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The COVID-19 pandemic gave rise to social and economic problems and pose a threat
to most of enterprise. Faced with crisis and challenge, effective leaders and devoted
employees are important factors for enterprises to overcome difficulties. We propose
a moderated mediation model wherein narcissistic leader predicts subordinate’s
followership through leader self-interest behavior perceived by subordinates, with
organizational identification of leader acting as the contextual condition. Two-wave data
collected from 303 employees in the manufacturing and technology industry in China
supported our hypothesized model. We found that narcissistic leader has negative
impact on subordinates’ followership due to their perception of leader’s self-interest
behavior. Further, organizational identification of leader plays a moderate role in the
relationship between narcissistic leader and subordinates’ followership. Theoretical and
practical implications are discussed. We also offer several promising directions for
future research.
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INTRODUCTION

The sudden COVID-19 pandemic caught a large number of companies facing crisis, in the
uncertain external environment, subordinates hope to have a effective leader who can lead the
enterprise to overcome difficulties and thereby enhance their psychological security (Abbas et al.,
2021a). However, for companies and leaders, subordinate with high followership is a significant
factor for stabilizing organizational performance (Whitlock, 2013). Scholars have found that
positive styles of leadership, such as authentic leadership, transformational leadership, charismatic
leadership and servant leadership play a positive effect on the followership of subordinates (Miller
et al., 2004; Leroy et al., 2015; Abbas et al., 2020, 2021c). However, compared with a more certain
external environment, individuals with narcissistic traits are more likely to become leaders in the
case of uncertainty and show more effectiveness in crisis management (Nevicka et al., 2013; Watts
et al., 2013). But for narcissistic leaders, whether they are infinitely charismatic or so annoying
remains to be seen. Leadership research needs more perspectives, the narcissism of organizational
leaders should not be overlooked, even though transformational leaders have the power to affect
others in positive ways. When a company’s executives are afflicted with narcissism, it can cause
the organization to run at a dangerously high level, accelerating or exacerbating its downfall
(Wowak et al., 2017).

Most studies show that narcissism in leaders can be detrimental to employees and their
organizations. For instance, narcissistic leaders will encroach on employees’ rights and interests,
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weaken employees’ autonomy and boost their pressure (Nevicka
et al., 2018a), and often make employees intimidated due to
negative aspects of arrogance, hostility and manipulation (Leckelt
et al., 2015), lead to counter-productive work behavior and
workplace deviation of subordinates (Penney and Spector, 2010),
keep down honesty in communication and subordinates’ trust
in leaders (Benson and Hogan, 2008). However, some scholars
have found out that narcissistic leaders can win the followership
of their subordinates by their acts of humility (Owens et al.,
2015), and motivate their employees with enthusiastic and
spiritual description, making the employees sincerely committed
to the leader and dedicated to the organization (Rosenthal and
Pittinsky, 2006). Thus, it can be seen that there are inconsistent
results for the impact of narcissistic leaders on employees’ attitude
and behavior, and more empirical studies are needed to verify
the impact of narcissistic leaders on subordinates’ behavior
(Owens et al., 2015).

Narcissistic leaders are egoists who take use of the leading
power strictly in accordance with their own interests, and the
important motivation for their behaviors is to satisfy their own
needs. In addition to serving the organization, in most cases they
use all available resources to improve themselves, and think of
it as a way to gain their own sense of superiority (Resick et al.,
2009). Studies from some scholars have confirmed that there is a
negative relationship between narcissism and altruistic behavior
(Peterson et al., 2012). There are also studies indicating that when
narcissistic leaders encounter unfair treatment, self-interested
behavior will be stimulated (Liu et al., 2017). In conclusion,
this study aims to find ways to reduce the negative impact of
self-interested behavior on subordinates.

Previous studies have proved that narcissistic leaders have
strong self-centered and self-interested motives (Williams, 2014).
Thus, even in the absence of external environmental stimulation,
they will still take certain self-interested behavior for the sake of
self-interest or self-improvement, making it quite necessary to
explore what factors can reduce their self-interested motivation
or self-interested behavior. Studies have shown that a high
organizational identification can lead individuals to produce
behavior and desire to assist members of the organization (Blader
et al., 2007; Boivie et al., 2011). When a leader has a high
organizational identification, he or she will give priority to
organizational goals and benefits, this seems to run counter to the
trait that narcissistic leaders pursue self-improvement and value
self-interest. But in reality, the narcissistic and popular leaders are
all in their own success and lead the enterprise to brilliant success
in meantime. We have seen there are more identity in leaders
and organizations, and such identity is the core of organizational
identification (van Knippenberg and Sleebos, 2006). Especially
during the COVID-19, the leader’s organizational identity is very
important for the development of enterprise. Holmes et al. (2021)
referred that when studying the impact of executive personality
on an organization, the combined effects of leaders, teams, and
environmental factors should be considered.

The outbreak of COVID-19 pandemic has caused certain
changes in people’s living habits and thinking habits,
including employees’ perception of the work environment
(Spagnoli et al., 2020). Scholars have focused on the impact of

positive leadership on employee attitudes and behavior during
the COVID-19 pandemic (Um-e-Rubbab et al., 2021). However,
the impact of leaders with a dark side such as narcissistic leaders
on organizations and employees has not been fully discussed,
especially in the context of collectivist culture. Thus, from
the perspective of social identity theory, this study explores
whether narcissistic leaders will lose the followership because
of self-interested behavior during the COVID-19, and based
on this, discusses the moderating effect of organizational
identification in leaders.

LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

Narcissistic Leaders and Followership
Scholars considering that when the leader’s behavior is not based
on the organizational benefits, but driven by his or her extremely
selfish personal ideas and needs, he or she is just narcissistic
leaders (Rosenthal and Pittinsky, 2006). Studies show that
despite narcissistic leaders attract some followers under certain
circumstances, their relationship will be rapidly deteriorating
in the subsequent contact after leaving a relatively good first
impression, instead it brings about serious discomfort (Rosenthal
and Pittinsky, 2006). Kouzes and Posner (1995) believed that
honesty, foresight, competence and charisma of leaders are the
main reasons for the followership of subordinates. However,
even though narcissistic leaders may have strong social ability,
extraordinary vision and charming appearance that lead some
people to follow them (Rosenthal and Pittinsky, 2006), this
followership is only superficial and short-lived, which cannot
bring effective improvement of followership. Scholars believe
that subordinates’ identification with their leaders can positively
predict their loyalty to their leaders (Knippenberg et al., 2004).
However, narcissistic leaders just care about themselves but do
not care for subordinates, and often resort to fraud to satisfy
their own interests, as well as taking improper supervision to
maintain their own rights and interests and authority (Nevicka
et al., 2018b). In this case, it is difficult for subordinates to have
identity with the leader, and improper supervision by the leader
will have a series of negative effects on followers. Previous studies
have confirmed the negative effects of improper supervision by
the leader on followership (Ding and Zhang, 2013). Thus, the
following hypothesis is proposed:

H1: Narcissistic Leaders have negative impact on subordinates’
followership.

The Mediating Role of Self-Interested
Behavior Perceived by Subordinates
Self-interest occurs as an important motive for human behavior.
Decelles et al. (2012) defined self-interested behavior as behavior
that is selfish and conducted at the cost of common interests.
Camps et al. (2012) believed that the self-interest of leaders is a
subjective experience or feeling from subordinates, and whether
a leader’s behavior is self-interested or not depends on the
subordinates’ subjective cognition and assessment. Self-interested
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behavior from leaders is a negative behavior, which may own
a certain concealment in avoidance of being discovered by
subordinates and organizations. Thereby, the concept with regard
to self-interested behavior of leaders that Camps et al. (2012)
proposed has been adopted in this study: self-interested behavior
is the extent to which the subordinates perceive that the leader
places his or her material benefits and interests before employee
needs and organizational goals.

Despite there is no direct evidence for a connection between
narcissism and self-interest, some studies have found a negative
relationship between narcissism and altruistic behavior (Schmid
et al., 2016). Nevicka et al. (2011) argued that narcissistic leaders
are egoists who exercise leading power centering on self-interest.
They are skilled in making full use of all available resources
to win respect from others, and take this as an important way
to gain a sense of superiority. Thus, narcissistic leaders may
be believed to try to obtain what they think they are qualified
to achieve in a self-interested way. There have been studies
also showing that narcissistic leaders often execute their power
based on individual purpose or self-interested motivation (Khoo
and Burch, 2008). When narcissistic leaders are granted certain
power, they may conduct more self-interested behaviors with
the power to meet their needs of status and self-esteem (Blickle
et al., 2010). Moreover, compared with other leadership styles,
it is easier for narcissistic leaders to owe the success of the
organization or the team to themselves and make the adverse
results attributed to others (Hoffman et al., 2011). Furthermore,
the high psychological entitlement led by narcissistic traits
makes it easier for narcissistic leaders to provide moral licensing
for their self-interested behavior (Yam et al., 2017), which
increases the possibility of conducting self-interested behavior to
a certain extent.

Followership is a kind of relationship, capability or status
arising from the interaction with leaders, which is the
dynamic performance of followers (Uhl-Bien, 2011). When
the subordinates have perception of the leader’s self-interested
behavior, it is hard to have identity with the role of “leader-
follower,” and the identity with the leader forms the basis
for the leader-follower relationship and the influence on
individual behavior (Hogg and Terry, 2000). Studies have
shown that the self-interested behavior from leaders decreases
organizational commitment and cooperative behavior from
subordinates (Decoster et al., 2014b; Schmid et al., 2016), leads
to the reduction of staff psychological security and the behavior
of knowledge concealment (Peng et al., 2019), and undermines
the trust from subordinates, resulting in negative reactions from
subordinates, and even vindictive acts against the supervisor
(Decoster et al., 2014b). It can be seen from the above findings
that leaders’ self-interested behavior is a typical negative behavior,
which leads to some negative reactions from subordinates.
Nevertheless, when the subordinates perceive the self-interested
behavior that narcissistic leaders have, they tend to magnify their
negative traits such as ego and arrogance, act against narcissistic
leaders, and even attribute their loss and the collective loss to
narcissistic leaders. These factors can reduce the subordinates’
intention to follow narcissistic leaders. Thus, it can be seen
that the self-interested behavior of narcissistic leaders perceived
by subordinates brings about the negative relationship between

narcissistic leaders and the followership of subordinates to some
extent. Based on the above, hypothesis 2 is proposed:

H2: Leader self-interest behavior perceived by subordinates
mediates the negative relationship between narcissistic leaders
and subordinates’ followership.

The Moderating Role of Organizational
Identification
The organizational identification of a leader stands for the
“identity” with the organization perceived by the leader (Ashforth
and Mael, 1989). According to social identity theory, the
more leaders identify with the organization, the more they
will accept the values and rules of the organization and act
in accordance with them. Though for narcissistic leaders,
satisfying their own needs always comes first, self-interest and
organizational interest are not always opposite. Some scholars
argue that narcissistic leaders and organizational identification
can sometimes coexist (Reina et al., 2014). When narcissistic
leaders have a high organizational identification, they will
balance their own goals and organizational goals, and try
their best efforts to reduce the loss or adverse effect of
individual behavior on the organization, and even make the
organizational benefits highly integrated with their individual
goals and interests (Dutton et al., 1994), and satisfy the needs
of self-improvement during the promotion of organizational
development. In such case, self-interested behavior is identical
with organizational behavior, which imperceptibly reduces the
self-interested behavior perceived by narcissistic leaders. Besides,
narcissistic leaders with high organizational identification usually
propose more visions that seem to be socialized, thus they are
regarded as people who own group consciousness (Deluga, 1997),
thus greatly reducing the risk of discovering their self-interested
behavior by subordinates. By contrast, when narcissistic leaders
possess low organizational identification, they tend to come up
with more visions that seem to be individualized or focused on
self-interest during working, making the subordinates clearly feel
that the leader behaves only for the sake of their own interests.
In addition, when narcissistic leaders possess high organizational
identification, they can make self-interest and organizational
benefits well integrated, thus making it difficult to distinguish
whether their behavior serves themselves or the organization, and
making the self-interested behavior of narcissistic leaders show
more concealment. Thereby, hypothesis 3 is proposed:

H3: Organizational identification moderates the relationship
between narcissistic leaders and self-interest behavior.
Such relationship is more pronounced when organizational
identification of narcissistic leader is high rather than low.

Galvin et al. (2010) believed that narcissistic leaders pursue
individualization and personal goals in themselves. The
theoretical framework is shown in Figure 1. However, according
to Camps et al. (2012), leaders’ self-interested behavior is
subjectively perceived by subordinates. When a leader owns self-
interested behavior that is not perceived by the subordinates, he
or she may not be considered self-interested (Camps et al., 2012).
Thus, organizational identification of leaders can, on the
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FIGURE 1 | Research framework.

one hand, reduce the self-interested behavior from leaders.
On the other hand, it can also make self-interested behavior
appear to be beneficial to the organization, which makes
it difficult for the subordinates to distinguish whether the
leader’s behavior is conducted for the sake of themselves or
the organization, thus making the self-interested behavior of
narcissistic leaders show more concealment. Therefore, the
organizational identification of narcissistic leaders can reduce
the negative effect brought by narcissistic leaders to a certain
extent, and reduce the self-interested behavior perceived by
subordinates. When the organizational identification of leaders
is low, the subordinates feel more self-interested behaviors
from leaders, which brings about more negative effects on
the followership of subordinates from the narcissistic leaders.
However, when they own high organizational identification, the
subordinates find it hard to perceive the self-interested behavior
from leaders, thus the negative effect on the followership of
subordinates is less likely to be led by self-interested behavior.
Thereby, hypothesis 4 is proposed.

Thus we have explained how narcissistic leader effect on
subordinates’ followership via leader self-interested behavior
perceived by subordinates, and propose the moderating role
of organizational identification on the narcissistic leader–
self-interested behavior relation. Taking these together,
we further propose the moderated mediation model of
these relationships. Narcissistic leaders with high-quality
organizational identification are less likely to be negative impact
on subordinate followership due to leader self-interested behavior
perceived by subordinates. However, the negative association
between narcissistic leader and subordinate followership via
leader self-interested behavior is more salient when leaders have
low-quality organizational identification, Accordingly, we put
forward:

H4: Organizational identification moderates the negative
relationship between narcissistic leader and subordinate
followership via self-interested behavior. Such relationship is
more pronounced when leader organizational identification is
low rather than high.

METHODOLOGY

Sampling and Procedure
Purposive sampling was adopted in the research. We conducted
a two-phase questionnaire survey by collecting responses

from employees working in the service industry in China.
On the cover page of the questionnaire, we explained the
voluntary nature of this survey and assured anonymity and
confidentiality to the participants. Firstly, supervisors were
asked to assess the narcissistic personality and organizational
identification of themselves. Subordinates were asked to
assess their perceptions of self-interested behavior from
their supervisors, using their current immediate supervisors as
referees. We received 139 completed questionnaires, representing
the response rate of 87.0% in Time-1. One month later (Time-
2), we conducted the second-phase survey, following the
same procedures as in Time-1. Respondents provided their
ratings on followership. Every questionnaire was marked
with a unique code which was recorded in a master file
such that the responses received from the two phases can
be matched. Finally, we received 101 complete and valid
questionnaires for leaders matched with 303 for subordinates,
representing an overall response rate of 72.9%. Within the
sample of supervisors, 73% were male, the average age was
37, and the average working experience was 7 years. As for
employees, 62% were males and 38% are females; the average
age of employees was 29; and the average working experience
was 3 years.

“Harman single factor test” was used to detect common
method deviations. The results showed that for the data of
narcissism and organizational identification questionnaire filled
by leaders, factor analysis obtained a total of 7 common
factors with eigenvalues greater than 1, which explained 69.67%
of the variation, and the proportion of the first principal
component was 21.82%, indicating that the scale data filled
by leaders had no serious homologous error. When the
questionnaire data for employees about self-interest behavior
and followership is not rotated, seven common factors with
eigenvalues greater than 1 were obtained by factor analysis,
which explained 69.65% of the variation, and the proportion
of the first principal component was 32.72%. The largest
factor could not explain most of the variation, indicating
that there was no serious homologous error in the employee
data of this study.

Measures
All measures used in this survey were adopted from the
established scales. Considering that all of our participants
were Chinese, we went through appropriate back
translation procedures to develop the Chinese version
for the measures.
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Narcissistic Leader
We assessed narcissistic leaders by using the NPI-16 scale (Ames
et al., 2006). This questionnaire is self-evaluated by the leader.
Sample items such as: “I think I am different.”

Followership
The 21 items followership scale was adopted, developed based
on the Chinese context (Zhou et al., 2015). Sample items is
“I admire and learn from the leadership’s ability in business,
management, etc.”

Self-Interested Behavior
We used the 9-item scales from Rus (2009) to measure leader self-
interested behavior perceived by subordinates. For example: “The
bonuses my leader strives for himself is a lot more than for his
subordinates,” etc.

Organizational Identification
The measurement of organizational identification selects the 6-
item scale developed by Mael and Tetrick (1992). Example items
such as: “When talking about my organization, I often say ‘we.”’

Control Variables
Except for the narcissism scale, the measurements of the
concepts including followership, self-interested behavior, and
organizational identification all use Likert’s 5 evaluation scale, 1
means “completely disagree,” and 5 means “completely agree.”

We controlled for the effects of the sex of leaders and
subordinates’ age, gender and organizational tenure. Studies have
shown that gender stereotypes will affect employees’ expectations
of leadership behavior and styles, and the subordinates’ gender
will affect their ability to accept different leadership styles (Eagly
and Karau, 2002). Foster et al. (2003) found that the narcissistic
behavior of employees in an organization decreases with age
through empirical research, which may be due to life experience
and self-improvement. In addition, working years may affect the
organizational identification of leaders, as well as the attitudes
and behaviors of subordinates toward leaders. This study will use
the above variables as control variables.

RESULTS

Analytical Strategy
Because the study involved two levels of variables, we have to
test the reliability of score within group (ICC1), reliability of
mean group score (ICC2) and Rwg. The results show that self-
interested behavior and followership scales can be analyzed across
levels with team-level data. The test results of self-interested
behavior as follows: (F = 6.248, P < 0.001), ICC1 = 0.512,
ICC2 = 0.840, Rwg = 0.902. The test results of followership are
as follows: (F = 5.012, P < 0.001), ICC1 = 0.445, ICC2 = 0.800,
Rwg = 0.980 > 0.7. ICC1 and ICC2 meet the 0.12 standard
recommended by James (1982) and 0.47 standard recommended
by Schneider et al. (1998). Rwg > 0.7, indicating that the self-
interested behavior and followership scales have a good degree of
consensus and reliability.

Confirmatory Factor Analysis
The Cronbach’s alpha coefficient was used to measure the internal
consistency reliability of the questionnaire as a whole and each
item. The Cronbach’s coefficients of self-interested behavior,
followership and organizational identification are as follows:
α(sb) = 0.95, α(f) = 0.90, α(or) = 0.90. Respectively, it can be seen
that the reliability coefficient of each scale is greater than 0.7,
indicating that each dimension has good internal consistency.

In addition, confirmatory factor analysis was performed
on the scale using AMOS 20.0, and the results showed
that the organizational identification scale at the team level
had a good fit (χ2/df = 1.11, GFI = 0.97, NFI = 0.98,
CFI = 0.951, RMSEA = 0.03 < 0.08), indicating that this
scale has good structural validity. The main fitting indicators
of the self-interested behavior and followership two-factor
model at the individual level are better than the single-factor
model (χ2/df = 1.61, GFI = 0.88, NFI = 0.88, CFI = 0.95,
RMSEA = 0.045 < 0.08), indicating the two variables in the
individual level have a two-factor structure and have good
construct validity, as shown in Table 1, suggesting that our
respondents could distinguish the focal constructs clearly.

Descriptive Statistics and Correlation
Analysis
The descriptive statistics and related analysis results of narcissistic
leaders, followership, self-interested behavior, and organizational
identification of leaders are shown in Table 2. Narcissistic
leaders and followership are significantly negatively correlated
(r = −0.55, P < 0.01), and narcissistic leaders have a negative
relationship with self-interested behavior and organizational
identification. Interested behavior has a significant positive
impact (r = 0.48, P < 0.01), and self-interested behavior has
a significant negative correlation with subordinate followership
(r =−0.61, P < 0.01).

Hypothesis Testing
The Mediation Effect Test of Self-Interested Behavior
We used HLM for statistical analysis to examine the mechanism
of the influence that team-level narcissistic leaders have on
individual-level followership. First, a zero model test was
performed on self-interested behavior and followership variables.
The intra-group correlation coefficient and between-group
variation coefficient of self-interested behavior scales were as
follows: U = 0.45, R = 0.25, ICC = 0.64, χ2

(df) = 624.82, p < 0.001.
The inter-group variation accounted for 64% of the total

TABLE 1 | Confirmatory factor analysis result.

Measurement
model

X2 df X2/df SRMR GFI NFI CFI RMSEA

Level-2 I 7.78 7 1.11 0.02 0.97 0.98 0.95 0.03

Level-1 Two-factor
(S + F)

638.90 398 1.61 0.04 0.88 0.88 0.95 0.04

One-factor 2588.43 405 6.39 0.14 0.49 0.52 0.56 0.13

S, self-interested behavior; I, organizational identification; F, followership; N = 303.
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TABLE 2 | Means, standard deviations, and correlations of variables.

1 2 3 4 5 6 7 8 9 10

L-gender −

L-age −0.25* −

L-tenure −0.16* 0.63** −

E-gender 0.37** −0.15 −0.03 − *

E-age −0.15 0.11 0.38** 0.11 −

E-tenure −0.28** 0.09 0.37** −0.07 0.76** −

N 0.16 −0.36 0.41* 0.04 −0.05 0.14 −

F 0.09 −0.32** −0.22** 0.08 −0.02 −0.07 −0.55** −

S −0.12 0.20** 0.22 −0.08 0.05 0.16 0.48** −0.61** −

I 0.00 0.02 −0.12 0.07 −0.02 −0.02 −0.21 0.32** −0.38** -

Mean 1.27 34.54 7.62 1.38 27.88 3.04 7.67 3.73 2.23 2.92

SD 0.45 4.94 5.62 0.28 2.73 1.51 3.20 0.37 0.73 0.70

*p < 0.05, **p < 0.01, n = 303.
N, narcissistic leaders; S, self-interested behavior; I, organizational identification; F, followership; N = 303.

variation, indicating significant differences between the groups.
Similarly, the inter-group variation of followership accounted for
57% of the total variation, indicating that subsequent cross-layer
analysis can be performed.

It can be seen from Table 3 that narcissistic leaders have
a significant negative impact on followership (β = −0.06,
p < 0.001), hypothesis 1 was supported. Narcissistic leaders have
significant positive impact on self-interested behavior (β = 0.10,
p < 0.01), and self-interested behavior has significant negative
impact on followership (β = −0.13, p < 0.01). As can be seen
from Table 3, compared with model F1, model F2 has a reduced
regression coefficient of narcissistic leaders to followership
(β = −0.05, p < 0.001). Therefore, self-interested behavior
has a partial mediating effect between narcissistic leaders and
followership, hypothesis 2 was supported.

TABLE 3 | The mediation effect test of self-interested behavior.

S F

(S0) S1 (F0) F1 F2

Intercept 2.23** 2.23** 3.73** 3.73*** 3.73**

Level-1 E_gender 0.00 0.02 0.02

E_age −0.03 0.00 −0.01

E_tenure 0.02 −0.01 0.00

S −0.13**

Level-2 L_gender 0.06 0.04 0.05

L_age 0.00 −0.02* −0.02*

L_tenure 0.00 0.01 0.01

N 0.10** −0.06*** −0.05***

R (Sigma-
squared)

0.25 0.25 0.08 0.08 0.08

U (Tau) 0.45 0.34 0.11 0.07 0.05

1R2 0.11 0.04 0.02

ICC 0.64 0.58 0.57 0.45 0.37

Chi-square 624.82*** 484.47*** 501.23*** 328.87*** 261.55***

Deviance 632.75 638.63 264.99 267.33 256.74

*p < 0.05, **p < 0.01, ***p < 0.001, n = 303.
N, narcissistic leaders; S, self-interested behavior; F, followership; L, leaders; E,
employees; N = 303.

The Moderating Effect of Organizational Identification
After controlling relevant variables such as demographics, our
study performed multiple linear regression analysis on the data.
The results are shown in Table 4. Model S2 is based on
model S1 and included the adjustment variable organizational
identification. The results show the percentage of variation
between groups decrease from 0.58 to 0.54, organizational
identification has a significant negative impact on self-interested
behavior (β = −0.32, p < 0.01); model S3 is based on model
S2 and included N × I interaction terms, the results show
that the percentage of variation between groups changed from
0.54 to 0.50, indicating a significant negative impact on self-
interested behavior (β = −0.09, p < 0.01), further proving
that organizational identification has a significant regulatory
effect. In order to further prove that the moderating effect of

TABLE 4 | The moderating effect of organizational identification.

S

(S0) S1 S2 S3

Intercept 2.23*** 2.23*** 2.23*** 2.23***

E_gender 0.00 0.01 −0.01

E_age −0.03* −0.02* −0.03

E_tenure 0.02 0.03 0.03

L_gender −0.06 −0.07 −0.07

L_age 0.00 0.01 0.00

L_tenure 0.00 0.00 0.00

N 0.10*** 0.09** 0.08**

I −0.32** −0.35**

N × I −0.09**

R (Sigma-squared) 0.25 0.25 0.25 0.25

U (Tau) 0.45 0.34 0.30 0.25

1R2 0.11 0.05 0.04

ICC 0.64 0.58 0.54 0.50

Chi-square 624.82*** 484.47*** 427.55*** 376.24***

Deviance 632.75 638.63 631.62 623.11

*p < 0.05, **p < 0.01, ***p < 0.001, n = 303.
N, narcissistic leaders; S, self-interested behavior; I, organizational identification; F,
followership; L, leaders; E, employees.
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organizational identification has on narcissistic leaders and self-
interested behavior is as expected, we draw a diagram of the
moderating effect as shown in Figure 2.

According to the moderating effect diagram, the influence
of narcissistic leader on self-interested behavior is alleviated
when the organizational identification is high. However, when
organizational identification is low, the influence of narcissistic
leaders on self-interest behavior is stronger, Hypothesis
3 was supported.

Moderated Mediation Model Test
We used bootstrapping to evaluate the moderated mediation
model. The results show that when organizational identification
is low (one standard deviation below the mean level), the
indirect effect is −0.03, and the Bootstrap result does not
contain zero in the 95% confidence interval [−0.06, −0.02],
indicating the mediating effect is significant when the moderating
variable at low level; when the organizational identification
is high (one standard deviation higher than the mean level),
the indirect effect is 0.00. Bootstrap result within the 95%
confidence interval [−0.02, 0.01] includes zero, which indicates
that the mediating effect is not significant when the moderating
variable is at a high level, as shown in Table 5. In summary,
organizational identification has a significant regulatory effect
on this set of mediating effects. The analysis results show
that organizational identification weakens the indirect effect of
narcissistic leaders on the followership through self-interested
behavior: with lower organizational identification of the leader,
comes a more significant mediating effect of self-interested
behavior on narcissistic leaders and followership, therefore
hypothesis 4 was supported.

DISCUSSION AND CONCLUSION

Scholars have found that narcissism plays a positive role in
predicting self-interested behavior (Liu et al., 2017), but can the
employees perceive the self-interested behavior of the narcissistic

leaders and thus change their attitude and behavior toward the
leaders? Few studies have investigated the conduction role of self-
interested behavior that is perceived by subordinates between
leadership traits and subordinates’ attitudes and behaviors. In
regard to the moderating factors of leaders’ self-interested
behavior, scholars have, respectively, discussed from the aspects
of subordinates and external surroundings, and found that
the organizational citizenship behavior of subordinates can
keep down the leaders’ hindrance stressors, thus reducing the
possibility of self-interested behavior from leaders. The external
unfair stimulus can increase the self-interested behavior from
narcissistic leaders (Camps et al., 2012; Decoster et al., 2014a),
but how other factors of leaders themselves affect subordinates’
perception of self-interested behavior from leaders is seldom
involved. The findings of this study show that even if there is
no external unfair stimulus, narcissistic leaders still have some
self-interested motivation and behavior, and the subordinates’
perception of this kind of self-interested behavior, to some
extent, leads to the negative effect of narcissistic leaders on
followership. Organizational identification from leaders can
alleviate the self-interested behavior conducted by narcissistic
leaders and regulate the mediating role of self-interested behavior
between narcissistic leaders and subordinates’ followership. The
organizational identification seems to be contradictory to self-
interested behavior, but it is not impossible for them to coexist.
Especially during the COVID-19 pandemic, organization and
employees are facing many challenges, narcissistic leaders with
high organizational identification will fully consider the interests
of the organization and bring employees a certain sense of
psychological security. The research findings show that when
the organizational identification of narcissistic leaders is high,
the self-interested behavior can be restrained or concealed, thus
mitigating the negative effect on the attitudes and behaviors of
subordinates brought by narcissistic leaders.

Theoretical Implications
Scholars have focused on the impact of leaders with different
traits on employee attitudes and behaviors in the context of

FIGURE 2 | The moderating effect of organizational identification.
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TABLE 5 | Moderated mediation model test.

Organizational
identification

Effect
coefficient

SD LLCI ULCI

Indirect effect Low 2.22 −0.03 0.01 −0.06 −0.02

Medium 2.92 −0.02 0.01 −0.03 −0.01

High 3.63 0.00 0.01 −0.02 0.01

COVID-19, especially some positive leadership, but lack of
arguments that how narcissistic leadership, a two-faced leader,
affects employees and organizations during the special period
(Um-e-Rubbab et al., 2021). This study reveals the influencing
mechanism that narcissistic leaders bring to the followership of
subordinates. “Leaders can really get somewhere only with the
followers’ identity.” Narcissistic leaders are satisfied with getting
vanity from their subordinates’ praise, and need to constantly
find themselves from others’ reaction to them, compared with
other leaders, they rely more on their subordinates’ following
behavior. Most existing studies have explored the influence of
positive leadership style on followership on the basis on social
exchange theory or self-determination theory (Leroy et al., 2015).
How the leaders with dark qualities like narcissistic leaders affect
the followership of subordinates is rarely discussed. From the
perspective of social identity theory, this study explores the
influencing mechanism that complex leadership traits such as
narcissistic leaders bring to the followership of subordinates.

From the perspective of subordinates’ perception of leader
behavior, it explores the mediating effect of leadership traits
on subordinates. At present, most studies on narcissistic
leaders view narcissistic leaders as a personality trait. However,
as a personality trait, narcissism is a distal cause which
influence subordinates’ attitudes and behaviors, which is
often conveyed by the proximal cause of leader behavior
therein. Currently few studies have explored the mediating
effect from this perspective. In this study, the self-interested
behavior from leaders perceived by subordinates is regarded
as an intermediate variable between narcissistic leaders and
followership of subordinates, and the relevant research findings
are enriched. Besides, different cultures also have different
effects on leader behavior and employee responses (Abbas
et al., 2021b). Chinese society has always valued the virtuous
role of leaders and emphasized the collectivism culture,
while self-interested behavior is a typical behavior that runs
contrary to traditional morality and goes against people’s
definition of a “good leader” which makes leaders’ self-interested
behavior more covert. As a consequence, it seems more
necessary to pay attention to the intermediary role of self-
interested behavior between leaders and followership in the
Chinese context.

It has demonstrated the role of organizational identification
and self-interested behavior, which seem to be two contradictory
concepts, in the effect of narcissistic leaders. Narcissistic leaders,
as a kind of leader with dual personality traits, whose effects
on the organization and subordinates are inconsistent in the
research findings. This study shows that the behavior from
narcissistic leaders and their impact on subordinates depend, to

some extent, on how leaders treat their organization. Previous
studies paid more attention to the influence of subordinates’
characteristics and external surroundings on narcissistic leaders,
and often ignored the joint effect of other factors in themselves.
According to the theory of contradiction, though the two
aspects in a contradiction seem inconsistent or even negatively
correlated, it is necessary to make the two aspects in the
contradiction harmonious or unified in order to achieve the
effectiveness of management (Smith and Lewis, 2011). Hence, the
seemingly opposite behaviors of self-interest and organizational
identification are not impossible to coexist. This study has proved
the inhibiting effect that the organizational identification of
narcissistic leaders themselves brings to the negative effects.

Practical Implications
Compared with a more certain external environment,
narcissistic individuals are more likely to become leaders in
uncertain situations (Nevicka et al., 2013), and show stronger
skills in crisis management (Watts et al., 2013). But the findings
of this study also show that it is easier for narcissistic leaders to
have self-interested behavior. Leaders executing power for the
sake of self-interest will inevitably bring losses to the enterprise.
Thus, on the one hand organizations should give full play to
the advantages of narcissistic leaders who dare to take risks
and innovate especially in the face of the crisis brought by the
COVID-19, and meanwhile it should pay full attention to the
negative effect that narcissistic leaders may bring about, do
restriction by completed system and rules, and make narcissism
imprisoned, so as to prevent narcissistic leaders from harming
the collective interests for the sake of personal honor.

Enterprises should place emphasis on improving
organizational identification of narcissistic leaders and
make them all in the same boat with the organization. The
audacity and charisma of narcissistic leaders make it hard
to prevent them from being a leader. Thus, in addition
to establishing a completed system, it is more urgent to
restrain and prevent the negative harm brought by narcissistic
leaders. Sometimes the harm brought by narcissistic leaders
is intangible or hidden, and some rigid rules can hardly
take full control of the “demons” in their heart, thus some
soft measures are in need to make them self-restraint.
Organizations can improve the organizational identification
of narcissistic leaders by constructing organizational culture and
organizational atmosphere, and unify their personal interests
with organizational interests as far as possible, so as to avoid
behaviors detrimental to organizational interests conducted by
narcissistic leaders to some extent.

The new crown epidemic has had a great impact on the
psychology and behavior of employees. Organizations needs
to further focus on the impact of employee followership on
organizational development during the COVID-19. Followers
decide the success or failure of the enterprise (Kellerman, 1984).
The improvement of followership plays a significantly positive
effect on subordinates’ work performance. Thus, enterprise
leaders should pay full attention to the influence of their own
behavior on the followership of subordinates. Particularly the
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narcissistic leaders should try their best to balance their self-
interest and organizational interest, and unify self-set goal with
organizational goal as far as possible, so as to reduce the negative
effect arising from narcissism, make subordinates feel more about
their self-confidence and charisma with a grand vision, and make
them follow wholeheartedly instead of superficial flattery only.

Research Limitations
We conducted a questionnaire survey in two time periods, but
it cannot guarantee a good evaluation of the causal relationship
between variables. Future research can make a more rigorous test
on the research problems through longitudinal data with a large
time span or through the introduction of experimental research
and other methods, so as to make the relationship between related
variables more convincing.

The measurement of narcissistic leaders is understood
as a unified one-dimensional construct. Some scholars have
noticed that narcissistic leaders contain multiple dimensions,
such as knowledge inhibition, charisma or positive narcissism
and negative narcissism. However, most of the research
is theoretical level, and there can be more empirical
research in the future.

For leaders with narcissism, they may have different effects
under some special circumstances or in the face of different
subordinates and teams with different characteristics. Future
research can explore the combined effect of these factors, so as
to verify the positive role of narcissistic leaders.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

ETHICS STATEMENT

The studies involving human participants were reviewed
and approved by the Academic Committee of School of
Economics and Management of Foshan University. The
patients/participants provided their written informed consent
to participate in this study.

AUTHOR CONTRIBUTIONS

Both authors listed have made a substantial, direct, and
intellectual contribution to the work, and approved it
for publication.

FUNDING

This work was supported by the Educational Commission of
Guangdong Province of China “Research on the influence effect
and influence mechanism of incentive policy for Scientific and
Technological Talents in Guangdong Province on the innovation
of minor enterprises (2021WTSCX081).”

REFERENCES
Abbas, A., Ekowati, D., and Suhariadi, F. (2021a). Individual psychological

distance: a leadership task to assess and cope with invisible change. J. Manag.
Dev. 40, 168–189. doi: 10.1108/JMD-09-2020-0304

Abbas, A., Saud, M., Ekowati, D., Usman, I., and Suhariadi, F. (2021c). Servant
leadership a strategic choice for organizational performance. An empirical
discussion from Pakistan. Int. J. Prod. Qual. Manag. 34, 478–490. doi: 10.1504/
IJPQM.2020.10033579

Abbas, A., Saud, M., Ekowati, D., and Suhariadi, F. (2021b). “Social psychology and
fabrication: a synthesis of individuals, society, and organization,” in Handbook
of Research on Applied Social Psychology in Multiculturalism, Vol. 1, eds B.
Christiansen and H. Chandan (Hershey, PA: IGI Global), 89–109. doi: 10.4018/
978-1-7998-6960-3.ch005

Abbas, A., Saud, M., Suhariadi, F., Usman, I., and Ekowati, D. (2020).
Positive leadership psychology: authentic and servant leadership in higher
education in Pakistan. Curr. Psychol. 9, 1–11. doi: 10.1007/s12144-020-
01051-1

Ames, D. R., Rose, P., and Anderson, C. P. (2006). The NPI-16 as a short measure
of narcissism. J. Res. Pers. 40, 440–450. doi: 10.1016/j.jrp.2005.03.002

Ashforth, B. E., and Mael, F. (1989). Social identity theory and the organization.
Acad. Manag. Rev. 14, 20–39. doi: 10.5465/amr.1989.4278999

Benson, M. J., and Hogan, R. (2008). How dark side leadership personality destroys
trust and degrades organizational effectiveness. Organ. People 15, 10–18.

Blader, S., Bartel, C. A., and Wrzesniewski, A. (2007). Identity and the Modern
Organization, Vol. 97. Mahwah, NJ: Lawrence Erlbaum Associates Publishers,
681–689. doi: 10.4324/9780203936481

Blickle, G., Schlegel, A., Fassbender, P., and Klein, U. (2010). Some personality
correlates of business white-collar crime. Appl. Psychol. 55, 220–233. doi: 10.
1111/j.1464-0597.2006.00226.x

Boivie, S., Lange, D., Mcdonald, M. L., and Westphal, J. D. (2011). Me or we: the
effects of CEO organizational identification on agency costs. Acad. Manag. J.
2009, 551–576. doi: 10.5465/amj.2011.61968081

Camps, J., Decoster, S., and Stouten, J. (2012). My share is fair, so i don’t care: the
moderating role of distributive justice in the perception of leaders’ self-serving
behavior. J. Pers. Psychol. 11, 49–59. doi: 10.1027/1866-5888/a000058

Decelles, K. A., Derue, D. S., Margolis, J. D., and Ceranic, T. L. (2012). Does power
corrupt or enable? When and why power facilitates self-interested behavior.
J. Appl. Psychol. 97, 681–689. doi: 10.1037/a0026811

Decoster, S., Stouten, J., and Tripp, T. M. (2014b). Followers’ reactions to self -
serving leaders: the influence of the organization’s budget policy. Am. J. Bus. 29,
202–222. doi: 10.1108/AJB-12-2013-0076

Decoster, S., Stouten, J., Camps, J., and Tripp, T. M. (2014a). The role of employees’
OCB and leaders’ hindrance stress in the emergence of self-serving leadership.
Leadersh. Q. 25, 647–659. doi: 10.1016/j.leaqua.2014.02.005

Deluga, R. J. (1997). Relationship among American presidential charismatic
leadership, narcissism, and rated performance. Leadersh. Q. 8, 49–65. doi: 10.
1016/S1048-9843(97)90030-8

Ding, G. F., and Zhang, P. T. (2013). Abusive supervision and normative
commitment: the mediation effects of followership. Stud. Psychol. Behav. 11,
796–800.

Dutton, J. E., Dukerich, J. M., and Harquail, C. V. (1994). Organizational Images
and Member Identification. Adm. Sci. Q. 39, 239–263. doi: 10.2307/2393235

Eagly, A. H., and Karau, S. J. (2002). Role congruity theory of prejudice toward
female leaders. Psychol. Rev. 109, 573–598. doi: 10.1037/0033-295X.109.3.573

Foster, J. D., Campbell, W. K., and Twenge, J. M. (2003). Individual differences in
narcissism: inflated self-views across the lifespan and around the world. J. Res.
Pers. 37, 469–486. doi: 10.1016/S0092-6566(03)00026-6

Galvin, B. M., Waldman, D. A., and Balthazard, P. (2010). Visionary
communication qualities as mediators of the relationship between narcissism
and attributions of leader charisma. Pers. Psychol. 63, 509–537. doi: 10.1111/j.
1744-6570.2010.01179.x

Hoffman, B. J., Woehr, D. J., Maldagen-youngjohn, R., and Lyons, B. D. (2011).
Great man or great myth? A quantitative review of the relationship between
individual differences and leader effectiveness. J. Occup. Org. Psychol. 84,
347–381. doi: 10.1348/096317909X485207

Frontiers in Psychology | www.frontiersin.org 9 March 2022 | Volume 13 | Article 858779

https://doi.org/10.1108/JMD-09-2020-0304
https://doi.org/10.1504/IJPQM.2020.10033579
https://doi.org/10.1504/IJPQM.2020.10033579
https://doi.org/10.4018/978-1-7998-6960-3.ch005
https://doi.org/10.4018/978-1-7998-6960-3.ch005
https://doi.org/10.1007/s12144-020-01051-1
https://doi.org/10.1007/s12144-020-01051-1
https://doi.org/10.1016/j.jrp.2005.03.002
https://doi.org/10.5465/amr.1989.4278999
https://doi.org/10.4324/9780203936481
https://doi.org/10.1111/j.1464-0597.2006.00226.x
https://doi.org/10.1111/j.1464-0597.2006.00226.x
https://doi.org/10.5465/amj.2011.61968081
https://doi.org/10.1027/1866-5888/a000058
https://doi.org/10.1037/a0026811
https://doi.org/10.1108/AJB-12-2013-0076
https://doi.org/10.1016/j.leaqua.2014.02.005
https://doi.org/10.1016/S1048-9843(97)90030-8
https://doi.org/10.1016/S1048-9843(97)90030-8
https://doi.org/10.2307/2393235
https://doi.org/10.1037/0033-295X.109.3.573
https://doi.org/10.1016/S0092-6566(03)00026-6
https://doi.org/10.1111/j.1744-6570.2010.01179.x
https://doi.org/10.1111/j.1744-6570.2010.01179.x
https://doi.org/10.1348/096317909X485207
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-858779 March 10, 2022 Time: 16:19 # 10

Wang and Guo Narcissistic Leaders and Followership

Hogg, M. A., and Terry, D. J. (2000). Social identity and self-categorization
processes in organizational contexts. Acad. Manag. Rev. 25, 121–140. doi: 10.
5465/amr.2000.2791606

Holmes, R. M. Jr., Hitt, M. A., Perrewé, P. L., Palmer, J. C., and Molina-
Sieiro, G. (2021). Building cross-disciplinary bridges in leadership: integrating
top executive personality and leadership theory and research. Leadersh. Q.
32:101490. doi: 10.1016/j.leaqua.2020.101490

James, L. R. (1982). Aggregation bias in estimates of perceptual agreement. J. Appl.
Psychol. 67, 219–229. doi: 10.1037/0021-9010.67.2.219

Kellerman, B. (1984). Leadership: multidisciplinary perspectives. J. Polit. 56, 312–
314.

Khoo, H. S., and Burch, G. S. J. (2008). The ‘dark side’ of leadership personality
and transformational leadership: an exploratory study. Pers. Individ. Differ. 44,
86–97. doi: 10.1016/j.paid.2007.07.018

Knippenberg, D. V., Knippenberg, B. V., Cremer, D. D., and Hogg, M. A. (2004).
Leadership, self, and identity: a review and research agenda. Leadersh. Q. 15,
825–856. doi: 10.1016/j.leaqua.2004.09.002

Kouzes, J. M., and Posner, B. Z. (1995). The Leadership Challenge: How to Get
Extraordinary Things Done in Organizations. San Francisco, CA: Jossey-Bass,
300–303.

Leckelt, M., Küfner, A. C. P., Nestler, S., and Back, M. D. (2015). Behavioral
processes underlying the decline of narcissists’ popularity over time. J. Pers. Soc.
Psychol. 109, 856–871. doi: 10.1037/pspp0000057

Leroy, H., Anseel, F., Gardner, W. L., and Sels, L. (2015). Authentic leadership,
authentic followership, basic need satisfaction, and work role performance: a
cross-level study. J. Manag. 41, 1677–1697. doi: 10.1177/0149206312457822

Liu, H. Y., Chiang, T. J., Xu, M. Y., Fehr, R., and Siting, W. (2017). How do leaders
react when treated unfairly? Leader narcissism and self-interested behavior in
response to unfair treatment. J. Appl. Psychol. 102, 1590–1599. doi: 10.1037/
apl0000237

Mael, F. A., and Tetrick, L. E. (1992). Identifying organizational identification.
Educ. Psychol. Meas. 52, 813–824. doi: 10.1177/0013164492052004002

Martin, S. R., Côté, S., and Woodruff, T. (2016). Echoes of our upbringing:
how growing up wealthy or poor relates to narcissism, leader behavior, and
leader effectiveness. Acad. Manag. J. 59, 2157–2177. doi: 10.5465/amj.2015.
0680

Miller, R. L., Butler, J., and Cosentino, C. J. (2004). Followership effectiveness: an
extension of Fiedler’s contingency model. Leadersh. Organ. Dev. J. 25, 362–368.
doi: 10.1108/01437730410538680

Nevicka, B., De Hoogh, A. H. B., and Vianen, A. E. M. V. (2013). Uncertainty
enhances the preference for narcissistic leaders. Eur. J. Soc. Psychol. 43, 370–380.
doi: 10.1002/ejsp.1943

Nevicka, B., De Hoogh, A. H. B., Den Hartog, D. N., and Belschak, F. D. (2018a).
Narcissistic leaders and their victims: followers low on self-esteem and low on
core self-evaluations suffer most. Front. Psychol. 9:422. doi: 10.3389/fpsyg.2018.
00422

Nevicka, B., Van Vianen, A. E. M., De Hoogh, A. H. B., and Voorn, B. C. M.
(2018b). Narcissistic leaders: an asset or a liability? Leader visibility, follower
responses, and group-level absenteeism. J. Appl. Psychol. 103, 703–723. doi:
10.1037/apl0000298

Nevicka, B., De Hoogh, A. H. B., Vianen, A. E. M. V., Beersma, B., and Mcllwain,
D. (2011). All I need is a stage to shine: narcissists’ leader emergence and
performance. Leadersh. Q. 22, 910–925. doi: 10.1016/j.leaqua.2011.07.011

Owens, B. P., Walker, A. S., and Waldman, D. A. (2015). Leader narcissism and
follower outcomes: the counterbalancing effect of leader humility. J. Appl.
Psychol. 100, 1203–1213. doi: 10.1037/a0038698

Peng, J., Wang, Z., and Chen, X. (2019). Does self-serving leadership hinder
team creativity? A moderated dual-path model. J. Bus. Ethics 159, 419–433.
doi: 10.1007/s10551-018-3799-0

Penney, L. M., and Spector, P. E. (2010). Narcissism and counterproductive work
behavior: do bigger egos mean bigger problems? Int. J. Sel. Assess. 10, 126–134.

Peterson, S. J., Galvin, B. M., and Lange, D. (2012). CEO servant leadership:
exploring executive characteristics and firm performance. Pers. Psychol. 65,
565–596. doi: 10.1111/j.1744-6570.2012.01253.x

Reina, C. S., Zhang, Z., and Peterson, S. J. (2014). CEO grandiose narcissism and
firm performance: the role of organizational identification. Leadersh. Q. 25,
958–971. doi: 10.1016/j.leaqua.2014.06.004

Resick, C. J., Whitman, D. S., Weingarden, S. M., and Hiller, N. J. (2009).
The bright-side and the dark-side of CEO personality: examining core self-
evaluations, narcissism, transformational leadership, and strategic influence.
J. Appl. Psychol. 94, 1365–1381. doi: 10.1037/a0016238

Rosenthal, S. A., and Pittinsky, T. L. (2006). Narcissistic leadership. Leadersh. Q.
17, 617–633. doi: 10.1016/j.leaqua.2006.10.005

Rus, D. C. (2009). The Dark Side of Leadership: Exploring the Psychology of Leader
Self-Serving Behavior. Doctoral dissertation, Vol. 19, Rotterdam: Erasmus
University Rotterdam, 44–55

Schmid, E. A., Verdorfer, A. P., and Peus, C. V. (2016). Different shades of
destructive leadership: differential effects of destructive leaders on followers.
Acad. Manag. Annu. Meet. Proc. 2016:16740. doi: 10.5465/ambpp.2016.
16740abstract

Schneider, B., White, S. S., and Paul, M. C. (1998). Linking service climate and
customer perceptions of service quality: test of a causal model. J. Appl. Psychol.
83, 150–163. doi: 10.1037/0021-9010.83.2.150

Smith, W. K., and Lewis, M. W. (2011). Toward a theory of paradox: a dynamic
equilibrium model of organizing. Acad. Manag. Rev. 36, 381–403. doi: 10.5465/
AMR.2011.59330958

Spagnoli, P., Molino, M., Molinaro, D., Giancaspro, M. L., Manuti, A., and
Ghislieri, C. (2020). Workaholism and technostress during the covid-19
emergency: the crucial role of the leaders on remote working. Front. Psychol.
11:620310. doi: 10.3389/fpsyg.2020.620310

Uhl-Bien, M. (2011). “Relational leadership and gender: from hierarchy to
relationality,” in Leadership, Gender, and Organization, Vol. 27, eds P. Werhane,
and M. Painter-Morland (Dordrecht: Springer), 65–74. doi: 10.1007/978-90-
481-9014-0_6

Um-e-Rubbab, Farid, T., Iqbal, S., Saeed, I., Irfan, S., and Akhtar, T. (2021). Impact
of supportive leadership during Covid-19 on Nurses’ well-being: the mediating
role of psychological capital. Front. Psychol. 12:695091. doi: 10.3389/fpsyg.2021.
695091

van Knippenberg, D., and Sleebos, E. (2006). Organizational identification versus
organizational commitment: self-definition, social exchange, and job attitudes.
J. Org. Behav. 27, 571–584. doi: 10.1002/job.359

Watts, A. L., Lilienfeld, S. O., Smith, S. F., Miller, J. D., Campbell, W. K.,
Waldman, I. D., et al. (2013). The double-edged sword of grandiose narcissism:
implications for successful and unsuccessful leadership among U.S. Presidents.
Psychol. Sci. 24, 2379–2389. doi: 10.1177/0956797613491970

Whitlock, J. (2013). The value of active followership. Nurs. Manage. 20, 20–23.
Williams, M. J. (2014). Serving the self from the seat of power: goals and threats

predict leaders’ self-interested behavior. J. Manag. 40, 1365–1395. doi: 10.1177/
0149206314525203

Wowak, A. J., Gomez-Mejia, L. R., and Steinbach, A. L. (2017). Inducements and
motives at the top: a holistic perspective on the drivers of executive behavior.
Acad. Manag. Ann. 11, 669–702. doi: 10.5465/annals.2015.0121

Yam, K. C., Klotz, A. C., He, W., and Reynolds, S. J. (2017). From good soldiers to
psychologically entitled: examining when and why citizenship behavior leads to
deviance. Acad. Manag. J. 60, 373–396. doi: 10.5465/amj.2014.0234

Zhou, W. J., Song, J. W., and Li, H. L. (2015). The definition, structure and
measurement of followership in Chinese context. Chin. J. Manag. 12, 355–363.

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations, or those of
the publisher, the editors and the reviewers. Any product that may be evaluated in
this article, or claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Copyright © 2022 Wang and Guo. This is an open-access article distributed under the
terms of the Creative Commons Attribution License (CC BY). The use, distribution
or reproduction in other forums is permitted, provided the original author(s) and
the copyright owner(s) are credited and that the original publication in this journal
is cited, in accordance with accepted academic practice. No use, distribution or
reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org 10 March 2022 | Volume 13 | Article 858779

https://doi.org/10.5465/amr.2000.2791606
https://doi.org/10.5465/amr.2000.2791606
https://doi.org/10.1016/j.leaqua.2020.101490
https://doi.org/10.1037/0021-9010.67.2.219
https://doi.org/10.1016/j.paid.2007.07.018
https://doi.org/10.1016/j.leaqua.2004.09.002
https://doi.org/10.1037/pspp0000057
https://doi.org/10.1177/0149206312457822
https://doi.org/10.1037/apl0000237
https://doi.org/10.1037/apl0000237
https://doi.org/10.1177/0013164492052004002
https://doi.org/10.5465/amj.2015.0680
https://doi.org/10.5465/amj.2015.0680
https://doi.org/10.1108/01437730410538680
https://doi.org/10.1002/ejsp.1943
https://doi.org/10.3389/fpsyg.2018.00422
https://doi.org/10.3389/fpsyg.2018.00422
https://doi.org/10.1037/apl0000298
https://doi.org/10.1037/apl0000298
https://doi.org/10.1016/j.leaqua.2011.07.011
https://doi.org/10.1037/a0038698
https://doi.org/10.1007/s10551-018-3799-0
https://doi.org/10.1111/j.1744-6570.2012.01253.x
https://doi.org/10.1016/j.leaqua.2014.06.004
https://doi.org/10.1037/a0016238
https://doi.org/10.1016/j.leaqua.2006.10.005
https://doi.org/10.5465/ambpp.2016.16740abstract
https://doi.org/10.5465/ambpp.2016.16740abstract
https://doi.org/10.1037/0021-9010.83.2.150
https://doi.org/10.5465/AMR.2011.59330958
https://doi.org/10.5465/AMR.2011.59330958
https://doi.org/10.3389/fpsyg.2020.620310
https://doi.org/10.1007/978-90-481-9014-0_6
https://doi.org/10.1007/978-90-481-9014-0_6
https://doi.org/10.3389/fpsyg.2021.695091
https://doi.org/10.3389/fpsyg.2021.695091
https://doi.org/10.1002/job.359
https://doi.org/10.1177/0956797613491970
https://doi.org/10.1177/0149206314525203
https://doi.org/10.1177/0149206314525203
https://doi.org/10.5465/annals.2015.0121
https://doi.org/10.5465/amj.2014.0234
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	How Narcissistic Leaders Impact on Subordinate's Followership During the COVID-19? The Moderating Role of Organizational Identification
	Introduction
	Literature Review and Hypotheses Development
	Narcissistic Leaders and Followership
	The Mediating Role of Self-Interested Behavior Perceived by Subordinates
	The Moderating Role of Organizational Identification

	Methodology
	Sampling and Procedure
	Measures
	Narcissistic Leader
	Followership
	Self-Interested Behavior
	Organizational Identification
	Control Variables

	Results
	Analytical Strategy
	Confirmatory Factor Analysis
	Descriptive Statistics and Correlation Analysis
	Hypothesis Testing
	The Mediation Effect Test of Self-Interested Behavior
	The Moderating Effect of Organizational Identification
	Moderated Mediation Model Test


	Discussion And Conclusion
	Theoretical Implications
	Practical Implications
	Research Limitations

	Data Availability Statement
	Ethics Statement
	Author Contributions
	Funding
	References


