impact of leader narcissism (LN) on inability to 
act (ITA) and examine the mediating role of crab syndrome (CS) in this dynamic. The 
relationships are theoretically grounded in the conservation of resources (COR) theory, which 
provides a framework for understanding how resources are allocated and depleted in 
organisational settings. SPSS was used for descriptive statistics and correlation analysis, and 
partial least squares structural equation modelling (PLS-SEM) was used for measurement and 
structural model testing. In the study, LN was found to be the antecedent of CS and ITA. In 
addition, CS was also found to be the antecedent of ITA. Furthermore, it was determined that 
CS mediates the relationship between LN and ITA. The research extends the literature on LN 
and CS. The theoretical, managerial, and practical contributions and limitations of the research 
are presented, along with recommendations for future research. 

Keywords: Leader narcissism, Crab syndrome, Inability to act, Conservation of resources 
theory, Nurses. 

Introduction  

Narcissism, characterised by dominance and a need for fame, impacts interpersonal 
relationships and behaviours through a motivation focused on competition and self-admiration 
(Huang et al., 2020; Wang et al., 2024). Narcissism is a personality trait characterised by a 
quest for fulfilment driven by arrogance or selfish admiration for one’s own qualities (Hodson 
et al., 2018). Mohd Shamsudin et al. (2023) evaluated the role of narcissism in the relationship 
between a competitive climate and envy, and Li et al. (2023) identified it as an antecedent to 
workplace envy. However, these studies do not comprehensively assess all parties affected by 
narcissism (leader-employee-organization). 

 
1 https://doi.org/10.51659/josi.25.277.1 
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A leader’s narcissistic personality traits can be defined as leader narcissism (LN) (Den Hartog 
et al., 2020). Narcissism characteristics emphasise narcissists’ desire to stand out as leaders 
(Brummelman et al., 2021). Engelen et al. (2016) argued that chief executive officers of 
businesses with innovative cultures gained a competitive advantage when they were prone to 
narcissistic personality. This may explain why they are preferred as leaders, but it does not 
provide information about their impact on employees and the organisation. Furthermore, 
Carnevale et al. (2018) reported that LN negatively impacts employees’ sense of organisational 
belonging, organisational-based self-esteem, and organisational citizenship behaviour. 
According to Zhang et al. (2023), LN adversely affects employee creativity and performance. 
LN is associated with organisational members’ perceptions of leader behaviours and their 
effects on followers (Nevicka et al., 2018b). In light of Braun’s (2017) perspectives, this 
research primarily aims to identify the effects of LN on employees and the organisation at 
multiple levels. Understanding the individual and organisational outcomes of LN is crucial for 
developing new interventions, procedures, and practices to address these impacts.  

Crab syndrome (CS) is defined as the negative form of jealousy, “wanting someone else to 
fail” (Van de Ven et al., 2009). Envy and competition are among the elements of CS (Özdemir 
& Üzüm, 2019). Braun et al. (2018) questioned the impact of LN on followers and found that 
it motivates followers’ malicious envy. However, it has not been questioned whether LN 
activates feelings of competition and jealousy at the organisational level. In this study, the 
question of whether LN can create organisational CS is addressed, and the relationship between 
LN and CS is explored through the individual's perception of the organisation. 

Jemal (2022) stated that stress experienced in the first period of life can cause behavioural 
changes throughout life, and in this context, he emphasised that CS is “a historical, 
psychological, socio-political and cultural occurrence that affects personality and emotions”. 
CS, which has socio-psychological origins, is focused on resource development as well as 
consuming personal resources (Üzüm & Özkan, 2023; Üzüm et al., 2024). Individuals are not 
independent from their environment, and resource depletion is stressful for them (Hobfoll et 
al., 2018). When assessed through the lens of competition, uncertainty, and feelings of 
individual frustration, negative outcomes are observed (Spurk et al., 2021). Conversely, CS 
encourages investment in resources. To address whether organisational CS can be a way to 
prevent individuals with fewer resources from spending more resources than they can tolerate, 
this study examines the relationship between CS and inability to act (ITA). ITA can be defined 
as a withdrawal behaviour aimed at minimising possible resource losses in unforeseen 
situations (Sarı & Dağ, 2009). 

Hochwarter and Thompson (2012) argued that followers create a control mechanism against 
the LN that prevents the loss of resources. In this context, the question emerges: Can LN 
enhance ITA? Liu et al. (2022) discussed the detrimental impact of LN on job performance, 
while Bernerth (2022) focused on the relationships between well-being (satisfaction and 
emotional exhaustion). In this context, this research seeks to answer whether LN prevents 
employees from taking action (ITA) and to extend the understanding of how employees 
victimised by LN are affected. However, there is a notable scarcity of studies examining the 
mediating effect of CS on LN outcomes (Carnevale et al., 2018; Liu et al., 2017; Liu et al., 
2022). Furthermore, envy, a part of CS, is known to mediate the relationship between moral 
disgust and aggression (Xiang et al., 2023) as well as workplace ostracism and negative health 
(Kim & Jang, 2023). Conversely, this research seeks to answer whether LN can increase ITA 
through CS. 

In this research, the effect of LN on CS, which emphasises inter-employee competition and 
jealousy at the organisational level, is questioned, and its individual consequences (ITA) are 
discussed through the victims. The relationships mediating LN are also revealed through CS. 
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Drawing upon the conservation of resources (COR) theory, this research provides valuable 
insights into organisational behaviour and leadership practices by facilitating a deeper 
understanding of the complex dynamics between LN, CS, and ITA. The implications of the 
findings have not only academic significance but also practical recommendations for leaders 
and practitioners. 

Theory and Hypotheses 

Conservation of Resources Theory 

COR theory (Hobfoll et al., 2018) may help explain behavioural strategies in the workplace. 
COR theory defines every element that is considered valuable as a resource. Its behavioural 
strategies are associated with the conservation of resources, the use of one to increase the other, 
and the response to their depletion. Hobfoll et al. (2018) classified a wide range of things as 
resources, including status, self-esteem, money, time, ability to cope with stress, and ability to 
manage social relationships. COR theory interprets the shared evaluations of threats or losses 
to resources among individuals working in the same organisation (Hobfoll, 2011). The 
behavioural strategy of LN concerning resource augmentation can transform into CS within 
the organisational culture. COR emphasises the universality of resources for everyone, 
suggesting efforts will be made to protect oneself and maintain well-being (Hobfoll, 2011). In 
this context, the individual effort to prevent resource loss can also manifest as ITA. 
Consequently, COR theory can be applied in research to understand LN, CS, and ITA (Huang 
et al., 2020; Liao et al., 2019; Üzüm & Özkan, 2023). 

Leader Narcissism and Crab Syndrome 

LN can cause employees to experience the leader’s disruptive behaviours and encourage them 
to engage in negative behaviours (Zhang et al., 2023). Braun et al. (2018) argued that when LN 
reached a noticeable level, employees tended to engage in counterproductive work behaviour 
and targeted their leaders in response. This indicates that LN has a negative impact on the 
organisation. 

LN wants to be seen as “the most successful” (Bosson et al., 2008; Back, 2018) with a 
competitive worldview (Zeigler-Hill et al., 2021) and a sense of self-admiration (Kaufman et 
al., 2020). It is stated that the competitive atmosphere causes jealousy (Mohd Shamsudin et al., 
2023). CS is seen as a psycho-social behavioural change (Jemal, 2022) and is a phenomenon 
affected by the conditions of the environment (Özdemir & Üzüm, 2019). CS symbolizes a 
mindset that is paired with negative emotions such as jealousy, fear, anxiety and stress 
(Özdemir & Üzüm, 2019), low self-esteem (Üzüm et al., 2022), and a mentality that does not 
want others to be in a better position than oneself and wants to “take down” those who are more 
successful than oneself (Bulloch, 2013; Miller, 2019; Spacey, 2015). CS represents a metaphor 
that crabs cannot get out of the barrel even if the mouth of the barrel is open (Üzüm et al., 
2022). LN has been reported to have an impact on organisational culture (Rosenthal & 
Pittinsky, 2006). Followers who refer to leader behaviours, by pulling down those who want to 
get out of the barrel, accept these behaviours as the norm of the organisational atmosphere and 
may cause CS. 

LN leads the leader to focus on increasing personal (self-esteem, approval) (Braun, 2017; 
Lynch et al., 2021) and situational (status) resources (Mahadevan & Jordan, 2022) and to act 
by prioritising their own interests (Lynch et al., 2021). The COR theory predicts that actions 
will be taken to develop and enhance resources (Hobfoll et al., 2018). Personal resources are 
used to increase resources such as status, praise, and promotion (Hobfoll et al., 2018). In this 
context, it is likely that the organisational climate will also be affected by LN’s efforts to 
enhance its own resources. LN negatively affects employees and organisation (Braun et al., 
2018; Mousa et al., 2021; Zhang et al., 2023). It is thought that this situation will spread to the 
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organisational atmosphere due to the leader and each member of the organisation’s behaviour 
focused on protecting their own resources. The hypothesis designed in this direction is given 
below: 

Hypothesis 1: LN is positively related to CS. 

Crab Syndrome and Inability to Act 

Hobfoll et al. (2018), by defining “resource caravan”, stated that resource development was 
not independent of environmental conditions. Jemal (2022), in his work on the conceptual 
understanding of CS, stated that stress leads to behavioural change in the rest of life. In this 
context, it should be understood that environment and resources are closely interrelated 
(Hobfoll et al., 2018). It is possible to see CS as a behavioural strategy that is influenced by 
environmental factors, competitive and seeking access to resources (Özdemir & Üzüm, 2019; 
Spacey, 2015; Üzüm & Özkan, 2023). However, tolerating resource loss requires having more 
resources (Hobfoll et al., 2018). CS is thought to have a twofold consequence of investing in 
resources and preventing resource loss. Hobfoll et al. (2018) mentioned that the reactions to 
resource loss were stronger with “resource loss cycles”. Resource loss causes stress, and when 
this process becomes cyclical, available resources to support resource augmentation may be 
depleted. 
 

Supported by COR theory, it was found that employees’ work effort was negatively affected 
by supervisors’ CS (Üzüm & Özkan, 2023), while CS decreased innovative behaviour (Özkan 
et al., 2022). It is seen that CS reduces the positive behaviours of employees in the 
organisational context. Hobfoll et al. (2018) argued that losing resources caused a 
disproportionately large negative feeling compared to winning. Therefore, at the individual 
level, employees enter “resource loss cycles” and fail to take action. When each member of the 
organisation wants to get out of the crab barrel, he/she will fall into the barrel again, and instead 
of falling into the barrel again and again, he/she will prefer not to take action with an individual 
choice to prevent resource loss. It has been noted that a competitive environment can lead to 
negative outcomes in employee behaviour by reducing career success (Spurk et al., 2021). In 
this context, it is proposed that the prevailing CS in the organisation will increase employees’ 
ITA. The hypothesis designed in this direction is as follows: 

Hypothesis 2: CS is positively related to ITA. 

Leader Narcissism and Inability to Act 

Narcissism is paired with superiority-seeking (Nguyen et al., 2021), selfish, aggressive 
(Kaufman et al., 2020) behaviours. Roberts et al. (2018) stated that LN could not tolerate 
negative criticism and responded aggressively to the critic (Roberts et al., 2018). When exposed 
to aggressive behaviour, the follower’s trust in the leader is shaken (Benson & Jordan, 2018), 
and the follower prefers to remain silent (Huang et al., 2020). Mousa et al. (2021) stated that 
LN positively affected employee silence and cynicism. These results are an indication that 
employees are negatively affected by LN. 

LN is characterised as exploitative (Hochwarter & Thompson, 2012). The LN tends to exploit 
his/her followers for personal gain even if it is against the interests of the organisation (Braun 
et al., 2018; Mousa et al., 2021). In such a situation, while the leader aims to increase his/her 
own resources, followers may exhibit withdrawal behaviour in order not to lose more resources. 
According to COR theory, even if the same amount of resource loss and gain is experienced, 
the effects of resource loss are felt longer (Hobfoll et al., 2018). 

Employees behave proactively when leader-member relationships are high (Liao et al., 2019). 
In the opposite case, in the form of LN and follower relationship, employees are predicted to 
engage in passive behaviour. If employees prefer an attitude of silence in the face of LN, they 
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will hesitate to take action and exhibit withdrawal behaviours. According to Hochwarter and 
Thompson (2012), followers can create a control mechanism to protect themselves from the 
negative effects of LN. From this point of view, it can be argued that followers experience a 
sense of inhibition when taking action to minimise resource loss. According to COR theory, 
followers exhibit withdrawal behaviour to avoid losing more resources. 

Hypothesis 3: LN is positively related to ITA. 

Crab Syndrome as a Mediator 

Narcissism is often associated with seeking approval and appreciation from others, dominance, 
and grandiosity (Brummelman et al., 2021; Hodson et al., 2018). A leader with these traits’ 
reluctance to share organisational resources may mean that the leader will not provide enough 
support to employees to “succeed” (Campbell et al., 2011). 

The leader serves as a reference for employees on what to do in the face of uncertainty (Madera 
& Smith, 2009). However, employees focus on protecting their resources if the leader is 
perceived as the source of threat and uncertainty (Hobfoll et al., 2018; Hochwarter & 
Thompson, 2012). According to COR theory, employees may perceive LN as a threat to their 
personal resources and focus on not losing resources rather than gaining resources (Hobfoll et 
al., 2018). In fact, Hochwarter and Thompson (2012) pointed out that behavioural 
(resuscitation) strategies against LN improved employee frustration, tension and performance 
outcomes. It has been reported that employees become indifferent to LN and choose cynicism 
and employee silence (Huang et al., 2020; Mousa et al., 2021). In response to LN, employees 
aim to protect their resources. 

D’Souza and Lima (2021) pointed out that the leader’s personal characteristics affect the 
organisation and its employees. Therefore, it is thought that LN will have organisational (CS) 
and individual (ITA) level consequences and provide a mediator between these relationships. 
When the behavioural strategy of narcissism, which supports establishing superiority (Nguyen 
et al., 2021), is spread throughout the organisation, it will create a competitive/jealous climate 
(CS) and, as a result, each member of the organisation will focus on increasing their own 
resources. 

LN’s attempts to replicate its resources may lead employees to choose withdrawal strategies 
such as silence and cynicism, aiming to conserve (personal-work-situation-energy) resources 
(Huang et al., 2020; Liao et al., 2019; Mousa et al., 2021). For employees, the way not to lose 
more resources may be to choose not to take action as a withdrawal behaviour (ITA) against 
LN (Braun et al., 2018; Hochwarter & Thompson, 2012; Mousa et al., 2021). Narcissism has 
been portrayed as a factor affecting organisational culture (Rosenthal & Pittinsky, 2006). 
Therefore, narcissism is likely to trigger CS. CS is motivated by competition, jealousy and 
carrying the title of success alone (Üzüm et al., 2022). The COR theory (Hobfoll et al., 2018) 
suggests that as LN amplifies its own resource spiral, employees will withdraw to prevent their 
own resource losses (ITA). It also supports the assumption that the relationship between LN 
and ITA will be further strengthened through organisational CS. The hypothesis designed in 
this direction is given below: 

Hypothesis 4: CS mediates the relationship between LN and ITA. 

Based on the developed hypotheses, the research model is presented in Figure 1. 
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Figure-1 Research Model 

Methods 

Data Collection and Sample 

The research data was collected using a web-based online survey 
(https://www.onlineanketler.com), similar to the study conducted by Özkan et al. (2024b). The 
human resources department sent the survey link to employees via WhatsApp (Özkan et al., 
2024a). An explanation letter regarding the research topic was appended to the survey link, 
emphasising that participation was voluntary and that all participants were assured of the 
anonymity of their responses. The survey consisted of two parts. The first part covered 
demographic characteristics, and the second covered LN, CS, and ITA measurements. 

This research focuses on nurses in private hospitals in Kocaeli, Türkiye, because this setting 
provides a suitable context for examining resource-based mechanisms, particularly those 
related to loss (Hobfoll et al., 2018). Nursing work involves sustained emotional labour, high 
time pressure, and safety-critical coordination, all of which increase perceived resource threat 
and depletion. Private hospitals also impose performance targets and throughput demands, 
raising exposure to environments where LN may trigger CS and, consequently, ITA. Based on 
information from the hospitals featured in this study, hospitals treat approximately fifty patients 
daily, in a setting characterised by high task interdependence and hierarchical coordination. 
The convenience sampling method, chosen for its speed and simplicity, was employed for data 
collection in the research (Khanam & Tarab, 2023). This method, however, may limit the direct 
generalisability of the results to a broader employee population (Özkan et al., 2025a). As a 
result, the findings may not be directly applicable to all nursing staff. As in Lin et al.’s (2023) 
research, the study has used a cross-sectional study design. This approach entails the concurrent 
collection of data from different individuals. 

The study employed an “a-priori sample size calculator for structural equation models” to 
ascertain the minimum required sample size (Gupta et al., 2022; Özkan et al., 2023; Soper, 
2015). The calculated minimum sample size was determined to be 119. In this regard, 328 
healthcare professionals participated in the research, but after the screening, the answers of 22 
participants were not taken into consideration (due to incomplete answers), resulting in 306 
valid surveys. As a result, 93.29% of the healthcare professionals who were questioned 
responded to the questionnaires. Regarding marital status, 53.3% of participants are single, 
while 46.7% are married. In terms of educational level, 9.8% of participants possess an 
associate degree, 83.3% hold an undergraduate degree, and 6.9% have obtained an advanced 
degree. The mean age of the participants is 29.66 years with a standard deviation of 5.07, while 
the mean tenure is 6.00 years with a standard deviation of 4.18. 

Leader 
Narcissism 

Inability to  
Act 

Crab 
Syndrome 
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Measurement 

Participants were asked to evaluate each item using a five-point Likert scale that ranged from 
“Strongly Disagree” to “Strongly Agree.” The items (except CS and ITA) employed in the 
study were adapted from relevant literature and translated from English to Turkish using 
Brislin’s (1980) translation–back-translation procedure to ensure translation quality. 

LN was measured using a four-item scale adapted from Jonason and Webster (2010). As 
observed in previous studies (Channa et al., 2022; Karatepe et al., 2023; Özkan et al., 2025b), 
item LN4 had a low factor loading (<0.50); accordingly, it was removed from the measurement 
model. After removing LN4, the model exhibited improved psychometric properties, including 
higher composite reliability (CR) and average variance extracted (AVE) (Hair et al., 2019). In 
the survey, participants were asked to evaluate their leaders using the scale’s items, and for this 
purpose, the term “I” in the original survey was changed to “my leader”. The statement “My 
leader tends to seek prestige or status” is an example of the items included in the scale. 

CS was assessed using the five-item scale developed by Üzüm and Özdemir (2020). A sample 
item is “I want to be the only one successful in the organisation I work for”. 

A four-item scale was used to evaluate ITA. It was developed by Buhr and Dugas (2002) and 
adapted into Turkish by Sarı and Dağ (2009). A sample item for ITA is “When it is time to act, 
uncertainty paralyses me”. 

Ethical Considerations 

This study adhered to the Declaration of Helsinki and was approved by the Kocaeli University 
Social and Human Sciences Scientific Research and Publication Ethics Committee (protocol 
code: E.523444; approval date: January 2024). Informed consent was obtained from all 
participants, and participation was voluntary and anonymous. 

Analytic Strategy 

SPSS software was employed to assess the study’s data for descriptive statistics and correlation 
analysis. The partial least squares structural equation modelling (PLS-SEM) method was used 
to estimate the structural model’s pathways, and SmartPLS 4 software was employed for 
statistical analysis. PLS-SEM is more suitable than other statistical methods, especially when 
assessing correlations between newly introduced variables (Dash & Paul, 2021). 

Results 

Measurement model findings (Table 1 and Table 2), descriptive statistics and correlation values 
(Table 3), model assessment (Table 4), and hypotheses testing results (Table 5) are presented 
below. Furthermore, Harman’s one-factor technique was used to assess the presence of 
common method variance (CMV), which could have been present given the cross-sectional 
design. 

Measurement Model Assessment 

The measurement model results are reported in Tables 1 and 2. As shown in Table 1, 
Cronbach’s alpha and CR exceed the 0.70 threshold, AVE is above 0.50, and all standardised 
factor loadings lie between 0.64 and 0.91, indicating internal consistency reliability and 
convergent validity (Hair et al., 2020). Multicollinearity was assessed via variance inflation 
factors (VIFs); all VIFs were below 5 (range = 1.50–3.55), suggesting no collinearity concerns 
(Hair et al., 2014). 
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Table-1 Summary of Construct Reliability and Convergent Validity 

Constructs Items Codes Loadings VIF α CR AVE 

Leader Narcissism LN1 0.80 1.66 0.78 0.78 0.54 
 LN2 0.71 1.78    
 LN3 0.70 1.50    
Crab Syndrome CS1 0.84 2.63 0.87 0.86 0.55 
 CS2 0.67 2.58    
 CS3 0.89 1.50    

 CS4 0.64 2.54    
 CS5 0.65 1.89    
Inability to Act ITA1 0.73 1.64 0.88 0.88 0.65 
 ITA2 0.77 2.46    
 ITA3 0.91 3.55    
 ITA4 0.82 3.07    
Note: LN4 was discarded due to low loading (<0.50) 

The assessment of discriminant validity relied on the Fornell–Larcker criterion and the 
heterotrait–monotrait (HTMT) ratio criteria. For each construct, the square root of AVE was 
higher than its highest correlation with any other construct, satisfying the Fornell–Larcker test. 
All HTMT values were below 0.85 (see Table 2), meeting the recommended threshold. Overall, 
these results support discriminant validity (Fornell & Larcker, 1981; Hair et al., 2019; Henseler 
et al., 2015). 

Table-2 Summary of Discriminant Validity 

Fornell–Larcker Criteria Crab Syndrome Inability to Act Leader Narcissism 
Crab Syndrome (0.74) - - 
Inability to Act 0.42 (0.80) - 
Leader Narcissism 0.38 0.42 (0.74) 
HTMT Criteria Crab Syndrome Inability to Act Leader Narcissism 
Crab Syndrome - - - 
Inability to Act 0.41 - - 
Leader Narcissism 0.38 0.41 - 

Common Method Variance Assessment 

The survey employed in this study comprised 12 items, categorised into three distinct variables. 
To examine the potential presence of CMV, the statistical software SPSS was employed to 
perform Harman’s single-factor test (O’Connor, 2000). Following that, all measurements were 
subjected to an exploratory factor analysis, with the requirement that the loading on the first 
factor not exceed 50% (Murphy, 2002). The findings indicated that the loading of the first 
component accounted for only 34.26% of the variance, falling short of the 50% benchmark. 
There are indications that CMV did not affect the study. 

Descriptives and Correlations 

Table 3 presents the means, standard deviations, and correlations of the variables in this study. 
The correlation analysis results for these constructs are also presented in Table 3. The 
relationships between LN and CS, as well as between CS and ITA, are positive. These 
relationships are statistically significant, with p-values less than 0.01. 

Table-3 Means, Standard Deviations, and Correlations between Study Variables 
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Variables            M          SD          1          2          3 
1. Leader Narcissism 3.48 0.93 1   
2. Crab Syndrome 2.01 0.85 0.32** 1  
3. Inability to Act 3.21 1.05 0.34** 0.36** 1 
Notes: n = 306; **p < 0.01 

Hypotheses Assessment 

The present study involved testing four hypotheses after validating the measurement model. 
The structural model was analysed using the bootstrapping method with 5,000 resamples and 
a 95% confidence interval (CI) in SmartPLS 4 (Hair et al., 2017). The results for VIFs, effect 
size (f2), and explained variance (R2) are presented in Table 4, whereas the outcomes from 
hypothesis testing are shown in Table 5. 

Table-4 Summary of Model Assessment 

Paths VIF f2 R2 

Leader Narcissism → Crab Syndrome 1.00 0.17 

0.25 Leader Narcissism → Inability to Act 1.17 0.10 

Crab Syndrome → Inability to Act 1.17 0.10 

Examining the R² values in Table 4 shows that LN and CS jointly account for 25% of the 
variance in ITA (Hair et al., 2017). The f² statistics indicate that both LN and CS exert a low 
effect on ITA, whereas LN has a moderate effect on CS (Cohen, 1988). VIFs are below 5, 
indicating no multicollinearity issues (Hair et al., 2014). 

Table-5 Summary of Path Coefficients and Hypothesis Testing 

HYP Path β Std. Dev. t p CI Decision 

H1 
Leader Narcissism → 
Crab Syndrome 

0.38 0.05 6.74 0.000*** (0.270–0.498) Supported 

H2 
Crab Syndrome → 
Inability to Act 

0.30 0.06 4.62 0.000*** (0.174–0.425) Supported 

H3 
Leader Narcissism → 
Inability to Act 

0.30 0.07 4.20 0.000*** (0.085–0.386) Supported 

H4 
Leader Narcissism → 
Crab Syndrome → 
Inability to Act 

0.11 0.02 4.12 0.000*** (0.064–0.173) Supported 

Notes: ***p < 0.001; Coefficients are standardised (β) 

According to the PLS-SEM results presented in Table 5, LN was positively and statistically 
related to both CS (β = 0.38; t = 6.74; p = 0.000) and ITA (β = 0.30; t = 4.20; p = 0.000). 
Therefore, this supports hypothesis 1 and hypothesis 3. Additionally, CS was positively and 
statistically associated with ITA (β = 0.30; t = 4.62; p = 0.000), supporting hypothesis 2. 

The mediation effect was tested using 5,000 bootstrap resamples; the indirect effect (LN → CS 
→ ITA) was considered significant when the 95% CI did not include 0. As shown in Table 5, 
this effect was statistically significant (β = 0.11, t = 4.12, p = 0.000, 95% CI [0.064, 0.173]). 
Based on this result, hypothesis 4 was supported. 

Discussion 

Based on the COR theory, this study examined the dark side of LN and how leaders’ narcissistic 
traits influence employees’ ITA behaviours through the mediating role of CS. 

In the study, it was initially determined that LN triggers CS (H1). LN tends to foster an 
insecure, competitive environment within the organisation by heightening competition and 
malicious envy, which undermines interpersonal harmony. This finding also supports previous 
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research emphasising that LN can foster a negative climate in organisations by increasing 
comparison, competition, and malicious envy among subordinates. (Braun et al., 2018; Long 
et al., 2023). As stated by Lith (2017), emotions such as hatred and aggression are more 
pronounced in individuals with high levels of narcissistic tendencies. 

Secondly, it was found that CS triggered ITA behaviours (H2). The findings are consistent with 
the literature, which suggests that feelings of ambition and competition lead to ITA behaviours 
through procrastination (Anderson, 1987). Malicious envy creates pressure and fear among 
employees (Leheta et al., 2017), and such negative emotions, including anger, can trigger 
withdrawal behaviours (Fox et al., 2023). 

Another significant finding of the study is that LN also had a positive effect on ITA behaviours 
(H3). This finding indicates that LN may have negative effects on employees. (Campbell et al., 
2011). Huang et al. (2020) noted a negative relationship between LN and employee voice. 
Similarly, Liu et al. (2017) emphasised that LN reduces employees’ willingness to express 
themselves or provide criticism, which may lead to more passive behaviours. In addition, 
Carnevale et al. (2018) reported a positive relationship between LN and dysfunctional 
behaviours. Overall, these results suggest that the findings of this study are generally consistent 
with previous research. 

Subsequently, in this study, CS was found to be an important mediating variable between LN 
and employees’ withdrawal behaviours (H4). The emergence of both positive and negative 
results across studies investigating the effect of LN on employee behaviours has highlighted 
the need to introduce additional variables to understand the model’s internal mechanisms 
(Campbell et al., 2011; Zhang et al., 2023). In this context, revealing the mediating role of CS 
in the study offers a new perspective on how LN indirectly influences employee behaviours 
and makes an original contribution to the literature. Based on the findings, the theoretical, 
managerial, and practical implications of the research are outlined below. 

Implications 

Theoretical Implications 

This study provides some theoretical contributions by extending the existing literature on the 
variables examined. First, this is the first research study to comprehensively examine the 
relationships among LN, CS, and ITA.  Furthermore, the model is the first to explain these 
relationships together with the COR theory. In this context, the study addresses the theoretical 
gaps identified in previous research regarding the outcomes of LN and the antecedents and 
consequences of CS (Özkan et al., 2022; Üzüm & Özkan, 2022; Üzüm et al., 2023).  

Primarily, this study extends the literature on LN by highlighting its dark side and its impact 
on followers. The findings make a valuable contribution to the literature by showing that the 
dark side of LN affects followers and triggers the expression of CS, thereby drawing attention 
to a previously neglected relationship between LN and CS. In other words, the study shows 
that LN harms intra-organisational relationships by provoking negative emotional responses 
such as envy, competition, and hostility among employees. Antagonism (rivalry or 
entitlement), one of the three main factors of narcissism (Crowe et al., 2019; Krizan & 
Herlache, 2018), is a factor that explains LN’s behaviour towards individuals in organisational 
life (Gauglitz et al., 2023), and this trait constitutes the basis of LN’s dark side (Back et al., 
2013; Campbell & Campbell, 2009). In light of the findings, the view that LN, which is 
especially related to fear of failure and insecurity (Lange et al., 2016), may lead to the 
emergence of negative dynamics such as competitiveness, malicious envy, hostility, and social 
conflict is supported (Gauglitz et al., 2023; Lange et al., 2016; Mahadevan et al., 2019). This 
finding also shows that LN is not only an individual personality trait but also a factor that 
shapes the organisational climate. In this way, LN, which refers to the tendency to gain 
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superiority over other employees and protect one’s own greatness, facilitates the emergence of 
CS by revealing a tendency to exhibit feelings of hostility and competition (Helfrich & Dietl, 
2019). 

The research also deepens the literature on the negative effects of CS on employee behaviour. 
When ITA is evaluated from the perspective of the COR theory, it can be interpreted as a 
behavioural pattern driven by two distinct triggering processes. First, in managing resources 
effectively, employees tend to adopt ITA as a strategy to prevent excessive resource loss, which 
serves as a kind of defence mechanism. In other words, the feelings of ambition and 
competition that arise under the influence of CS further exacerbate the negativity in the 
employees’ perspective of events, leading them to engage in passive behaviours in line with 
the tendency to prevent resource loss, to avoid negative consequences triggered by envy 
(Boekhorst et al., 2024). In line with the literature, the second reason behind employees’ ITA-
based passive behaviours is associated with a tendency to harm the organisation or their 
colleagues (Farooq & Sultana, 2021). In particular, employees who experience malicious envy 
tend to display primarily active behaviours to harm the other party, but they also display passive 
behaviours (Bauer & Spector, 2015). Employees experiencing envy may display ITA 
behaviours aimed at harming the organisation or the envied individual, a tendency consistent 
with the literature (Cohen-Charash & Mueller, 2007). Similarly, other researchers have 
reported in studies among nurses that employees exposed to malicious envy may prefer to leave 
their jobs (Gan, 2022) or experience a decline in performance (Abbas et al., 2017). 

This study made another contribution to the literature by finding that LN positively affects ITA 
behaviours. LN is intolerant of criticism, developing defence mechanisms that involve using 
negative verbal (active) or nonverbal (passive) communication patterns in response to criticism 
(Fehn et al., 2021; Martin et al., 2016; Nevicka et al., 2018a). Such defensive communication 
patterns that support ITA behaviours may create a psychologically insecure work environment. 
By exhibiting ITA behaviours in such an environment, the LN avoids collaborating with others 
(Jørstad, 1996). Moreover, since the LN serves as a role model for employees (Den Hartog et 
al., 2020; Zhang et al., 2023), followers tend to display withdrawal behaviours that mirror the 
LN’s defensive reactions. From the COR theory perspective, this situation can be interpreted 
as employees exhibiting ITA behaviours to preserve their resources. In this sense, the results 
help to understand how LN’s self-protective defence mechanisms similarly prompt employees 
to display ITA behaviours as a reaction aimed at conserving their resources, reinforcing the 
core assumptions of the COR theory. In addition, followers who become tired of constantly 
meeting the LN’s special and self-centred demands may not obey the leader and exhibit ITA 
behaviours to disrupt the organisation’s workflow (Carnevale et al., 2018). Similar studies in 
the literature also emphasise that LN, by disrupting interpersonal relationships (Hochwarter & 
Thompson, 2012), lowers followers’ motivation, leads them to exhibit inefficient work 
behaviours (Cohen & Özsoy, 2021), and causes them to harbour hidden hostility toward the 
leader (Bergman et al., 2010; Carnevale et al., 2018). 

Consequently, the proposed model elucidates how LN elicits ITA through CS and contributes 
to the literature on LN and CS. In organisational hierarchies where prestige and status are at 
the forefront, nurses increase their status based on merit by possessing certain skills and 
abilities. In addition, although they take the leader’s ethical values, such as integrity, honesty, 
and transparency, as role models (Lange et al., 2016; Yue et al., 2023), they may also inherit 
the leader’s unethical talents and skills to achieve their goals and protect their resources. For 
this reason, nurses who take the dark side of the LN as a role model may exhibit emotions and 
behaviours that may harm their organisations under the influence of CS. 

Managerial Implications 
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Some managerial recommendations have also been made based on the results. First of all, 
managers should remember that they serve as role models for their employees (Den Hartog et 
al., 2020; Zhang et al., 2023) and should be aware that their narcissistic tendencies may lead to 
CS among employees. Therefore, it may be recommended that human resource management 
organise personal development programs for leaders who are negatively affected by LN (Fox 
et al., 2023) to improve their empathy skills, enhance their ability to regulate negative emotions 
that may arise towards events or individuals, and strengthen their interpersonal communication 
skills. In addition, by establishing an organisational culture based on cooperation, solidarity, 
and trust, it may also be aimed at reducing CS’s impact within the organisation. 

On the other hand, managers should not ignore that CS may lead to withdrawal behaviours that 
hinder organisational effectiveness. In this context, it may be recommended that managers set 
goals focused on the team’s collective success rather than on individual employee performance. 
Thus, it can be prevented that negative emotions such as anger trigger withdrawal behaviours 
among employees (Boekhorst et al., 2024; Fox et al., 2023). In addition, to prevent CS from 
leading to negative work behaviours that may arise from the tendency to pull others down to a 
lower position (Bauer & Spector, 2015; Braun et al., 2018), managers are advised to prioritise 
fair practices aimed at strengthening the perception of organisational justice among employees. 
In this regard, management may establish an AI-supported fair performance–reward system 
based on transparent criteria to minimise human biases. 

When the finding that LN triggers ITA, which is another result of the study, is evaluated from 
a managerial perspective, it is understood that individuals working with leaders who have high 
narcissistic tendencies gradually lose their sense of commitment to these leaders, begin to 
display negative emotions and behaviours (Zhang et al., 2018), and cause a decrease in 
organisational effectiveness. In this context, it may be recommended that managers schedule 
regular one-on-one meeting hours to strengthen employees’ sense of commitment to them. In 
addition, it may be suggested that management conduct regular surveys in which employees 
evaluate their leaders’ behaviour. This practice can support ongoing monitoring and 
enhancement of leadership processes. 

Finally, when evaluating the mediating role of CS in the effect of LN on ITA in terms of 
managerial practices, although it is quite challenging for employees to work with LN, senior 
management prefers to collaborate with leaders who have high narcissistic tendencies due to 
their characteristics such as risk-taking, competitiveness, and performance orientation. 
(Luchner et al., 2011; Zeigler-Hill et al., 2021). Accordingly, it may be recommended to 
establish training rooms (Zhu et al., 2024) and AI-supported training programs to support the 
personal development of both LN and the nurses who will work with these leaders. In these 
programs, the presence of electronic resources, educational videos or different materials with 
practice-based sample applications can improve the performance of nurses. It is very important 
for nurses working at a busy pace to have flexible access to these programs to strengthen their 
health service delivery and personal development. 

Practical Implications 

The findings of this study present several practical implications for nurses working in 
healthcare institutions. In settings where LN behaviours are common, it is crucial for nurses to 
recognise that these leadership styles can foster distrust within the team (Back et al., 2013; 
Morf & Rhodewalt, 2001; Ofei et al., 2022). For this reason, in the first stage, nurses should be 
made aware that they should not compete with the LN or present themselves as a threat to 
him/her, to protect themselves from the LN. In this context, non-work activities can be 
organised with the LN and nurses who are under the influence of narcissism to strengthen the 
existing relationship positively. On the other hand, nurses can be advised to communicate 
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openly about issues such as job expectations, goals, and objectives that may be perceived as 
competitors to the LN. Another practical recommendation of the study is focused on how LN 
can manage organisational CS. Those who are confident in themselves and their abilities are 
less affected by negative emotions such as competitive envy, malicious envy, hostility, and 
social conflict (Gauglitz et al., 2023; Lange et al., 2016; Mahadevan et al., 2019). In this 
context, in the second stage, instead of suppressing their feelings of envy or competition, nurses 
who recognise these emotions and take short breaks during busy periods may help reduce their 
emotional strain. Additionally, establishing peer support groups where nurses can share their 
experiences might strengthen their social resources and help decrease feelings of envy and 
isolation. 

On the other hand, in line with the findings that CS triggers ITA behaviours, it is important to 
create supportive work environments that will reduce competition and envy among nurses. In 
this context, it is important for nurses to communicate openly with their teammates about their 
goals, expectations, duties, and responsibilities. In addition, another important point that should 
not be overlooked is that they should not avoid giving constructive feedback to colleagues in 
need of help or asking for support from their coworkers when necessary. 

Another practical implication of the study is related to how ITA behaviours triggered by LN 
can be managed. The excessive focus of leaders with high narcissistic tendencies on individual 
achievement may create distrust within the team, thereby increasing the tendency toward 
withdrawal among nurses (Bernerth, 2022). Therefore, it may be recommended that nurses 
improve their skills in setting boundaries, building psychological resilience, and coping with 
stress. In addition, the transparency of LN, especially in reward, promotion, and recruitment 
decisions, may strengthen nurses’ perception of organisational justice and prevent withdrawal 
behaviours (Ali & Johl, 2020). 

Finally, as a practical implication for reducing the indirect effect of LN on ITA through CS, it 
may be recommended that nurses develop a strong professional identity within the 
organisation. Building this professional identity through a consistent, dedicated, and ethical 
work approach can help colleagues respect rather than envy them. Therefore, nurses with a 
reputable professional identity are likely to avoid ITA behaviours to protect their reputation. 

Limitations and Future Research 

Despite the study’s theoretical, managerial and practical implications, it has some limitations. 
First, the use of convenience sampling may limit the representativeness of the findings. To 
address this limitation, future studies should explore more reliable sampling methods, such as 
stratified random sampling. This approach improves the representativeness of the samples and 
helps to minimise bias (Creswell & Creswell, 2017). Second, the results cannot be generalised 
to the entire healthcare sector, as the sample covers only one employee category. Each sector’s 
unique dynamics can significantly impact the behaviour and outcomes analysed, and these 
dynamics might not apply to other sectors (Pfeffer, 1994). To overcome this constraint, future 
research should incorporate multiple sectors into the analysis. This can be accomplished by 
conducting studies that gather data from various industries. This will enable the analysis of 
industry-specific impacts and yield a more thorough comprehension of the phenomena being 
studied. Third, the study was conducted only in Türkiye, which is a limitation of the research, 
as cultural characteristics were ignored. Fourth, the study measured LN using narcissism, a 
sub-dimension of the dark triad scale developed by Jonason and Webster (2010). Carnevale et 
al. (2018) and Liu et al. (2017) used the narcissistic personality inventory to measure LN. This 
indicates that no direct scale exists to measure LN. Therefore, a scale can be developed for LN. 
Another study limitation is the lack of distinction between nurses working in private and public 
hospitals. Furthermore, it could not be determined whether the relationships between the 
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variables were affected by a specific process, so it is recommended that future research should 
be longitudinally designed (Özkan et al., 2023; Özkan et al., 2024b). Furthermore, although 
the study examined the effects of LN and CS on ITA, the study can be replicated by including 
additional variables in the model. For this reason, the mediating or moderating effects of 
variables such as justice, emotional intelligence, psychological capital, burnout, and cynicism 
can be examined in future studies. In addition, a mixed-methods approach, combining 
quantitative and qualitative methods, may be employed. 

Conclusion 

This study found that LN caused employees to exhibit withdrawal behaviour (ITA) and that 
CS played a mediating role in this relationship. Based on the COR theory, the study expanded 
the existing literature on LN and CS by analysing these among healthcare employees in Türkiye 
and highlighted avenues for future research by contributing to the health sector. 

References 

Abbas, N., Ali, S.F., & Fizza, S. (2017). Impact of envy on interpersonal conflict with 
mediating role of schadenfreude and moderating role of work ethics among nurses in Pakistan. 
Jinnah Business Review, 5(1), pp.46-56. 

Ali, K., & Johl, S.K. (2020). Impact of nurse supervisor on social exclusion and 
counterproductive behaviour of employees. Cogent Business & Management, 7(1), 
pp.1811044. https://doi.org/10.1080/23311975.2020.1811044 

Anderson, R. (1987). Envy and jealousy. Journal of College Student Psychotherapy, 1(4), 
pp.49–81. https://doi.org/10.1300/J035v01n04_04  

Back, M.D. (2018). The narcissistic admiration and rivalry concept. In: Hermann, A., Brunell, 
A. & Foster, J. (Eds.) Handbook of Trait Narcissism. Cham: Springer. 
https://doi.org/10.1007/978-3-319-92171-6_6 

Back, M. D., Küfner, A. C., Dufner, M., Gerlach, T. M., Rauthmann, J. F., & Denissen, J. 
J. (2013). Narcissistic admiration and rivalry: Disentangling the bright and dark sides of 
narcissism. Journal of Personality and Social Psychology, 105(6), pp.1013–1037. 
https://doi.org/10.1037/a0034431 

Bergman, J.Z., Westerman, J.W. & Daly J.P. (2010). Narcissism in management education. 
Academy of Management Learning & Education, 9(1), pp.119-131. 
https://doi.org/10.5465/amle.9.1.zqr119 

Bernerth, J.B. (2022). 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, 177(3), pp.533-546. https://doi.org/10.1007/s10551-020-04595-1 

Benson, A.J., & Jordan, C.H. (2018). Narcissistic followership. In Handbook of Trait 
Narcissism, (pp. 409–414). Cham: Springer. 

Boekhorst, J.A., Basir, N., & Malhotra, S.  (2024). Star light, but why not so bright? A process 
model of how incumbents influence star newcomer performance. Academy of Management 
Review, 49(1), pp.56-79. https://doi.org/10.5465/amr.2020.0519  

Bosson, J. K., Lakey, C. E., Campbell, W. K., Zeigler‐Hill, V., Jordan, C. H., & Kernis, M. H. 
(2008). Untangling the links between narcissism and self‐esteem: A theoretical and empirical 
review. Social and Personality Psychology Compass, 2(3), pp.1415-1439. 
https://doi.org/10.1111/j.1751-9004.2008.00089.x 



  

Vol. 12, no.4, Winter, 2025  106 
 

Braun, S. (2017). Leader narcissism and outcomes in organizations: A review at multiple levels 
of analysis and implications for future research. Frontiers in Psychology, 8, 773. 
https://doi.org/10.3389/fpsyg.2017.00773 

Braun, S., Aydin, N., Frey, D., & Peus, C. (2018). Leader narcissism predicts malicious envy 
and supervisor-targeted counterproductive work behavior: Evidence from field and 
experimental research.” Journal of Business Ethics, 151, 725–741. 
https://doi.org/10.1007/s10551 

Brislin, R.W. (1980). Translation and content analysis of oral and written materials. In Triandis 
HC, Lambert WW (Eds.) Handbook of Cross-Cultural Psychology, (pp. 349–444). Allyn & 
Bacon. 

Brummelman, E., Nevicka, B. & O’Brien, J.M. (2021). Narcissism and leadership in children. 
Psychological Science, 32(3), 354-363. https://doi.org/10.1177/0956797620965536 

Bulloch, H.C.M. (2013). Concerning constructions of self and other: Auto-racism and 
imagining Amerika in the Christian Philippines. Anthropological Forum, 23(3), pp. 221-241. 

Buhr, K., & Dugas, M. (2002). The intolerance of uncertainty scale: Psychometric properties 
of the English version. Behaviour Research and Therapy, 40(8), pp.931–
945. https://doi.org/10.1016/s0005-7967(01)00092-4  

Campbell, W.K., & Campbell, S.M. (2009). On the self-regulatory dynamics created by the 
peculiar benefits and costs of narcissism: A contextual reinforcement model and examination 
of leadership. Self and Identity, 8(2–3), pp. 214–232. 
https://doi.org/10.1080/15298860802505129 

Campbell, W.K., Hoffman, B.J., Campbell, S.M., & Marchisio, G. (2011). Narcissism in 
organizational contexts. Human Resource Management Review, 21, pp. 268–84. 
https://doi.org/10.1016/j.hrmr.2010.10.007 

Carnevale, J.B., Huang, L., & Harms, P.D. (2018). Leader consultation mitigates the harmful 
effects of leader narcissism: A belongingness perspective. Organizational Behavior and 
Human Decision Processes, 146, pp.76-84. https://doi.org/10.1016/j.obhdp.2018.04.003 

Channa, N.A., Bhutto, M.H., Bhutto, M., Bhutto, N.A., & Tariq, B. (2022). Capturing 
customer’s store loyalty through relationship benefits: Moderating effect of retail innovation. 
European Business Review, 34(1), pp.20-40. https://doi.org/10.1108/ebr-09-2019-0179  

Creswell, J.W., & Creswell, J.D. (2017). Research design: qualitative, quantitative, and mixed 
methods approaches. Sage Publications. 

Crowe, M.L., Lynam, D.R., Campbell, W.K., & Miller, J.D. (2019). Exploring the structure of 
narcissism: Toward an integrated solution. Journal of Personality, 87(6), pp.1151-1169. 
https://doi.org/10.1111/jopy.12464 

Cohen, J. (1988). Statistical power analysis for the behavioral sciences. Mahwah, NJ: 
Lawrence Erlbaum.  

Cohen-Charash, Y., & Mueller, J.S. (2007). Does perceived unfairness exacerbate or mitigate 
interpersonal counterproductive work behaviors related to envy? Journal of Applied 
Psychology, 92(3), pp. 666–680.  https://doi.org/10.1037/0021-9010.92.3.666 

Cohen, A., & Özsoy, E. (2021). Dark triad and situational variables and their relationship to 
career success and counterproductive work behaviors among employees in Turkey. 
International Journal of Workplace Health Management, 14(5), pp.506-525. 
https://doi.org/10.1108/IJWHM-02-2020-0019  



  

Vol. 12, no.4, Winter, 2025  107 
 

Dash, G., & Paul, J. (2021). CB-SEM vs PLS-SEM methods for research in social sciences and 
technology forecasting. Technological Forecasting and Social Change, 173: 121092. 
https://doi.org/10.1016/j.techfore.2021.121092 

Den Hartog, D.N., De Hoogh, A.H., & Belschak, F.D. (2020). Toot your own horn? Leader 
narcissism and the effectiveness of employee self-promotion. Journal of Management, 46(2),  
pp.261-286. https://doi.org/10.1177/0149206318785240 

D’Souza, M.F., & Lima, G.A.S.F. (2021). Narcissism, risk and uncertainties: Analysis in the 
light of prospect and fuzzy-trace theories. RAUSP Management Journal, 56, pp.129-
147.  https://doi.org/10.1108/RAUSP-10-2019-0226  

Engelen, A., Neumann, C., & Schmidt, S. (2016). Should entrepreneurially oriented firms have 
narcissistic CEOs? Journal of Management, 42(3), pp.698-721. 
https://doi.org/10.1177/0149206313495413 

Farooq, R., & Sultana, A. (2021). Abusive supervision and its relationship with knowledge 
hiding: The mediating role of distrust. International Journal of Innovation Science, 13(5), pp. 
709-731. https://doi.org/10.1108/IJIS-08-2020-0121 

Fehn, T., & Schütz, A. (2021). What you get is what you see: Other-rated but not self-rated 
leaders’ narcissistic rivalry affects followers negatively.  Journal of Business Ethics, 174, pp. 
549–566. https://doi.org/10.1007/s10551-020-04604-3 

Fornell, C., & Larcker, D.F. (1981). Evaluating structural equation models with unobservable 
variables and measurement error. Journal of Marketing Research, 18(1), pp.39-
50. https://doi.org/10.2307/3151312  

Fox, F.R., Smith, M.B., & Webster, B.D. (2023). Take your ethics and shove it! Narcissists’ 
angry responses to ethical leadership. Personality and Individual Differences, 204, 112032. 
https://doi.org/10.1016/j.paid.2022.112032 

Gan, I. (2022). Understanding the causes and consequences of envy among nurses: A scoping 
review. Journal of Nursing Management, 30(7), pp.2825-2832.  
https://doi.org/10.1111/jonm.13695 

Gauglitz, I.K., Schyns, B., Fehn, T., & Schütz, A. (2023). The dark side of leader narcissism: 
The relationship between leaders’ narcissistic rivalry and abusive supervision. Journal of 
Business Ethics, 185(1), pp.169-184. https://doi.org/10.1007/s10551-022-05146-6 

Gupta, V., Mittal, S., Ilavarasan, P.V., & Budhwar, P. (2022). Payfor-performance, procedural 
justice, OCB and job performance: A sequential mediation model. Personnel Review, ahead-
of-print. https://doi.org/10.1108/PR-11-2021-0782 

Hair, J.F., Black, W.C., Babin, B.J., & Anderson, R.E. (2014). Multivariate data analysis. 
London: Pearson. 

Hair Jr., J.F., Hult, G.T.M., Ringle, C., & Sarstedt, M. (2017). A primer on partial least squares 
structural equation modeling (PLS-SEM). Los Angeles: Sage Publications. 

Hair, J.F., Risher, J.J., Sarstedt, M., & Ringle, C.M. (2019). When to use and how to report the 
results of PLS-SEM. European Business Review, 31(1), pp.2-24. https://doi.org/ 
10.1016/j.jbusres.2019.11.069 

Hair, J.F., Howard, M.C., & Nitzl, C. (2020). Assessing measurement model quality in PLS-
SEM using confirmatory composite analysis. Journal of Business Research, 109, pp.101-110. 
https://doi.org/ 10.1016/j.jbusres.2019.11.069 

Harman, H.H. (1979). Modern factor analysis. Chicago: University of Chicago Press.  



  

Vol. 12, no.4, Winter, 2025  108 
 

Helfrich, H., & Dietl, E. (2019). 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, 28(2), pp.259–271. 
https://doi.org/10.1080/1359432X.2019.1575365 

Henseler, J., Christian, M.R., & Marko, S. (2015). A new criterion for assessing discirimant 
validity in variance-based structural equation modeling. Journal of the Academy of Marketing 
Science, 43(1), pp.115-135. https://doi.org/10.1007/s11747-014-0403-8 

Hobfoll, S.E. (2011). Conservation of resource caravans and engaged settings. Journal of 
Occupational and Organizational Psychology, 84(1), pp.116-122. 
https://doi.org/10.1111/j.2044-8325.2010.02016.x 

Hobfoll, S.E, Halbesleben, J., Neveu, J.P., & Westman, M. (2018).  Conservation of resources 
in the organizational context: The reality of resources and their consequence. Annual Review 
of Organizational Psychology and Organizational Behavior, 5, pp.103-128. 
https://doi.org/10.1146/annurev-orgpsych-032117-104640 

Hochwarter, W.A., & Thompson, K.W. (2012). Mirror, mirror on my boss’s wall: Engaged 
enactment’s moderating role on the relationship between perceived narcissistic supervision and 
work outcomes. Human Relations, 65, pp. 335–366. 
https://doi.org/10.1177/0018726711430003 

Hodson, G., Book, A., Visser, B.A., Volk, A.A., Ashton, M.C., & Lee, K. (2018). Is the dark 
triad common factor distinct from low honesty-humility? Journal of Research in 
Personality, 73, pp.123-129. https://doi.org/10.1016/j.jrp.2017.11.012 

Huang, L., Krasikova, D.V., & Harms, P.D. (2020). Avoiding or embracing social 
relationships? A conservation of resources perspective of leader narcissism, leader–member 
exchange differentiation, and follower voice. Journal of Organizational Behavior, 41(1), 
pp.77-92. https://doi.org/10.1002/job.2423 

Jemal, A. (2022). Critical clinical social work practice: Pathways to healing from the molecular 
to the macro. Clinical Social Work Journal, pp.1-16. https://doi.org/10.1007/s10615-022-
00843-1 

Jonason, P.K., & Webster, G.D. (2010). The dirty dozen: A concise measure of the dark triad. 
Psychological Assessment, 22(2), pp.420–432. https://doi.org/10.1037/a0019265 

Jørstad, J. (1996). Narcissism and leadership: some differences in male and female leaders. 
Leadership & Organization Development Journal, 17(6), pp.17-23. 
http://dx.doi.org/10.1108/01437739610130528 

Karatepe, O.M., Okumus, F., Nosrati, S., & Gurcham, K. (2023). Test of a serial mediation 
model of Machiavellian leadership among hospitality and tourism employees. International 
Journal of Hospitality Management, 111, 103462. https://doi.org/10.1016/j.ijhm.2023.103462 

Kaufman, S.B., Weiss, B., Miller, J.D., & Campbell, W.K. (2020). Clinical correlates of 
vulnerable and grandiose narcissism: A personality perspective. Journal of Personality 
Disorders, 34(1), pp.107-130. https://doi.org/10.1521/pedi_2018_32_384 

Khanam, Z., & Tarab, S. (2023). A moderated-mediation model of the relationship between 
responsible leadership, citizenship behavior and patient satisfaction. IIM Ranchi Journal of 
Management Studies, 2(1), pp.114-134. https://doi.org/ 10.1108/IRJMS-07-2022-0076 

Kim, H., & Jang, E. (2023). Workplace ostracism effects on employees’ negative health 
outcomes: Focusing on the mediating role of envy. Behavioral Sciences, 13(8), 669. 
https://doi.org/10.3390/bs13080669 



  

Vol. 12, no.4, Winter, 2025  109 
 

Kornilova, T., & Krasavtseva, Y. (2017). Role of the dark triad traits and attitude towards 
uncertainty in decision-making strategies in managers. Social Sciences and Psychology, 6(6), 
pp.187-195. https://doi.org/10.11648/j.ss.20170606.17 

Krizan, Z., & Herlache, A.D. (2018). The narcissism spectrum model: A synthetic view of 
narcissistic personality. Personality and Social Psychology Review, 22, pp.3–31. 
https://doi.org/10.1177/1088868316685018 

Lange, J., Crusius, J., & Hagemeyer, B. (2016). The evil queen’s dilemma: Linking narcissistic 
admiration and rivalry to benign and malicious envy. European Journal of Personality, 30(2), 
pp.168-188. https://doi.org/10.1002/per.2047 

Leheta, D., Dimotakis, N., & Schatten, J. (2017). The view over one’s shoulder: The causes 
and consequences of leader’s envy of followers. The Leadership Quarterly, 28(3), pp.451-468. 
https://doi.org/10.1016/j.leaqua.2016.12.002 

Li, M., Xu, X., & Kwan, H.K. (2023). The antecedents and consequences of workplace envy: 
A meta-analytic review. Asia Pacific Journal of Management, 40(1), pp.1-35. 
https://doi.org/10.1007/s10490-021-09772-y 

Liao, S., Zhou, X., Guo, Z., & Li, Z. (2019). How does leader narcissism influence employee 
voice: The attribution of leader impression management and leader-member 
exchange. International Journal of Environmental Research and Public Health, 16(10), pp. 
1819. https://doi.org/10.3390/ijerph16101819 

Lith, L.V. (2017). Breaking the pattern: Women leading social movement organizations in the 
Netherlands. (Master Thesis Sociology). Universiteit Van Amsterdam, Amsterdam.  

Liu, H., Chiang, J.T.J., Fehr, R., Xu, M., & Wang, S. (2017). How do leaders react when treated 
unfairly? Leader narcissism and self-interested behavior in response to unfair 
treatment. Journal of Applied Psychology, 102(11), pp.1590. 
https://doi.org/10.1037/apl0000237 

Liu, X., Zheng, X., Li, N., Yu, Y., Harms, P.D., & Yang, J. (2022). Both a curse and a blessing? 
A social cognitive approach to the paradoxical effects of leader narcissism. Human 
Relations, 75(11), pp.2011-2038. https://doi.org/10.1177/00187267211015925 

Lin, F., Ren, X., & Ding, G. (2023). How responsible leadership improves stakeholder 
collective performance in construction projects: The empirical research from China. Project 
Management Journal, 0(0). https://doi.org/10.1177/87569728231208097 

Long, J., Liu, H., & Shen, Z. (2023). Narcissistic rivalry and admiration and knowledge hiding: 
Mediating roles of emotional exhaustion and interpersonal trust. Journal of Knowledge 
Management, 28(1), pp.1-26. https://doi.org/10.1108/JKM-11-2022-0860 

Luchner, A.F., Houston, J.M., Walker, C., & Houston, M.A. (2011). Exploring the relationship 
between two forms of narcissism and competitiveness. Personality and Individual Differences, 
51(6), pp.779–782. https://doi.org/https://doi.org/10.1016/j.paid.2011.06.033 

Lynch, J., McGregor, A., & Benson, A.J. (2022). My way or the highway: Narcissism and 
dysfunctional team conflict processes. Group Processes & Intergroup Relations, 25(4), 
pp.1157-1171. https://doi.org/10.1177/13684302211001944 

Madera, J.M., & Smith, D.B. (2009). The effects of leader negative emotions on evaluations of 
leadership in a crisis situation: The role of anger and sadness. The Leadership Quarterly, 20, 
pp.103–114. https://doi.org/10.1016/j.leaqua.2009.01.007 



  

Vol. 12, no.4, Winter, 2025  110 
 

Mahadevan, N., Gregg, A.P., & Sedikides, C. (2019). Is self-regard a sociometer or a 
hierometer? Self-esteem tracks status and inclusion, narcissism tracks status. Journal of 
Personality and Social Psychology, 116(3), pp.444–466. https://doi.org/10.1037/pspp0000189 

Mahadevan, N., & Jordan, C. (2022). Desperately seeking status: How desires for, and 
perceived attainment of, status and inclusion relate to grandiose and vulnerable 
narcissism. Personality and Social Psychology Bulletin, 48(5), pp.704-717. 
https://doi.org/10.1177/01461672211021189 

Martin, S.R., Côté, S., & Woodruff, T. (2016). Echoes of our upbringing: How growing up 
wealthy or poor relates to narcissism, leader behavior, and leader effectiveness. Academy of 
Management Journal, 59(6), pp.2157–2177. https://doi.org/10.5465/amj.2015.0680 

Miller, C.D. (2019). Exploring the crabs in the barrel syndrome in organizations.  Journal of 
Leadership & Organizational Studies, 26(3), pp.352-371. 
https://doi.org/10.1177/1548051819849009 

Mohd Shamsudin, F., Hamouche, S., Abdulmajid Cheikh Ali, D., Bani-Melhem, S., & Jamal 
Bani-Melhem, A. (2023). Why do employees withhold knowledge? The role of competitive 
climate, envy and narcissism. Journal of Knowledge Management, 27(7), pp.1925-1947. 
https://doi.org/10.1108/JKM-02-2022-0133 

Morf, C.C., & Rhodewalt, F. (2001). Unraveling the paradoxes of narcissism: A dynamic 
selfregulatory processing model. Psychological Inquiry, 12, pp.177–196. 
https://doi.org/10.1207/S15327965PLI1204_1 

Mousa, M., Abdelgaffar, H.A., Aboramadan, M., & Chaouali, W. (2021). Narcissistic 
leadership, employee silence, and organizational cynicism: A study of physicians in Egyptian 
Public Hospitals. International Journal of Public Administration, 44(15), pp.1309-
1318. https://doi.org/10.1080/01900692.2020.1758719 

Murphy, M. (2002). Organisational Change and Firm Performance. Paris: OECD Publishing. 

Nevicka, B., De Hoogh, A.H.B., Den Hartog, D.N., & Belschak, F.D. (2018a). Narcissistic 
leaders and their victims: Followers low on self-esteem and low on core self-evaluations suffer 
most. Frontiers in Psychology, 9, pp.1–14. https://doi.org/10.3389/fpsyg.2018.00422 

Nevicka, B., Van Vianen, A.E., De Hoogh, A.H., & Voorn, B. (2018b). Narcissistic leaders: 
An asset or a liability? Leader visibility, follower responses, and group-level 
absenteeism. Journal of Applied Psychology, 103(7), pp.703-
723. https://doi.org/10.1037/apl0000298 

Nguyen, N., Pascart, S., & Borteyrou, X. (2021). The dark triad personality traits and work 
behaviors: A person-centered approach. Personality and Individual Differences, 170: 110432.  
https://doi.org/10.1016/j.paid.2020.110432 

O’Connor, B.P. (2000). SPSS and SAS programs for determining the number of components 
using parallel analysis and Velicer’s MAP test. Behavior Research Methods, Instruments, and 
Computers, 32(3), pp. 396-402. https://doi.org/10.3758/bf03200807  

Ofei, A.M.A., Paarima, Y., Barnes, T., & Poku, C.A. (2022). Toxic leadership behaviour of 
nurse managers on perceived job satisfaction and productivity of nursing workforce in sub‐
Saharan Ghana: A multi‐centre cross‐sectional study. Journal of Nursing Management, 30(7), 
pp.2733-2742. https://doi.org/10.1111/jonm.13741 

Özdemir, Y., & Üzüm, B. (2019). Yengeç sendromu. In: Kaygın E, Kosa G (Eds.) Örgütsel 
Davranış (pp.125-138). Konya: Eğitim Kitapevi. 



  

Vol. 12, no.4, Winter, 2025  111 
 

Özkan, O.S., Üzüm, B., & Gülbahar, Y. (2022). Reflection of crab syndrome on innovative 
behaviors: Mediator role of perceived organizational support and an application in information 
technologies enterprises. Doğuş Üniversitesi Dergisi, 23(2), pp.329-343. https://doi.org/ 
10.31671/doujournal.1033247 

Özkan, O.S., Huertas-Valdivia, I., & Üzüm, B. (2023). Fostering employee promotive voice in 
hospitality: The impact of responsible leadership. Tourism Management Perspective, 49, 
pp.101186. https://doi.org/10.1016/j.tmp.2023.101186 

Özkan, O.S., Üzüm, B., & Aksoy Kürü, S. (2024a). How does responsible leadership affect 
healthcare professionals’ customer-oriented organizational citizenship behaviors? Mediating 
and moderating effect analysis. Current Psychology, 43(17), pp.15689-15704. 
https://doi.org/10.1007/s12144-023-05521-0 

Özkan, O.S., Üzüm, B., & Gülbahar, Y. (2024b). Unveiling creativity among the textile sector: 
An inquiry into the effect of leader vision and the crab syndrome. Journal of Management 
Development, 43(3), pp.283-302. https://doi.org/10.1108/JMD-05-2023-0141 

Özkan, O.S., Huertas-Valdivia, I., Üzüm, B., & Contreras-Gordo, I. (2025a). Responsible 
leadership and job embeddedness in hospitality: The role of managers’ light-triad personality 
and employees’ prosocial identity. International Journal of Hospitality Management, 131, 
104351, pp.1-12. https://doi.org/10.1016/j.ijhm.2025.104351 

Özkan, O.S. & Üzüm, B., Şenol, L., & Aksoy, M. (2025b). From job stress to social loafing: 
Can job instrumentality exacerbate employees’ perceptions of both phenomena? 
Sosyoekonomi, 33(66), pp.307-324. https://doi.org/10.17233/sosyoekonomi.2025.04.14 

Pfeffer, J. (1994). Competitive advantage through people: Unleashing the power of the work 
force. Harvard Business Press. 

Rosenthal, S.A., & Pittinsky, T.L. (2006). Narcissistic leadership. The Leadership Quarterly, 
17(6), pp.617–633. https://doi.org/10.1016/j.leaqua.2006.10.005 

Roberts, R., Woodman, T., & Sedikides, C. (2018). Pass me the ball: Narcissism in 
performance settings. International Review of Sport and Exercise Psychology, 11(1), pp.190-
213. https://doi.org/10.1080/1750984X.2017.1290815 

Sarı, S., & Dağ, İ., (2009). Psychometric properties of Turkish versions of intolerance of 
uncertainty scale (IUS), why worry-II scale (WW-II) consequences of worrying scale (COWS). 
Anatolian Journal of Psychiatry, 10(4), pp.261-270.  

Spacey, S. (2015). Crab mentality, cyberbullying and “name and shame” rankings. 
https://www.srl.to/u5e2dNha/Crab%20Mentality%2C%20Cyberbullying%20and%20Name%
20and%20 Shame%20Rankings.pdf. (Accessed on: 16.11.2023). 

Soper, D. (2015). A-priori sample size calculator for structural equation models [Software]. 
Available at: https://www.danielsoper. com/statcalc/calculator.aspx?id589 

Spurk, D., Hofer, A. & Kauffeld, S. (2021). Why does competitive psychological climate 
foster or hamper career success? The role of challenge and hindrance pathways and leader-
member-exchange. Journal of Vocational Behavior, 127, pp.103542, 
https://doi.org/10.1016/j.jvb.2021.103542.  

Treadway, D.C., Yang, J., Bentley, J.R., Williams, L.V., & Reeves, M. (2017). The impact of 
follower narcissism and LMX perceptions on feeling envied and job performance. The 
International Journal of Human Resource Management, 30(7), pp.1181–1202. 
https://doi.org/10.1080/09585192.2017.1288151 



  

Vol. 12, no.4, Winter, 2025  112 
 

Üzüm, B., & Özdemir, Y. (2020). Crab syndrome “If I can’t do it, you can’t do it”: Scale 
development study. Journal of Organizational Behavior Research, 5(2), pp.241-252.   

Üzüm, B., Özdemir, Y., Köse, S., Özkan, O.S., & Şeneldir, O. (2022). Crab barrel syndrome: 
Looking through the lens of type A and type B Personality theory and social comparison 
process. Frontiers in Psychology, 13, 792137. https://doi.org/10.3389/fpsyg.2022.792137.  

Üzüm, B., & Özkan, O.S. (2023). Understanding supervisor’s crab syndrome in the private 
security sector: A mediation model, Istanbul Business Review, 52(2), pp.361-380 
https://doi.org/10.26650/ibr.2023.52.1102975 

Üzüm, B., Samancı, S., & Özkan, O.S. (2024). Analys൴ng crab syndrome through the 
perspect൴ve of l൴fe h൴story theory. South Afr৻can Journal of Bus৻ness Management, 55(1), 
pp.a4592. https://do൴.org/10.4102/ sajbm.v55൴1.4592 

Van de Ven, N., Zeelenberg, M., & Pieters, R. (2009). Leveling up and down: the experiences 
of benign and malicious envy. Emotion, 9(3), pp.419–429. https://doi.org/10.1037/a0015669 

Waldman, D.A., Wang, D., Hannah, S.T., Owens, B.P., & Balthazard, P.A. (2018). 
Psychological and neurological predictors of abusive supervision. Personnel 
Psychology, 71(3), pp.399-421 https://doi.org/10.1111/peps.12262 

Wang, Z., Yang, S., Li, X., Liu, P., & Liu, N. (2024). To share or not to share? A double-edge 
effect of narcissism on knowledge sharing in hospitality. International Journal of Hospitality 
Management, 117, 103637. https://doi.org/10.1016/j.ijhm.2023.103637 

Xiang, Y., Deng, X., & Li, X. (2023). How moral disgust affects aggression: The mediating 
roles of benign and malicious envy. Deviant Behavior, 45(2), 192–203. 
https://doi.org/10.1080/01639625.2023.2244114 

Yue, L., Men, C., & Ci, X. (2023). Linking perceived ethical leadership to workplace cheating 
behavior: A moderated mediation model of moral identity and leader-follower value 
congruence. Current Psychology, 42, pp.22265-22277. https://doi.org/10.1007/s12144-022-
03279-5 

Zeigler-Hill, V., Sauls, D., & Malay, P. (2021). Through the eyes of Narcissus: Competitive 
social worldviews mediate the associations that narcissism has with ideological attitudes. Self 
and Identity, 20(6), pp.811-840. https://doi.org/10.1080/15298868.2020.1779118 

Zhang, G., Wang, H., & Li, M. (2023). Leader narcissism, perceived leader narcissism, and 
employee outcomes: The moderating effect of goal congruence. Journal of Business 
Research, 166, pp.114115. https://doi.org/10.1016/j.jbusres.2023.114115 

Zhang, P., Li, S., Liu, W., Han, Y., & Muhammad, N.A. (2018). Exploring the role of moral 
disengagement in the link between perceived narcissistic supervision and employees’ 
organizational deviance: A moderated mediation model. Asian Journal of Social Psychology, 
21(4), pp.223-236. https://doi.org/10.1111/ajsp.12323 

Zhu, Y., Wang, Z., Zhong, Y., Duan, X., & Qu, B. (2024). The mediating role of work-related 
perceptions in the relationship between empathy and self-perceived clinical performance of 
residents in China: A multi-center cross-sectional study. Patient Education and Counseling, 
119, pp.108089. https://doi.org/10.1016/j.pec.2023.108089 


