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Title: From Psychopathy to Expediency: Unraveling the Mediating Roles of Organizational
Cynicism and Moral Disengagement in Leadership Dynamics

I have read the paper entitled .. From Psychopathy to Expediency: Unraveling the Mediating Roles
of Organizational Cynicism and Moral Disengagement in Leadership Dynamicg”. The topic is very
interesting, the analyses are appropriate, and the obtained results have clear theoretical and
practical implications. However, before it is published in Qrustrena istrazivanpia. some minor
adjustments need to be made.

1.

[

p. 1 - The transition in the introductory part to destructive Leadership isn't satisfactory for
me, This transition needs to be clearer and more gradual. This alse applies to the rationale
(theoretical foundation) and motivation for linking leaders’ psychopathy and employee
expediency. as well as the mediating role of moral disengagement and organizational
cynicism, which is nof clear. In general, the transitions to the constructs to be examined in
the study are not good. It's not clear why these constructs were chosen specifically. The
way it's written makes it seem as though the theoretical framework and rationale for the
research are based on constructs that someone chose and had to fit in, rather than starting
from a theoretical foundation and previous research to select the constructs based on
them. In my opinion, this is the biggest drawback of this study.

p. 2 - It states "This leadership style,” referring to the psychopathic leader. That is not a
leadership style.

p. 4 - Itis stated , The hypotheses were confirmed”, They are not .confirmed”, but ,tested”.

The introductory part of the sample and procedure (first paragraph) should go into the
introduction. It should be explained there why this sample was chosen, as it is a specific
sample.

Did the authors conduct attrition analysis - have they analyzed whether participants who
dropped out (did not participate in one of two of the remaining two points) differed?

A comment on the obtained average values [Ms) and 5Ds presented in Table 1 is missing.

p. 9 - At the end of the results, in the final analysis in the text, the variables are not properly
named. "SL" was used instead of "LP" and "EC” instead of "EE".

There is a lack of an introduction to the discussion.

From the sentence "Regarding Hypothesis 2, we discovered that the association between
leader psychopathy and employee expediency is mediated by organizational cynicism.
Previous studies have not found any evidence to support the hypothesis that
organizational cynicism mediates leader psychopathy and employee expediency,” it is
unclear whether they investigated and it was not confirmed, or it has notbeen investigated
atall so far.

10. Minor spelling mistakes - needs English proofing




Review B [1. round)

Title: From Psychopathy to Expediency: Unraveling the Mediating Roles of Organizational
Cynicism and Moral Disengagement in Leadership Dynamics

The topic is interesting and aims at dispositional and situational cues that impact the relationship
between the leader and subordinates, as well as various organizational and work performance
putcomes. However, there are certain important information and limitations that have been
omitted or neglected to report and take into account.

Firstly, a leader’s psychopathy was measured as perceived leader's psychopathy since employees
rated their leaders, It is important to acknowledge this difference because zelf-reports and peer
ratings can differ in terms of construct validity, which could especially be the case in an
organizational setting. Furthermore, the leader's psychopathy was measured using a four-item
scale which has reliability above .90, Although [t is recommended to use reliable scales when using
short-form scales for measuring pltifacet constructs one should take serious consideration
regarding the representation of th& construct in the matter. Secondly, dispositional factors (e.g.
emplovee dark personality traits, imtegrity, etc.) and situational factors [e.z. organizational
climate, organizational culture, ete.) weren't controlled for which is a serious limitation since both
have important implications on employee organizational behavior, including the behavior tested
in the proposed model. Therefore, the tested model and its findings could have other underlying
relationships and constructs, leaving the proposed and tested relationships insignificant or
misleading, Furthermore, when incorporating theoretical approaches and proposing a model, It
should be taken into account the significance, reliability, and validity of previous findings, as well
as the research domain (in this case organizational psychology). Also, when data is collected in a
specific industry and specific cultural context, one should be cautious with generalizing obtained
findings, especially when dealing with relatively small samples.

Regarding methodology and instruments, when describing instruments used in the research,
initial reliabilities should be reported. Also, since participants differ regarding education and time
spent in the organization, the information on their position in the (managerial) hierarchy should
be noted and taken into account, as well as the difference in organizations participants work for.
Also, the aim of the study as well as the hypotheses should be noted after the introduction.




Review C (1. round)

Title: From Psychopathy to Expediency: Unraveling the Mediating Roles of Organizational
Cynicism and Moral Disengagement in Leadership Dynamics

The manuscript entitled "From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moeral Disengagement in Leadership Dynamics™ investigated the
relationship between perceived leader’s psychopathy and emplovee expediency, and the
mediating roles of employee’s organizational cynicism and moral disengagement on a sample of
282 hotel employees in Indonesia, The results of the structural equation medelling showed that
perceived leader's psychopathy has a positive direct and indirect effect on employee expediency
through both organizational cynicism and moral disengagement and employee expediency.

The study is interesting, and its findings are valuable; however, [ see some issues that need to be
addressed prior to considering this manuscript for publication. My comments are primarily aimed
at enhancing the clarity and enriching the manuscript with relevant studies on similar topics.
Thus, I believe it is important to highlight in the manuscript that it is dealing with leader
psychopathy perceived by their employees, Moreover, [ strongly advise providing a reflection on
existing literature regarding psychopathy and leadership (for example, seminal book Babiak, P,
Hare, B. D, & McLaren, T. [2007). Snakes in suits: When psychopaths go to work, New York:
Harper, or papers such as Landay, K., Harms, P. D., & Credg, M. (2019). Shall we serve the dark
lords? A meta-analytic review of psychopathy and leadership. Journal of Applied Psychology,
104(1), 183-196. https: (/doi.org/10.1037 fapl0000357) instead of dealing with the Dark Tirad
concept. Given the abundance of literature on psychepathy and leadership, I was wondering why
the author(s] introduced the Dark Triad concept in the introduction (1 advise replacing this part
with more relevant literature review) and realized from the methods section that they used
psychopathy subscale from the short measure of Dark Triad, which is not specified in the
manuscript. This should be corrected, the rationale for use of this measure should be provided
and a reflection that this might not be an adequate measure of psychopathy (see Miller, . D., Few,
L.R. Seibert, L A, Watts, A, Zeichner, A, & Lvnam, D. B. (2012]. An examination of the Dirty Dozen
measure of psychopathy: A cautionary tale about the costs of brief measures. Psychelogical
Assessment, 24(4), 1048-1053. hifps://doi.org/10.1037 /a0028583) should be placed in the
discussion.

The first part of methods section (dealing with rationales for using sample from hospitality
industry in Indonesia) should be integrated into the introduction,

In the sample section, it is specified that employees assessed the leader’s psychopathy - it would
be good to specify how was "the leader” operationalized in the questionnaire and who exactly
were the employees assessing. [ don't see the need for sample characteristic table, as this can be
integrated in the text (i.e. there is already the information on average participants’ age, the tenure
within the organization, and with the present supervisor - were these open-ended questions or
categories as presented in Table 17 And the information on % of one of the genders could be
provided in the text),

Regarding the procedure, it is unclear why was the data collection crganized in three separate
time points when it could have been collected all at once - this should be justified.

Was this study reviewed and approved by an institutional review board?

Itiz stated that all the instruments were translated to Indonesian - if this was the first use of theze
instruments in Indonesian context, please provide more details on the translation process (ie.
how many translators were there, how were the possible inconsistencies handled, was there some




pilot-testing, etc,). Moreover, [ highly recommend adding the information on respective
Cronbach's alphas in instrumentation secticn,

In the Measurement model assessment section, there is mention of convergent, discriminant and
construct validity, and it seems to me that these concepts are out of context here. [ highly advise
checking the meaning of these concepts and replacing them accordingly.

Please specify how exactly were the control variables controlled for.

In presentation of results, please follow APA recommendations both in tables (eg. number of
decimal places) and text (e.g. p-values, if below 001 should be reported as p =.001). In Table 1.
(the second one - please check the table's numbering and referencing in the text - there is mention
of Table V) information on how the gender was coded should be provided, and the numbers before
variables should be added [so the numbers in the heading row are meaningful], What are the
meanings of abbreviations in Figure 1, what coefficients are presented, and the title of the Figure
should be in accordance with APA recommendations (i.e. the model should be specified).

As Hypothesis 1invelves correlation, [ recommend providing a reflection on bivariate correlations
as well.

I highly recommend starting the discussion section with the reminder on what the aims of the
study were. It would be good to point out how exactly the "findings are consistent with their
arguments”. [ would have expected to see the comparison of the obtained results with results from
similar studies from other countries in the discussion, and I highly advise enriching the
manuscript with such comparisons. In the end, I recommend providing a short conclusion,

Minor issue:

Please check that the reference list is in accordance with APA recommendations (e.g. use of italics,
capital letters, ete.).
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| From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership
Dynamics

Abstract

The research conducted is grounded on the principles of social exchange (SET), social cognitive
theory (SCT), and conservation of resources theones (COR). These theories enable us to comprehend
the indirect comrelation between leader pesychopathy and employes expediency. To wvalidate our
research, we surveyed three waves, collecting information from 282 hotel employess In Indonesia.
The PLS-SEM partial least square structural equation modeling technique was used to test the
hypotheses. The result demonstrates evidence that leader prychopathy has a positive direct and
mdirect effect on employvee expediency through organizational cynicizm and moral disengagement.
We make novel theoretical empirical and practical contributions by explanmng why leader
pavchopathy affects emplovee expediency. This study iz ome of the first to infeprate leader
psychopathy, organizational cynicism, moral dizengagement, and employes expediency mto a smgle
theoretical model. Theoretical and '

practiczl implications, limitations, and future directions zre discussed.

Keywords: Psychopathy, Leader, Cynicism, Disengagement, Expadiency, Hotel, Employes

Research Type: Fezearch Paper

Introduction

Leader deviant behavior is a major issue worldwide, impacting organizations and societies In various
ways. This behavior can include unethical decizion-malking, abuse of power, corruption, harassment,
and other forms of miscondnct Leader psychopathy is a sinilong example of deviant behavior with
significant ramifications. Palmen et al. (2021) assert that power, prestige, and money are primary
attractions for psychopaths. Given its potential to provide these elements, It seems logical for them to
be drawn to the hospitality industry. With its dynamic and customer-centric nature, the hospitality
sector offers opportmities for individuals to wield influence, attaim prestige, and potentially amass
wealth. Peychopaths, being drawn to environments where they can exploit power dynamics and gain
personal advantages, might find the hospitality ndostry appealing. The combination of managerial
roles, customer interactions, and financial dealings within this sector aligns with the factors that
attract psychopathic individuals (Zhmang et al, 2022). This perspective sheds light on the possible
alignment between the charactenistics of the hospitality industry and the preferences of mdividuals
with psychopathic traits, raising questions about the implications for organizational dynamics and
employee deviant behavior within this specific professional domam. Multiple authors have proposed
that leaders’ traits, behavior, and attitndes, or the extent to which followers percerve their leaders to
engage in persistent hostile verbal and non-verbal behaviors, are a primary canse of employes deviant
behavior (Sharma 201%). Leader psychopathy, as 2 type of leadership destructive behavier (Boddy,
2021), 1z considered very damaging to the owverall hezlth of a company and the well-being of its
employees. Leaders who exhibit psychopathic trarts often show a charming facade, concealmg their
underlying disregard for others. Employees under the influence of psychopathic leaders frequently
experience heightened stress, dimimished job satisfachion, and inereased tumover intentions (Blicke et
al, 2018). These toxic leadership behaviors tend to create a hostile work enviromment marked by
mampulation, bullying, and a lack of empathy. The negative outcomes npple through the
organizational culture, fostermg distrust and hindering collaboration Fecent theomies and studies
show how a leader acts and the different factors that make up a follower's personality, such as their
center of control and willingness to take the mitiative, affect how they treat their employess. Fesearch




conducted by Erdmutlu and Chafra (2019) has provided evidence to support the hypothesiz that
psychopathy 1z linked to organizational deviance (Mathien et al, 2015), affecting psychological
exhanstion and job satisfaction (Volmer et al | 2016) as well as increasing work- famlh conflict and
psychological distress of subordinates {\.-Iaﬂ:ueu et al, 2014). Emplovee expediency, as an example of
employes deviant behavior, denotes the adoption of unethical practices by employees to achieve
mmediate goals or desired outcomes (Greenbaum et al., 2018). This term underscores the willingness
of individuals to pricritize short-term gaing over ethical congiderations within the workplace. This
complex and conceming behavior haz prompted researchers to delve imto varnious thecretical
frameworks to comprehend its underlying dynamics. In its most bagic form, it is characterized by
mdividuals engaging in questionable behaviers or taking shorteuts to accomplish their professional
goals, frequently at the price of the ideals or ethical standards of the business (Zhu et al | 2023).
Employees may manipulate data take shortents regarding quality standards, or disobey established
processes to save time or accomplish personal goals. These are just some of the ways that this
phenomenon may present itself Smee employee expediency iz a self-serving activity, mdividuals who
engage i such actions likely put their interests ahead of the orgamization's overall betterment Many
possible dangers to the workplace are brought to light by the problems that swround employee
expediency. These dangers include compromismg mtegrity, the erosion of trust, and damage to the
firm's culture (Saleem and Naseer, 2022). In a logical sense, these deviant behaviors are a significant
problem for firms, and az a result, academics have focused their attention on the factors that lead to
emploves expediency.

Additionally, a recent meta-analysiz revealed a positive comelation between workplace psychopathy
and counterproductive work behavior as well as job performance (O'Boyle et al, 2012). Hence, this
study examines how leader psychopathy generates important follower consequences like
organizational cynicism, moral disengagement. and emplovee expediency. Furthermore, we assume a
leader's psychopathy will encourage emplovee expediency by lowering employvee morale and
mvolvement. Organizations grappling with psychopathic leadership must recognize the wgency of
addressing these izsues. Hence, understanding and mitizating the mpact of psychopathic leaders 13
crucial for fostering emplovee well-being and ensuring the organization's long-term success.
However, nothing iz understood about the underlying process that drives the link between leader
psychopathy and employes expediency. Hence, we analyze the possible beneficial effects of leaders'
psychopathy on emplovee expediency. We also look at the relationship between moral disengagement
and organizational cynicizm and the mediating roles these two factors play.

Theory and Hypotheses Development

Leaders' psychopathy and employee expediency

In "The Mask of Samty," Cleckley (1941) introduced the concept of corporate psychopaths within
managerial contexts. Further research conducted by Cangermi and Pfohl (2009) mdicates that people
with psychopathic charactenistics frequently attain executive and semior roles in business. Such leaders
tend to display unethical behavior and problematic management practices. Through the lens of social
exchange theory, mndiiduals parficipate i social imberactions with the anticipation of gaiming
advantages and reducing disadvantages (Ermer and Kishl, 2010). Within a professional environrment,
a leader who displays psychopathic characteristics may employ manipulative tactics to attain personal
benefits, exploiting others for their advantage (Babizk et al, 2007). In reaction to psychopathic
leadership, the followers or suberdinztes may adopt expedient conduct to deal with the sitnation. They
may pricritize immediate profits and expedient measures to manage the difficult circumstances cansed
by the peychopathic leader. This behavior can be interpreted as a practical reaction to the leader's
absence of empathy and self-centered concentration. Further, leaders who demonstrate pevchopathie
gualifies may exhibit deceptive behavior, high levels of self-confidence, a lack of empathy,
remorselessness, superficial chamn, and a tendency to place thewr interests above those of the
orgamization or their team. This behavior frequently entails a lack of regard for ethical noms, a




readiness to take advantage of others, and a concentration on attaiming persomal objectives without
considering the welfare of employess or the overall company culture.

Addrhonally, the principle of conservation of resources (COR) might be utilized to comprehend this
comrelation. Psychopathic leadership can exhaust the emotional and psjr'c.hnlcmcal reserves of
employees through deceptive and exploitative methods. Emplovees may engage in expedient conduct
to safeguard ther well-being and adapt to 2 demandmg work enviromment, aiming to conserve their
resources and shield themselves from the detrimental consequences of psjrthnpaﬂ:uc leadership. To
summarize, there is 2 connection between psychopathic leadership and expedient behavior, which the
principles of social exchange theory and the conservation of resources theory may explain. The
manipulative acts of the ps}t]:mpath.m leader may compel followers to adopt e:-;pedlent habits az a
pragmatic rezction to the challenging work environment caused by their leadership. Scholars have
explored the impact of psychopathy as a personality factor on organizational and personnel results in
the multi-context business (Blickle and Schiitte, 2017; De Clercg et al, 2019; Jones, 2014). There is
substantial evidence from previcous research that leader psychopathy has a significant mmpact on
employees, such as psychological distress (f = 0.16; p = 0.05), work-family conflict, (f = 0.19; p =
0.0%), emotional exhanstion r = 0.620; p < 0.001), depersonahzation (r = 0467, p < 0.001), and an
mmcrease in bumout t (B = 0.26, 1(281) = 411, p = 0.001) Mathien et al, 2014; Sutton et al., 2020
Cryewummi, 2018). Hence, we predict that the causes of expediency as a deviant behavior establish a
strong foundation for forecas‘hng the adverse correlation between employee expediency and socially
dismuptive behavior (psychopathic leadership). Consequently, followers of psychopsthoc leaders are
frequently subjected to social and psychological pressures that promote expediency. Therefore, we
propose the following hypothesis:

Hypothesis 1: Therz 15 a positive correlation between Leader Psychopathy and emplovee expediency.

Mediating Role of Organizational Cynicism

Organizational cynicizm has recently gamered mmcreasing attention due to corporate scandals and
unethical behavior by its lezders, which has exacerbated employees' skepticism toward the
organization. Organizational cynicism can contribute to employee depression due to a belief in a lack
of honesty, leadmg to strong negative sentiments and crtical decision-making (Grama and Todericin
2018). Snowden and Gray (2011) noted that when managers behave in zn mpulsive and nsky manner
toward them, workers frequently lose faith in their leaders and disobey work-related instructions.
Eifigiik (2021) also found that those with a cynical athtude tend to be suspicious of management and
miztrust their superiors. In conclusion, when managers display psychopathic or abusive behaviors
with their staff, it makes people less hopeful about their fittures in the company and more skeptical of
the management and leads to increased deviant behavier. The relationship between psychopathic
leadership, crgamizational cymicism, and employes expediency can be explored by applymg the
Conservation of Fesources (COR) hypothesis, which highlights the mediating role of crgamizational
cynicism. According to the Conservation of Resources (COR)) theory, individuals are motivated to
obtamn, maintain, and safeguard resources (Abubakar, 2018). Stress anises when there i3 a perceived
nisk fo these resources. Drgamzahnual cymicism arises as a reaction fo the perceived reduction or
endangerment of personal and managenal resources. Within the framework of psychopathic
leadership, these ndividuals may exhibit actions that exhaust or jecpardize the assets of subordinates,
mecluding trust, social cohesion, and a conducive work atmosphere.

Conzequently, employess may develop skepticism to protect themsslves agamst the perceved threat
to resources; cynicism fimctions as a mechanism for employees to manage the stress and uncertainty
resulting from psychopathic leadership. Organizational cynicism serves as an intermediary factor that
mfluences the connection between pevchopathic leadership and emplovee expediency. Employess
who feel skeptical because they believe their resources are at nisk could engage m expedient actions to
protect themeelves or safeguard their interests when they perceive a shortage of resources. Ezsentially,




the Conservation of Fesources theory elucidates how organizational cymicism finetions 23 an
mtermediary by mimoring the straim and depletion of resources resulting from psychopathic
leadership, ultimately impacting emplovees to partake in expedient actions. Therefore, we suggest the
subsequent hypothesis:

Hypothesis 2: Organizational cymicism medistes a positive relationship between a leader's
psychopathy and employes expediency.

Mediating Role of Moral Disengagement

Moral disengagement, a concept initially proposed by Albert Bandura (2011), centers on the notion
that individuals can mentally detach themselves from their moral self-regulation and self-criticism
purposefully. Bandura's social cognitive theory posits that moral disengagement arizes from cognitive
mechanizms enabling individuals to rationalize or justify morally dubious activities without activating
the usual self-imposed consequences of ethical violations. Further, mdividuals deactivate moral self-
reguletion by strategically reframing situstions, providing themselves with cognitive room to
rztionalize and justify specific behaviors that would otherwize be deemed inconsistent with
established moral standards. This process involves a cognitive shift wherein individuals manipulate
their perception of a given situation, allowing them to reinferpret actioms that diminizh moral
culpability. Individuals can create a mental space that accommodates behaviors that might conflict
with their ethical principles by enzaging in such reframing. This zbility to reframe situations serves a3
a mechanism for moral disensagement, ensbling mdividuals to navigate moral complexities and
engage n actions that might otherwise evole self-sanctions and guilt. Prior studies have demonstrated
that morzl disenzagement plays 2 vital role as a pesychological mechanism by which ethically
questicnable lezdership influences the immeoral condoct of subordinates (e g, Alhtar et al | 2023;
Fuller, 2022). This relationship implies that leaders who display poor ethical behavior can influence
the moral decision-maling of their subordinates by creating an atmosphere that enables moral
dizengagement In such situations, people may experience psvchological facilitztion m detaching
themselves from their moral convictions, resulting in a higher probability of participating in actions
that depart from ethical nomms. The commection between morally gquestionable leadership, the
dizconnection from moral standards, znd the resulting unethical actions highlizhts the complex
relationship between leadership behavior and the ethical behavior of ndividuals mside an
organization.

Peyvchopathie leaders specifically cultivate a very demanding work atmosphere, causing subordinates
to justify their harmfinl actions to the overwhelming pressure exerted by these leaders. Paychopathic
leadershup in a stressfil envircnment might lead employvees to engage in expedient conduct. This
behavior iz driven by the need to find quick and efficient solutions to cope with the nereased stress
and demanding conditions. The comelation between the influence of psychopathic leaders and
expedient emplovee behavior emphasizes the effect of leadershup practices on shaping employess'
reactions within the crganizational context, highlizhting the possibality of expedient actions a: a
coping mechanism i response to the demanding work environment.

Hypothesis 3: Moral Dizengagement mediates a positive relationship between 2 leader's psychopathy
and employee expediency.

Method

Sample and procedure

The hypotheses were tested by employing datz from 2 survey of hotel parsonnel in eight four and five-
star hotels in Indonesia. The participants were made accessible to the managers of each hotel selected
for thiz study. Confidentiality was guaranteed, and participation was entirely optional The primary
reason for selecting emplovees from the hospitality industry to study the impact of psychopathic
leaders on employee expediency is the high interaction levels mherent in this sector. In the hospitality




mdustry, emplovees constantly enpage with leaders. colleagues, and customers, creating an
environment where leadership styles have a pronounced and cbservable effect This frequent and
varied interaction amplifies the influence of a leader's behavior, maldng it an ideal context to study the
specific impacts of psychopathic leadership on employee expediency.

Further, we utilized a self-reporting methodology. The common method variance may influence the
results. To mitizate thiz bias, the present study, following the gmdelines of (Podsakoff et al | 2012},
gathered the data m three phases, with a ten-day gap between each stage.

At Tme 1, 430 employess were asked to fill out a questionnaire that assessed the leader’s
pavchopathy and the control variables. A total of 356 employee: have provided us with their
feedback After ten days, at Time 2, we distibuted a zecond questionnaire that dealt with moral
dizengagement and organizational cynicism to those individuals who had previously mmpleted the
Time-1 survey. A total of 336 questionnzires were refurmed. At the end of the ten days, at Time 3, we
myited the 336 mdividuals who had previously filled cut questionnaires at Time 1 and Time 2 to
evaluate their expedient conduct. & total of three imdred questionnaires were retumed. A total of 282
employees were mcluded in the usable sample, leadimg to a response rate of 78.06%:. This result was
achiaved by removing any data deemed erroneous or frandulent (for example, all responzes werse
identical). The average age of the 282 employees was 38.2 vears old (standard deviation = 9.78), the
average tenure with the crganization was 6.02 vears (stamdard deviation = 2.49), and the average
tenmre with the present supervisor was 3595 years compared to the standard deviation of 2.63.
Participants varied in terms of their positions within the management hierarchy. The distribution of
participants by managenial positions 15 a3 follows: Frontline Staff (g.g., receptiomists, warters): 252
participants (89%:), Managers (e.g.. restaurant managers, honsekeeping supervisors): 30 participants
(11%

Instrumentation

By emploving the back translation method proposed by Brislin (1980), we could translate all of the
tems in thiz study into Indonesian. This technique was done becanse all items were initially penerated
m English. Cronbach's o back-translation was observed for the leader peychopathy (BIX);
Organizational Cymicizm ((79); Moral Disengagement (.81); and Employvee Expediency ((82)

Leader psyvchopathy. We measured Leader psychopathy developed by Jonazon and Webster (2010)
on a 4-item sczle. Sample items mchude "My mmmedizte supervisor tends to lack remorse and tends to
be unconcermed with the morality of my actions. Prior research has demonstrated that this four-item
scale has a high internal consistency; Cronbach's a (91) (Erkmthn and Chafra, 2019). We choze to use
the psychopathy subscale from the Dark Triad measures due to its validated psychometric properties,
practicality for orgamizational research, amd comprehensive framework for understanding dark
personality traitz. The existing body of research supports the reliability and validity of these measures,
making them sutable for our study on leadership psychopathy and its impact on employes
expediency.

Organizational Cynicism. We measured Organizztional cynicism, developed by Dean et al. (1908),
on a 3-item scale. Examples of statements were "Company policies, goals, and practices are often
mconsistent. Previous research from Jiang et al (2019) proved that this measurement has yielded
acceptable reliability: cynicizm faith (o= 92), cynicizm behavior (o= 84), and cymicism emotion (o
= 93).

Moral disengagement. Moral disengagement was measured by Moore et al's (2012) propensity to
dizengage on an 8-item zcale morally. Sample tems melude "People can't be blamed for doing things
that are technically wrong when all their friends are doing it too." Cronbach's reliabilities of 89 =a =
03 mdicated that thiz measure, utilized in earlier studies for easterm mdividuals, had psychometric
solid qualities. (Knoll et al_2016; Pagharo et al | 2018).




Employee expediency. We assessed employee expediency with Greenbaum et al's (2018) 4-item
scale. Sample items include °T only enforce company rules when they benefit my welfare” It has
shown satisfactory levels of internal consistency in earlier research (Erkutlu and Chafra 2019) with
Cronbach's relizbalities of 91.

Control variables. We accounted for the demographic varigbles significantly linked to emploves
expedient, such 2z age, tenure with the organization, and tenure with the current supervisor (in years)
(Greenbaum et al , 2018).

The sample consists of respondents with an average age of 38203 years (50 = 9.787) and a slight
gender skew mdicated by the mean gender score of 1.446 (5D = 0.483). The mean of educational
attamment 1z 1. 776 (3D = 0.650) on a scale where higher munbers probably indicate gher levels of
education. Fegarding organizational attitudes and behaviors, the mean score for orgamzational
cynicism iz 102283 (3D = 2.740), suggesting a moderate level of cynicism among emplovess. Moral
dizengagement. reflecting the extent to which employees rationalize unethical behavior, has a mean
score of 28.911 (5D = 6.306), pointing to a range of moral reasoming processes in the workforce.
Further, employes expediency, which may reflect pragmatic or self-serving behaviors, has a mean of
14.3534 (8D =3.724) (Table 1).

Measurement model assessment

We ufilized SmartPLs 3.0, a partial least square approach to structural equation modelmz (PLS-
SEM), to assess the study's hypotheses. Various statistical methods were used to determine the
validity and reliability of the study's ocuter model, followmg the recommendations of Hair et al
(2013]). The constructs’ reliability, nternal consistency, convergent validity, and discriminant vahdity
were aszessed. Outer loadings, composite reliability, average vanance extracted (AVE), square roots
of the AVE values, Fomell Laker Criterion, and heterotrait-monotratt (HTMT) ratios are all part of
the measurement model evaluation results reported mm Tables 2. 3, and 4. According to statistical
rezults, all of the latent constructs in our model had CE. valuss of more than .70 (Hair et al., 2013].
Similarly, tests were conducted usmg Cronbach's alpha coefficients for each study vaniable o evaluate
the construct relizbility. Every construct had a value larger than 70, which 1z the recommended
acceptance level according to Mumnally and Bemstem (1994). As these findmgs show, we can ses that
our measurement model 15 intemally consistent. Based on these findmgs, it can be concluded that the
measurement model 13 compatible with structural analysis.

We also analyzed convergent and discriminant vahdity to prove the relizbality of our findmgs (Fomell
and Larcker, 1981] Convergent and discriminant v a]ldm were used to evaluate the construct validrty
i more detail. Convergent validity was establizhed using AVE, and the results mdicate that the value
of AVE 15 greater than the cutoff pomt of 30 (Fomell and Larcker, 1981; Hair et al, 2013). The
guidelines of Hair et al. (2019) were followed to establish the discriminant u'al[djt;.-' of the scale using
two key criteria. The assessment ufilized the Fomell-Larcker criterion method' and the HTWMT' ratio.
Table 3 shows that the constructs’ average shared vanance 15 smaller than the square root of the
average vanance extracted. Table 4 illustrates that HTMT levels must remain below 23 (Hanseler et
al 2015). The analysis confirmed the scale’s predicted reliability by finding noticeably lower HTIWT
values when compared to the defined benchmark. This result proves its ability to distinguish between
constructs and correlate with the external assessment. Henee, the convergent and dizerimmant validity
of the scale was confirmed (Fomell and Larchker, 1981).

Table 1. Means, standard deviations, and correlations among study variables

Variable Mdean D 1 2 3 4 5 ] 7 ]

Faypandant
Ciendar 1445 493




Variable Mean D 1 2 3 4 3 & 7 &

Fespondent Aze 38.203 D787 42 —

Educstion 1776 0630 -02 130% -
Tenura with . B - _

P 6028 1406 00 008 078

Temure with 5050 1633 -029  -012 025 -1 —
spervision

Laader - 1157 L _nn = - _
e 14320 3157 019 069  -030 031 073

Crganizational - - " - - _
Comict 108383 740 -0 =006 -023 -03 A3 AG30%=

Mlorsl -

Disenzaz 28911 6306 004 033 T -7 013 534%e 5EQee -
Exp;aﬁaﬁ 1435 374 -033 -.001 203 b8 A4 T1E%= G3E%e fi30e

Motes: n =282 ¥p=0.03; % p =001

Table 2. Besulis of measurement model assessment

Chuter Composite  Average Vanance

Ttems Loadne T Relibiliy Exror

Leader Psychopathy B34 780 Bie
LP1 833 2172

LP2 474 2457

LP3 481 3218

LP4 422 4.062

Organizational Cynicism 833 832 882
oc1 206 2602

oc2 808 2.544

oc3 218 2768

Moral Disengagement 955 728 947
MD1 834 3.0m

MDD 2 437 3.026

D 3 854 3.060

MD 4 863 3.308

D 3 822 2438

MD & 342 270

MD 7 366 3.082

LD 8 863 3.100

Employee Expediency a0 .79g 14
DL 1 00 3.0z

DL2 481 1.638

DL3 ] 2.045

DL 4 340 2787




Structural model aszessment

After completing the peychometric requirements for our measurement model, we evaluated our
structural model The path coefficients’ significance and mapnitude were used to evaluate the
structural model. & 3.000-resample bootstrapping method was used. Figure 1 presents the results of
the structoral model assessment. The findings of the tests conducted on the hypotheses are shown in
Table IV. Our statistical result discovered that leader psychopathy directly and significantly inpacted
employes expediency (§= 437, t=7.383) at a sipnificance level of < 001, supporting Hypothesis 1.
Further, the primary objective of this research was to investizate the effects of orgamizational
cynicism and moral disengagement 2z mediators i the connection between leader psychopathy and
emploves expediency.

Table 3. Results of Fornell Laker Criterion

Varizble EE LP WD oc
Employee Expediency A92
Leader Pzychopathy 14 A83
Moral Disengagement G40 A3 853
Crganizational Cynicizm 639 632 501 0
Table 4. HTMT Criterion
Varizble EE LP MD oc
Employee Expediency
Leader Psychopathy JJ83
Moral Dizengagement 687 3
Crganizational Cynicism 07 00 64D

We followed Hayes (2013) and MacKommon et al. (2004) cnteria to test for mediation effects using
SmartPLE 3.0. Besults of the direct impacts of leader peychopathy on the two mediating variables
{organizational cynicism; p = 0632, p=000 and moral disengagement; » = 537, p=000) were all
significant. Further, the path between organizational eynicism and employvee expediency (f = 0,189,
=002} and moral dizengagement and employee expediency (f = 294, p=000) were alzo significant.
Therefore, the second requirement for testing mediation was confirmed. Additiomally, 23 mentioned
earlier. we uzed a bias-comrected bootstrapping technique with a 93% confidence interval to evaluate
the mdirect effect of leader psychopathy on employee expediency through the twoe mediating
varigbles. Table V shows that the bootstrap results suggest that crganization cymicism (= 0.119, t=
3.083, p= .002) and Moral Dizengagement (§ = .138; t = 4.760, p=1000) have positive and substantial
mediation effects. Therefore, both H2 and H3 were confirmed.

Table 5. Results of structural model evaluation

Hypotheses Eelationship Cnffg:lii et Sl:aEstic p-VFafug  Decision

Hi LP > EE 437 7,585 000 Supported
H2 LP » 0C » EE 110 3.083 002 Supported
H3

PEOU = MD = EE 158 4760 000 Suppartad




Path t

Hypotheses Felationship Coefficient  Statistic  F- Value

Decizsion

Stoner Geisser

Q

Employes )
Expediency 489

Organizational

Cyvaicism 324

horal

Disensasement 206

SEME. 082

Prediction-oriented PLS-SEM evaluates fit factors such as R and () before assessing hypotheses.
Falk and Miller (1992) advised R’ values above .10. Organizational Cymicism and Moral
Dizengagement explain 61.7 % of employee expediency (B = .617). Chin et al. (2008) classified
endogenous latent variables as substantial, moderate, or weak based on B’ values of 67, 33, or 19 to
assess model validity. Emplovee expediency (' = .617) can be characterized as moderate. The
blmdfoldmg process in smart PLS 3.0 was used to obtam the value of Q°. A Q' value greater than zero
demonstrates the prediction accuracy of the structural medel, according to Hair et al (2013). Our
study's resultz provide good evidence of predictive relevance as the @ velues for employee
expediency, organizational cynicizm, and moral disengasement were 425, 324, and 204,
rezpectively. According to Lachowicz et al. (2018), one way to evaluate the relative size of the
mudirect impact and the overall effect 1z by usng effect size (f Square), mediation upsilon (v), or
upsilon statistics (v). Ogheibu et al. (2020) suggest a statigtical mterpretation that classifies upsilon (v)
mediating effects as low at .02, moderate at 0.075, and high at 175 According to the caleulations in
Table 5, the involvement of organizational Cynicizm (M) and moral disengagement (M) in facilitating
the mdirect impact of LP (1) on EE (Y) at the stuctural level 1s categorized as low (014} and
maoderate influence ( 024).

Table 6. Upsilon Mediation Effect Size (v) or Upsilon Statistics (v)

Statistical Path Upszilon Statistics (v) Information
LP (N1} = OC ) 2EE () [.632])° = [189]° = 014 Low Influence
LP{X1) MDD () 2>EE () [.337) = [.204]°= 024 Moderate Influsnce
Discussion

The present study investigated and evaluated the comelation between the leader's psychopathy and
hotel employee E‘{[ZIEI:l'IEII.L-. By integrating leader psychopathy, emploves expediency, crgamizational
cynicism, and moral d.lse:nEFEEt:nEHt with the social exchange (SET), social cognitive The-:un (SCT),
and conservation of resources theories (COR), we find evidence of a direct and mndirect effect of
variable propozed i empirical model.

Conzidering the results, we discover that leader px'.'chopatht significantly mcreased the prevalence of
employea EAI_FIEdJ.EDL".- (H1), conzistent with previous studies (e.g. Efdoutlu and Chafra, 2019) Studies
conducted in the past have validated the notion that the negative component of supervisory roles
affects mdividual performance This sustamed exposure to leader psychopathy can cultivate a
detrimental environment where negative roles are reinforced, fostering an atmosphere of perceived
threat among individuzls. The cumulative mpact of this ongoing influence may confribute to the
manifestation of wrwanted behaviers within the organizationzl context. The threstening nature
associated with leader paychopathy can create a sense of mstability, eroding trust and imdermimmg the




positive dynamics essential for a healthy work environment. As such, the long-term consequences of
leader psychopathy may extend beyond mere observation, potentially mfluencing the crgamizational
culfure and shaping behaviors that deviate from desired nomms. It was argued by Haider and Yean
{2023) that employees who are subjected to destuctive treatment are more likely to engage in deviant
behavior. Az a result, our findings are consistent with their arguments.
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Motes : LP = leadar pevchopathy; OC = Organizational Cyvnicizm; MDD = horal Disenzagement; EE =
Emploves Expediency

Figure 1. The mediating effect of organizational cynicism and moral disengagement on the
relationship between leader psychopathy and emploves expediency

Begarding Hypothesis 2, we discoversd that the association between leader psychopathy and
employee expediency is mediated by organizational cynicism Given that no previous study has tested
the mediating role of crganizational cymicism in the relationship between leader psychopathy and
emploves expediency, our study 13 the first to explors this important connection. Therefors, our study
makes a noteworthy contribution by investigating how organizafional cymicism nfluences the
connection between leader psychopathy and employes expediency. In enviromments led by
psvchopathic leaders, the absence of clear performance standards creates a breeding ground for high
subjective performance levels (Landay et al 2019) and potentially detrimental decision-making
{Blickle et al., 2018). Sensing the precarious nature of their resources, employees may experience a
dual challenge — not only contending with potential negative impacts on their performance but also
grappling with cynicism arising from the perceived rizk to their resources.

The third hypothesiz zszerted that morzl dizenzagement mediates the relationship between leader
psychopathy and emploves expediency. The identification of moral disengagement as a mediator in
the relationship between leader psychopathy and employes expediency stems from several compelling
reasons. Leader psychopathy 1z characterized by a lack of moral and ethical considerations, creating
an enviromment where individuals may detach themselves from typical moral constraints. This
detachment, kmowm az moral disengagement, iz a psychological mechamism that allows mdividuals to
ratiomalize and jushfy unethical behavier. In the context of this study, leader paychopathy nfluences
employees to disengage, facibitating the acceptance of expedient actions morally. Employess




perceiving 2 leader's distegard for ethical standards are likelier to adopt similar attitudes. The
mediation effect of moral disengagement inderscores how psychopathic leadership confributes to an
eroaion of moral frameworks, directly influencing emplovees to engage in expedient behaviors. This
finding deepens our understanding of the intricate pethways through which leader psychopathy shapes
emplovee conduct, emphagizing the significance of moral dizengagement as a critical link in this
relationship.

Theoretical Implication

Thiz study has enhanced threefold contribution related to leadership and emplovee expediency
literature. First, the finding that leader paychopathy iz related to general deviant behavior in the
workplace supports the findings of many other studies, providing more evidence for the connection
between leader psychopathy and deviant behavior in professionsl sethngs. Second, owr study
contributes to expanding research on the factors that lead to expediency by confiming the beneficial
mfluence of leader payvchopathy on emplovee expediency. Third, leveraging the social conservation of
respurces theory, our research has crafted and scrutinized a mediation model to elucidate the miricate
dynamics surrounding the influence of leader peychopathy on emplovees expediency. This theoretical
framework posits that mdividuals are driven to conserve and protect their resources, encompassing
time, energy, and cognitive capacities. Leader psychopathy, characterized by manipulative tendencies
and a lack of empathy, iz theorized to deplete these crucial resources within the crgamizational
context Consequently, employees may resort to expedient behaviors as adaptive responses to cope
with the challenging work enviromment created by peychopathic leaders. Cwr study investigates the
nuanced aspects of this relationship, exploring the underlying mechanizms and identifying the specific
conditions under which leader psychopathy exerts its strongest impact on emploves expediency.
Arcording to the hypotheses that we have developed, there was a posttive comelztion between leader
psychopathy and employes expediency. Besides, ouwr findings show that moral dizenpagement
mediates the effect of leader peychopathy on emplovee expediency. Thiz finding aligns with
predictions when taken in comtext with the zbundant research showing that meral disengagement 13 a
key component in the chain reaction linking bad leadership to unethical zctions. Leader paychopathy
can influence employess' moral reasoning and ethical decision-maling processes within the
organizational context, leading them toward expedient actions. Identifying moral disensazement 25 a
mediating factor offers valuable nsights into the psychological mechanizms involved. According to
the Conservation of Resources (COE) theory, individuals are inherently driven to acquire, preserve,
and protect valuable rescurces. When examining the impact of leader peychopathy within this
framework, a cascade of copnitive justification mechanizms, such as the displacement of
responsibility, emerges. These cognitive processes confribute to organizational cynicism, where
mdividuals develop a skeptical outlook toward the orgamization and its imtentions. The associztion
between leader psychopathy and organizational cynicism sets the stage for an increased likelihood of
employee expediency. As organizational cynicism intensifies, emplovees may resort to expedient
behaviors as a coping mechamism, responding to 2 perceived lack of support and faumess. This
mfricate chain of events underscores the muanced interplay between leadership behavior, cognitive
processes, #nd the broader organizationsl climate in shaping emplovee responses and ethical choices.

Managerial implications

These findings hold significant implications for management. To mitigate deviant behaviors within
organizations, firme must mvest additional effort and time inte mimmizing the prevalence of
pmu:hopathl-: leaders. Because leader psychopathy is identified as a persomality disorder capable of
mstigating employees’ Organizational Cynicizm (OC), moral disengagement (MDY, and ultimately
enforcing employes emedlenc;‘, addressmg and curbing this leadership approach becomes crucial for




fostering 2 healthier workplace environment. MManagement strategies should cultivate leadership
behavior that pricritizes transparency, ethical considerations, and a supportive crganizational culture.
By actively discouwraging the possibility of psychopathy behavior among management, organizations
can foster a positive work atmosphere, reducimg the likelihood of an organizational wnconducive
enviromment among employess. This condition, in tum, promotes a more constructive and engaged
workforce, nltimately contributing to enhanced organizational performance and employee satisfaction.
Emplovers should prefer candidates for managerial positions whe demonsirate a lack of negative
character traits and low selfishness. If the organization wants to foster effective and ethical leadership,
it mmst favor applicants with these trafts. Organizations can cultivate a more favorable work
environment by intentionally choosing leaders who prioritize teamwork over mdividual gain and
dizplay admirable character atfributes. Those in leadership positions with less egotism are more
meclined to put the group's and company's success first. A more engaged workforce, productivity, and
zolid groundwork: for futore success are all possible outcomes. Incorporating these factors mbo the
promaotion znd selection process can improve the caliber of lezdership and the general dynamics of the
organization. As the data reveals that organizational cynicism and moral disenzazement mediate the
relationship betwesn leader psychopathy and employes expediency, orgamzafions should consider
mmplementing behavior-reduction fraining programs for emplovees exhibiting negative behaviors.
Thesze programs could encompass interventions to address organizational cynicizm and promote moral
engagement. Organizations can design traimng mitiatives that target the redoction of cymicism and the
enhancement of ethical decision-making skills among emplovees. These programs may mclude
workshope, awareness campaions, and leadership development inthatives that foster a positive
organizational culture and ethical conduct. By mvesting m such fraiming programs, companies can
proactively address the underlying factors contmibuting to employes expediency associated with leader
paychopathy. These initiatrves contribute to a more ethical and peositive work environment and
empower employvees to resist negative influences end make ethically sound decizions in challenging
situations.

Conclusion

Thiz study mvestigates the impact of peychopathic leadership on employes expediency within the
hospitalify mdustry. Our findings reveal a siznificant postiive comelation between psvchopathic fraits
m lezders and the expedient behavier of their emplovess. These results are consistent with prior
resezrch from various countries, which also hughlicht the detrimental effects of psvchopathic
leadership on workplace environments. By comparing our findings with similar studies, we affirm the
global relevance of the issue and the necessity for crgamizations to recognize and mitigate the
presence of psychopathic tendencies in leadership roles. The implications for the hospitality mdustry
are particularly critical, given the sector's reliance on positive emplovee Interactions and customer
satizsfzction. This research underscores the importance of promoting ethical and empathetic leadership
to enhance job satisfaction and orgamizationzl well-being. Future studies should explors intervention
strategies and further cross-cultural comparisons to build on these findings.

Limitations and Future Directions

Thiz study possesses certan limitations that provide avenues for fiture research. Primarily, due to
time constraints and limited resources, owr study adopted a cross-sectional rather than a longitudinal
design. A cross-sectional approach capiures a snapshot of data at a specific time, which may restrict
our gbility to establish causation or track changes over an extended period. Future researchers may
benefit from employing longitndinal methodologies, allowing for the exploration of how variables
evolve and imferact over an extended timeframe. This approach could enhance the robustmess of
findmgs and provide 2 more nuanced perspective on the cansal relationships suggested in our cross-
zectional study. The data collection seems to offer empirical evidence for the cansal links. However,
employing time-lagged designs would reduce the potential for selection bias. Despite these




constraints, our study lays a foundation for subsequent research endeavors to debve desper into the
complexities of the exammed phenomena. Future studies could be enhanced by including a moderator
variable. Several potential variables that could reduce the negative imparct of leader peychopathy on
employes expediency are hardiness and resilience.
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+Reviewer 1.

Suggestions/comments from the
Reviewer

Response from the Author(s)

1. p. 1 - The transition m the mroductory part to
destructive Leadership 1sn't satisfactory for me. This
transition neads to be clearer and more gradual. This
also applies to the rationale (theorstical foundation)
and motivation for hnking leaders’ paychopathy and
emploves expediency, as well as the mediatng role
of moral dizengagement and orgamizationsl
cvnicism, which 1= not clear. Im general, the
tranzitions to the constructs to be exammed in the
study are not good. It's not clear why these constructs
were chosen specifically. The way it's written makes
it seem as though the theoretical framework and
rationale for the research are based on constructs that
someone chose and had to it in, rather than starting
from 2 thecratical foundation and previous research
to select the constructs based on them. In my
opinion, this 15 the biggest drawback of this study.

We have made improvements to the paragraph struehare
in the introduction section and the theoretical fomdation
(hypotheses) section. We have also made zdjustments to
the flow of thinking so that the coherence between
sections is better. To start the paragraph, we have used
theoretical foundations and previous research as
justification for the topic we are discussing

. p- 2 — It states "This leadership style” refeming to
the psvchopathic leader. That 1s not a leadership
style.

we have omitted this statement.

Laa

. p- 4 —It1s stated . The hypotheses were confirmed .
Thev are not _confirmed *. but _tested *.

we have changed the word "confirmed” to "tested”

. The mivoductory part of the sample and procedure
(first paragraph) should go into the introduction.

We have relezated the introductory part of the sample
end procedure (first paragraph) to the miroduction
zection.

“Leader deviant behavior is a major issue worldwide,
Impacting organizations and socleties In varlous Ways.
Thiz behavior can include unethical decision-making,
gbuze of power, commuphion, harassment, and other forms
of misconduct. Leader psychopathy iz a striking
example of deviant behavior with sigmificant
ramifications. Palmen et al. (2021} assert that power,
prestige, and money are primary  attractions  for
psychopaths. Given itz potential to provide these
elements, 1t seems lozical for them fo be drawn to the
hosprtality mdustry. With s dynamic and customer-
cenfric nature, the hospitality sector offers opportumties
for individuals to wield mfluence, attain prestige, and
potentially amass wesalth. Paychopaths, being drawn to
environments where they can exploit power dynamics

znd gain perzonal advantages. micht find the hosprtality




mdustry appesling. The combimation of managerial
roles, customer interactions, and financial dealings
within this sector zlions with the fectors that attract
pavchopathic individuals (Zhuang et al, 2022). This
perspective shed: light on the possible aligment
betwzen the characteristics of the hospitality mdustry
and the preferences of mdividuals with psychopathic
fraits, raising questions shout the mmplications for
organizational dynamics and employes deviant behavior
within thiz specific professional doman”™

5. It should be explained there why thiz sample was
chosen, &= it 12 a specific sample.

The primary reason for selecting emplovess from the
hospitality industry to study the impact of pevchopathic
leaders on employves expediency is the high interaction
levels inherent in thiz sector. In the hospitality mdustry,
employvess constantly engage with leaders, colleagues,
gnd customers, creating an  enviromment where
leadershop styles have & pronounced and observable
effect. Thiz frequent and varied interaction amplifies the
mfluence of 2 leader's behavier, making it an ideal
context to study the specific impacts of pevchopathic
leadership on emploves expediency.

6. Did the authors conduct attrition analysis - have they
analyzed whether participants who dropped out (did
not participate in one of two of the remaining two
points) differed?

Ves, I conducted an atfrition analysis to detenmine
whether participantz who dropped out differed from
those who remained in the study.
1 First, We Categorize our participants mto two groups:
those who dropped out of the study (dropouts) and those
who completed it (completers).
2 3econd, We Ensure that we have baseline data for
both groups. This data should include relevant varables
such as demographics, initial messurements, and any
other factors that could be important for our study.
3.Third, we usze statistical methods te compare the
hazeline characteristics of the dropouts and completera.
Commeon statiztical tests mclude:

a t-tests for comparimg the means of contimuous

variables (e 2., age, emplovee expedisncy).
b. Chi-sguare tests for comparng categorical
variables (2 g, gender, education lavel).

4 Fourth, we determine if there are significant
differences betwesn the twe groups. Siznificant
differences may mdicate that the dropout group 1z not
randomnly distributed, which could miroduce bias.
jFifth our ressarch found no differences between
eroups 30 there 18 no indication of biaz

7. A comment on the obtained average values (Jyfs) and
5Ds presented in Table 1 is mizsing.

1.The sample consists of respondents with an average
age of 38.205 vears (8D = 9.787) and a slight gender
skew indicated by the mean gender score of 1.446 (5D
= (1498). Educational attainment, on a scale where
higher wvalues likely represent higher lewels of
education, has a mean of 1.776 (8D = 0.630).
Fezarding organizational attitudes and behaviors, the
mean score for orgamzational cymicism 1z 10,883 (3D
= 2740}, suggesting a moderate level of cynicism
amonz emplovees. Woral disensacement. reflecting




the extent to which employess rationalize unethical
behavior, has a mean score of 22011 (5D = 6.304),
pointing to a range of moral reascning processes m the
workforce. Further, emplovee expedience, which may
reflect pragmatic or self-serving behaviers, has a
mean of 14334 (80 =3.724).

2.Based on the advice of the third reviewer, we deleted
Table 1 and only wrote namratively about the sample
characteristics

Lid

. -9 - At the end of the results, m the final analysis in
the text, the variables are mot properly named. "SL”
was used instead of "LP" and "EC" inztead of "EE".

we have revized thiz section

4. There 1z a lack of an imfroduction to the discussion

We have added a discussion section with an introduction
part at the begimnimg of the paragraph

“The present study investigated and evaluated the
correlation betwesn the leader's peychopathy and hotel
employee  expediency. By integrating leader
pm,chopath}, employes expedlenc}, nr_.c_r,amzaﬁunal
cynicism, and moral disenpagement with the social
exchange (SET), social comuitive theory (SCT), and
conservation of resources theomes (COR), we find
evidence of a direct and mdirect effect of wvamable
propozed mn empirical model.”

5. From the semtence "Begardng Hypothesiz 2. we
discovered that the association between leader
psvchopathy and Emplo}'ee expediency 13 medizted
by orgamizational cymicism. Previous studies have
not found any evidence to support the hypothesis that
organizational cynicism mediates leader paychopathy
and emplovee expediency,” it 1s unclear whether they
investigated and it waz not confirmed, or it has not
been investigated at all so far.

The following phrasa takes the place of the original one
in order to remove any potential m.lsu.uderstandmg
“Given that no previous study has tested the medisting
role of orsanizational cvmicism in the I-Elﬂllll‘ﬂ:ljhl]:l
between leader peychopathy and employes expediency,
our stody iz the first to explore thiz important
connection”

6. himor zpelling mistakes — needs Englizh proofing

We will do Englizsh proofing for our mannscrnpt

Reviewer 2

Suggestions/comments from the
Reviewer

Response from the Author(s)

1. Firstly, a leader’s pesychopathy was measured as
percerved leader's psychopathy =nce employess
rated ther leaders. It 1z important to aclmowledge
thiz difference because zelf-reports and pesr ratings
czn differ in terms of construct validity, which could
ezpecially be the caze in an crgamrational setting,

I fully agree with the reviewer's pomt Measuring a
leader’s pgychopathy through employess' perceptions 1s
mdeed different from using self-reports. Acklmowledzing
thiz distinction iz mmportant because zelfireportz and
peer ratings can vary significantly in terme of construct
validity. Thiz difference iz particularly relevant in an
orgamzational zetting, where perceptions of leaders can
be mfluenced by various factors. We will tale this mfo
conzideration to ensure the robusmess and validity of
owr sdy's findings.

. Furthermore, the leader’s peychopathy was measured
using a four-item scale which has rehability above
a0, _-‘-"thhc:ruEh It 1s recnmmended to use rehable

I completely agree with the reviewer's observation.
While our four-item scale for messuring peychopathy
does demonstrate hugh relizbality, it 13 crucial to ensure
that it filly represents the multifaceted nature of the




multifaced constructs one should take serous
conzideration regarding the representation of the
construct in the matter.

construct. Using short-form scales can sometimes lead
to an mcomplete depiction of complex constructs. We
will carefully consider this feedback to ensure our scale
captures all relevant dimensions of psvchopathy, thereby
enhancing the validity and accuracy of our findings.

3. dispositional factors (e.g. emplovee dark personality
traits, imtegrity, etc) and sitwational factors (e.z.
anamzatmnal climate, organizational culture, ete.)
weren't controlled for which iz a serious limitation
since both have important implications on employee
organizational behavior, including the behavior
tested in the proposed model. Thereforz, the tested
model and its findings could have other underlying
relationships and constructs, leaving the proposed
and tested relationships meignificant or misleadmg.

"The decision not to mclude dispositional factors (2.,
emploves  dark  perzomality  trams,  imtegrity)  and
situztional factors (eg, organizational climate,
organizational culture) az control variables was bazed on
zeversl conziderations.

Firstly, the primary focus of our study was to examine
the dJIec:t relationship between percerved leader
psychopathy and employes expediency within the
hospitality mdustry. Introducing additional control
variables would have complicated the model and
potentially obscured this primary relationship.
Secondly, while we aclmowledge that these factors can
sipmificantly  Influence  employes  orzamizational
behavior, meludmg them was beyond the scope of owr
study's objectives and available resources. Our aim was
to provide a focused amalysis  rather tham a
comprehensive exammation of all potential nfluencing
factors,

Finally, we recopnize that not confrolling for these
variahles iz a limitation and that future rezearch should
consider therr impact to provide 2 more nuanced
mmderstanding of the dynamics at plav. We believe our
findings offer valuable msights despite this lmitation
and provide a foumdation for further studies that can
build on ow work by mcorpeorating these additional
variahles"

4. when mcorporating  theoretical approaches  and
proposing a model, Tt should be taken mto account
the significance, reliability, and validity of previcus
findings, as well as the research domain (in thiz case
orgamizational psychology). Also, when data is
collected in & specific industrv and specific cultural
context, ome should be cautious with generalizing
obtamed findings, especially when dealimg with
relatively small samples.

There iz substantial evidence from previous research
that leader psvchopathy hes a sigmificant impact on
employees, such as psyvchological distress (B=0.16;p =
0.05), work family comflict, (B = 0.19; p = I}'EI'S]
emotional exhauston r = 0620; p = 0.001),
deperzonalization (1= 0447, p = 0.001), and an mcrease

m bumeout t (8 = 024, t(281) = 411, p = 0.001)
(Mathien et al, 2014; BSutton et al, 2020
Cryewunmi, 2018).

LA
h

Begarding methodology and mstruments, when
describing mstrments used in the research, mitial
reliabilitizs should be reported.

Drgamzahnual Cvnicism. We measured ﬂrgmza tional
cvnicism, developed by Dean et al. (1993} on a 3-item
scale. Examples of statements were "Company policies,
goals, and practices are often mconzistent. Previous
research from Jiang et al (2019) proved that this
meazsurement has  vielded acceptable  reliability:
cynicism faith (@ = 92), cynicism behavior (o = .584),
and cynicism emotion (o = 93).

lloral dizengagement. Moral dizengagement was
measured by Moore et al's (2012) propenzity to
dizengage on an 2-item scale morally. Sample mems
mchude “People can't be blamed for doing things that are
technically wrong when all their friends are deing it
too." Cronbach's religbilities of 08% = o = 093
mdicated that thiz measure utilized in earlier studies for




eastern individuals, had psychometne solid qualifies.
{Enoll et al.,2016; Pagliaro et al_, 2018).

Emplovee expediency. We assessed  emplovee
expediency with Greenbaum et al's (2018) 4-item scale.
Sample items include " only enforce company rules
when they bensfit my welfare” It haz showm
satisfactory levels of internal comsistency i earher
research (Egkutly and Chafra 2019) with Cronbach's
reliabilities of 0.91.

Confrol variables. We accounted for the demographic
variables zigmificantly linked to emploves expedient,
such zs age, tenure with the orgemizstion, and tenure
with the current supervizor (in vears) (Gresnbaum et al.,
2018).

6. Also, since participants differ regarding education
and time spent m the organization, the mformation
on their position in the (managerial) hierarchy should
be noted and taken mto account, as well as the
difference in crganizations participants work for.

Participants varied m terms of their positions within the
management hierarchy. The distmbution of participants
by managerial positions is as follows: Fromtline Staff
{e.p., receptiomists, waiters): 232 participants (88%),
Managers (eg. restawrant managers, housekeeping
supervisers): 30 participants (11%:)

7. Also, the zim of the study as well as the hypotheses
should be noted after the mtroduction.

Henee, this study examines how leader psychopathy
penerates  fmportant  follower concequences ke
orgamizafional cymicism, morzl dizengagement, and
emplovee expediency. Furthermore, we assume a
leader's psychopathy will encowrage emplovee
expediency by lowermg employves morale and
mvolvement. Organizations grappling with psychopathic
leadership must recogmize the urgency of addressing
these 13sues. Hence, understanding and mitigating the
mmpact of psvchopathic leaders 15 crucial for fostering
employee well-being and ensuring the organization's
lonpterm success. However, nothing 1=z umderstood
about the underlymng process that drves the lmk
betiveen leader peychopathy and emploves expediency.
Hence, we analyze the possible beneficial effects of
leaders' psychopathy on employves expediency. We also
lock at the relationship between moral dizengagement
and orgamizational cynicizm and the mediatmg roles
these two factors plav.

Reviewer 2.

Suggestions/comments from the
Reviewer

Response from the Author(s)

1. The mamuscript entitled “From Pyychopathy to
Expediency: Unraveling the Mediating Foles of
Organizational Cynicism and Bvloral
Dizengagement m  Leadership  Dynamies”
investigated the relationship between perceived
leader’s paychopathy and emploves expadiency,
and the medisting roles  of emplovee’s

Yes, our research result confirms our proposed
hypotheses




organizational cynicism and moral disengagement
on 2 sample of 282 hotel employess m Indonesia,
The results of the structural equation modelling
showed that perceived leader’s pevchopathy has a
postive direct and indivect effect on employes
expediency through both orgamizational cymicizm
and moral disengagement and employes
expediency.

3

The study iz interesting, and itz findings are
valuzble; however, I zee some izsues that need to
be addressed prior to considering this manuscript
for publication. My comments are primarily aimed
at enhancing the clarty and enniching the
manuscript with relevant stodies on similar topics.

Thus, T believe it iz mportant to highlizht in the

manuscript that 1t 1z dealng  with leader

psychopathy  perceived by their ovees.

Moreover, [ stromgly advize providing a reflection

on existing litersture regarding psychopathy and

leadership

a. (for example, seminal book Babiak, P, Hare,

BE. D, & McLaren, T. (2007). Snakes in suits:
When peychopaths go to work. New York:
Harper, or paperz such as Landay, K., Harms, P.
D, & Crede. M. (2019).

b. Shall we serve the dark lords? A meta-analytic
review of psyvchopathy and leadership. Joumnal
of Applied Psychelogy, 104(1), 183-196.
bittpe/dol org 10103 7/apl0000357) mstead of
dealing with the Dark Tirad concept. Given the
abundance of literahwe on psychopathy and
leadership, I was wondering why the author(s)
mtroduced the Dark Triad concept in the
mtroduction (I advise replacmg this part with
more relevant literature review) and realized
from the method: section that they wused
pevchopathy subscale from the short mezsure of
Dark Triad, which iz not zpecified in the
manuzcript. Thiz should be comected, the
ratiomale for use of thiz measumoe should be
provided and a reflection that this might not be
an adequate measure of paychopathy (zes
Miller, 1. D, Few, L. B, Seibert, L. A, Watts,
A Zeichner A & Lynam D. . (2012). An
exammation of the Dirty Dozen measure of
pavchopatiy: A cautionary tale about the costs
of brief measures. Psychological Assessment,

2404y, 1048-1033.
hitps://dolorg10.1037/20028583) should be
placed in the dizcuszion.

Leader Psychopathy Perceived by Employees:
We agree with your suggestion to highlight in the
mamuzcript that it deals specifically with leader
peychopathy as perceived by their emplovees. We
have revised the introduction and relevant sections
to emphasize thiz perspective more clearly.
Reflection om Existing Literatore: We
ackmowledge the importance of reflecting on the
existing literature regarding peychopathy and
leadership. We have mcorporated references to
seminal works such zz Babiak, P., Hare, E. D, &
McLaren, T. (2007). Snakes i suitss When
psvehopaths go fo work, and Landav, K, Harms, P.
D, & Crede, M. (2019). Shall we serve the dark
lords? A meta-analvtic review of prvchopathy and
leadership. Joumal of Applied Psychology, 104(1),
183-196. hitpe:'dotors/10.1037/apl0000357.
These additions provide a meore comprehensive
backeground and context for our study.

Dark Triad Concept: We appreciate vow
observation regarding the introduction of the Dark
Triad concept. We have revized the introduction to
focus more specifically on the literature related to
paychopathy and leadership, as suggested The
ratiomale for initially meluding the Dark Triad was
to provide a broader context, but we agres that a
more targeted literature review enhances the
relevance and clarity of our manuseript.
Measurement of Psychopathy: In the methods
section, we have clanfied that we used the
pevchopathy subscale from the short measure of the
Dark Triad. We have provided a rationzle for using
thiz messure, mcluding its brevity and previous
gpplications in similar studies. Additiomally, we
have included & dizcussion on the potential
limitations of using brief measures of paychopathy,
referencing Miller, I. D, Few, L_E., Setbert, L. A,
Watts, A., Zeichner, A., & Lynam, D. B (2012).
An sxamination of the Dirty Dozen measure of
peyehapathy: A cautfonary tale abowt the costs of
brigf measures. Prychological Assessment, 24(4),
1048-1033. hitps-//dod.org/10.1037/20028523 . This
reflection  aclmowledges the complexity of
measurmng psychopathy and the need for cautious
mterpretztion of our findings.
Supporting Evidence: Erkutlu and Chafra
(2019) in their studv tled Teader psvehopgihy |




and orgamizational deviance: the mediatimg role of
pevchological safety and the moderating role of
moral  disengagement,” published i the
Intemational Joumal of Workplace Heslth
Management, utilized the psychopathy subscale
derived from the Dark Triad measurez. Their
rezearch  demonstrates the applicgbility and
relevance of using the Dark Trad framework to
zzzess leadership psvchopathy o orgamizationsl
settings
= (Erkuthe, H., & Chaffa. J (2019). Leader
psychopathy and orgamizztional deviance: the
mediating role of pswhnluglcal safety and the
moderating role of moral dissngagement
Internstional Journal of Workplace Health
Ivianagement, 124, 197-213.
httpe:/dol.org10.1 108 IMWHL-10-2018-0121).

3. The first part of methods section (dealing with
rationales for using sample from hospitality
mdustry m Indonesiz) should be imtegrated mto
the introduction.

“The participants were made accessible to the managers

1. Thank vou for vour valuable feedback We have
carefully considered vour suggestion regarding the
mtegration of the rationale for using 2 sample from
the hospitality mdustry in Indonesia.

of each hotel selected for this studv. Confidentiality
was guaranteed, and parficipation was enbirely
optional. The primnary rezzon for salecting emplovess
from the hospriality industry to stmudy the mmpact of
pevchopathic leaders on employes expediency iz the
high interaction levels inherent in this sector. In the
hu:nsmtallh ndustry, emplovess constantly engage
with leaders, colleagues, and customers, creating an
emviromment  where  leadership  styles have a
pronounced and observable effect. This frequent and
varied interaction amplifies the influence of a leader's
behavior, maling it an ideal context to studv the
specific impacts of psychopathic leadership on
emploves expediency™

2. In the sample section, 1t 1z specified that
employess assessed the leader’s psvchopathy — 1t
would be good to specfy how was “the leadsr™
operationalized m the questiomnamre and who
exactly were the employess zssessing. [ don't see
the need for sample characteristic table, az thiz
can be mntegrated in the text (ie., there iz already
the mformation on average participantz’ age, the
temure within the organization, and with the
present supervisor - were these open-ended
questions or categories as presented in Table 17
And the information on %% of one of the genders
could be provided mn the text).

1. In our study, "the lezder” was operationalized as the
mmediate  supervisor  of  the  employess
participating in the survey. We specified this in the
questionnaire by asking emplovess to focus on their
direct supervizer when responding to the guestions
about leadership psychopathy. Thiz approach
ensures that the employees assessed the
pavchopathic traits of a leader with whom they have
regular and direct mteractions, providing more
accurate and relevant responses. We have now
mchaded this specification m the sample section to
enhence clarity. By clearly defining who the
employess were aszessing, We aim fo improve the
understanding of our methodology and ensure the
validity of our findings.

2. We have taken vour advice and removed the sample

charactspetic Mwmﬂm




relevant information into the text. The details on
gverage participants’ age, tenure  within  the
orgamization, and tenure with the present supervizor
were categorical We have now presented these
details m the narative format Additionally, we
have mcluded the percentage of one of the genders
directly in the text for clartty.

3. Begarding the procadure, it is unclear why was
the data collection organized in three separate
time pointz when it could have been collacted all
at once — this should be justified.

1. This research ufilized a time lagged design because
cross-sectional methods lomit the inferences
regarding causality and the longitudingl designs are
mors appropriats to test cauzal models which help
to address reverse cansality issue in the cansal lnks.
The researchers of the behavior research while
studying methodological issues in meditational
modelzs have highlighted that the cross-sectional
research designs do not give true pichure of the
reality as the data_ collected at one time, has zerions
cazualty problems of the correlated variables (Selig
& Preacher, 2009).

*  Selig, I. P, & Preacher, K. J. (200%). Mediation
models for longitudmal data in developmental
research. Fessarch in human development
6(2-3), 144-164.

* Selig, I P, Preacher, K. I, & Little, T. D.
(200%). Lag as moderator modelz for
longitudingl data.

=

.Was this study reviewsd and approved by an
mstihutional review board?

We confirm that this manuseript has besn reviewed
and approved by the Institutional Review Board (IRB)
of STIE Latifsh Mubarckiyah, The approval emsures
that our study adheres to the ethical standards required
for research invalving human participants.

3Tt 1z stated that all the instrumentz were translated
to Indomesian — if this was the first use of theze
mstroments in Indonesian context, please provide
more details on the tranzlation process (Le., how
many translators were there, how were the
possible moonsistencies handled, was there some
pilot-testing.  ete). Moreover, I  highly
recommend adding the mformation on respective
Cronbach’s alphas in instrumentation section.

The instruments used in this stody were translated nto
Indonesian for the first time. To ensure accuracy and
cultural relevance, we followed a rigorous translation
process:

Number of Translators: We emploved a team of three
bilingual expertz proficient m both English and
Indonesian.

Translation Steps:

Initial Tramslation: Ezch translator independently
tranzlated the instruments from English to Indonssian.
Comparison and Reconciliation: The translations
were compared for consistency and any discrepancies
were dizcussed and resolved through consensus among
the translators.

Back-Translation: The reconciled Indonesian version
was then back-translated into English bv & separate
bilingual expert who had no prior lmowledze of the
original instruments. This step was to ensure that the
translated version accurately reflected the onginal
content




Review and Finalization: The back-translated wversion
was compared with the orginal English version, and
any imconsistencies were addressed. The final
Indonesian version was then reviewsd end approved by
all fran=lators.

Filot Testing: The ranslated metruments were pilot-
tested with & small sample of participants from the
target population to check for clarity, comprehension,
and cultural appropriztensss. Feedback from the pilot
test was used fo make any necessary adjustments to the
translation.

Optimmum values of

Cronbach’s @ was observed for the leader
pavchopathy variable in pilot testing, 0.834 for the
English version, 0.77 for the Indonesian version, .83
for the back-translation, and 082 for the bilmmgual
Version

4.In the Measurement model assessment section,
there 13 mention of comvergent, discrimmant and
construct validity, and it seems to me that thess
concepts are out of context hers. I highly advize
checling the meaning of these concepts and
replacing them accordingly.

Thank you for your feedback and for highlighting the
importance of accurately dizcussing measurement model
agseszment.

Meazurement Model Assessment

We would like to clanfy that the mention of convergent,
dizcriminant, and construct validity in the measurement
model assessment is not out of context. These concepts
are integral to the evaluation of measurement models in
Structural Equation Modeling (SEM), particularly when
using Partial Least Squares SEM (PLS-SEM).

Importance of Convergent, Discriminant, and

Construct Validity

* Convergent Validity: Thiz assesses the extent to
which indicators of a construct comverge or share a
}Jlgh proportion of variance. It is typically evaluated
using metrics such as Average Variance Extracted
{AVE) and Composite Reliability (CE).

* Discriminant Validity: Thiz evaluates whether
constructs that are supposed to be unrelated are
indeed distinct. Technigues like the Fomell-Larcker
criterion and cross-loadings are often used to assess
discrimimant validity.

* Construct Validity: Thiz mwvolves the overall
azzpzzment of how well a test or instrument
measures the construct it 15 intended to measure,

encompazsing both convergent and discriminant
validity.

References Supporting PLS-SEM
Owr approach follows established guidelines and
references on PLS-SEM, mcluding:

* Hair. JJ F. Hult G. T. M. Fmele C M &




Sarstedt, ML (2016). A Promer on Partial Least
Squares Structural Equation hodeling (PLS-SEMD
(2nd ed ). Sage Publications.

® Thiz book provides comprehensive coverage on the
application of PL3-3EM, ncluding the importance
of assessing convergent, discriminant, and constract
validity.

® Chin, W. W. (1998). The Partial Least Squares
Approzch to Structural Equation Modeling. In G AL
Marcoulides (Ed.), Modem hethods for Business
Fesearch (pp. 295-336). Lawrence Erlbaum
Amsoriates,

* Chin's work 13 foundational m  PLS-3ENL
emphazizing the nesd to eviluate measurement
moedel validity.

* Henseler, I, BEmgle, C L, & Sarstedt, L (2013).
A npew criterion for asseszng discriminant validrty
n varance-based structural eguation modeling.
Journal of the Academvy of Marketing Smenn:e
43(1), 115-135. https://dot.org/10.1007/511747-
014-0403-8

Thiz paper introduces new techmiques for assessing
dizcrimmant validity, remforcing its relevance in PLES-
SEM.

Conclusion

Our mention of convergent, discriminant, and construct
validity 1z aligned with the standard practices in PLS-
SEM analysie. We follow the gmdance from the
aforementionsd references to ensure our measursment
maodel assessment is tharough and accurate.

5.In presentation of results, please follow APA
recommendations both in tables (e.g., number of
decimal places) and text (e.g., p-values, if below
{001 should be reported az p = 001). In Table 1.
(the second ome — please check the tzble’s
mumbering and referencing in the text — there 1=
mention of Table V) information on how the
gender was coded should be provided, and the
mumnbers before variables should be added (so the
mumberz m the heading row are mesmmzfil).
What are the meanings of abbreviztions in Figure
1, what coefficient= are presented, and the fitle of
the Figure should be In accordance with APA
recommendations (1.e, the model should he
specified).

1. We have comected the tables and text to accurately
match APA  puidelines. These chanpes zim fo
improve the clarity and conformity of our manuscript
to APA standards.

2. Thank vou for vour feedback. We have addressed
vour suggestion by removing Table 1 (the second
ome) from the manuscript as per your gwdance.
Thersfore, we did not proceed with maling the
requested changes regardng gender codmg or
munbering varables in that table.

3. Motezx: LP = leader peychopathy;
Organizational  Cymicism; MDD =
Dizengagement; EE = Emplovee Expediency.

oc =
hioral

6.As Hypothesiz 1 involves comelafion, 1
recommend providing a reflection on bivanate
correlations as well.

In ow study, we emploved Structural Egquation
Modeling (SEM) to test our hypotheses and examine the
relationships between varizbles. SEM allows for a
comprehensive analysis that goes bevond simple
bivariate comelations by simultaneously evalusting
multiple relationships within a theorstical framework.
Thiz approach provides a robust assessment of the
mterplay amons varisbles. considering both direct and




mdirect effacts.

1. We have already mcorporated a remunder of the
studv'zs aims at the beginming of the discussion
section. This helps to provide context and ensure that
the findings are inferpreted m relation to the original
objectives of the study.

“The present study investigated and evaluated the
correlation between the leader's pavchopathy and hotel
emploves  expediency. By  imtegrating  leader
psychopathy, employes exp-edlenc}, organizational
cymicism, and moral disengagement with the social
exchange (SET), social commitive theory (SCT). and
conservation of resources theoriez (COR), we find
evidence of a direct znd mdirect effect of vanzble
propozed in empirical mode]”.

2. We have enhanced the discussion section by
explicitly comparing our ﬁnd.mgs with results from
similar studies conducted in other countries. This
comparizon helps to underscore how our findings are
consistent with existing literature and theoretical

7.1 highly recommend starting the discussion| &rguments. _
section with the reminder on what the aims of the BE. C"}m'd@E the rm.l_lts, we discover that leader
study were. peyvchopathy sigmificantly mereased the prevalence of
It would be good to point out how exactly the EmP_lc'}'ﬁ expediency (H1). consistent with previous
“findings are consistent with their arsuments”. 1| sudies (2 Exhutin and Chafra, 2019) Studies
would have expected to see the comparison of the |  Conducted m the past have validated the notion that
cbtained results with results from similer studies | the negative component of supervisory roles affects
fiom other counfriez in the discussion, and I mdividual performance. This sustained exposure to
highly advise enriching the manuscript with such | leader psychopathy can cultivate a detrimental
comparisons. In the end, I recommend providing enviromment where negative roles are reinforced,

a short conclusion. fostermz an atmosphere of perceived threat among
individuals™

3. Additionally, we have included a short
conclusion at the end of the manwscript,
summarizing the kev findingz and their
implications.

“This study mvestigates the mpact of psychopathic
leadership on &mplmee expediency within the
hospitality mdustry. Our findngs reveal a sigmificant
pozitive comrelation between paychopathic traitz in
leaders and the expedient behavior of ther
employees. Thesze resultz are consiztent with prior
research  from  various countries, which also
highlights the detrimental effects of pevchopathic
leadership on  workplace  environments. By
comparing owr findings with similar studies, we
affimn the global relevance of the iszue and the
necassity for organizations to recognize and mitigate
the presence of psychopathic tendencies in leadership
roles. The implications for the hospitality industry are




particularly critical, given the sector's reliance on
pozitive  emploves  interactions and  customer
satisfaction. Owerall, this research underscores the
importance of promoting ethical and empathetic
leadership to enhance job satisfaction and
organizational well-being. Future studies should
explore infervention strategies amd further cross-
cultural comparisons to build on these findings"




1214724, 3:13 AM Gmail - [DI] Reviews of the manuscript (1. round)

Dear Dt Yulianeuw,

We have sent the revised version of your paper to the reviewers for the 2nd round of reviews. We expect their feedback by
the end of the month.

Thank you for your understanding and patience,

Kind regards,
Vlatka Venos
[Futipan teks dsemburmyikan]
Aneu Yulianeu <anjusul3E@gmail.com> 12 September 2024 pukul 06.34

Kepada: Vlatka Venos <Vlatka.\enos@pilar.hr=

Thank you very much for your feedback.
[Kutipan teks dsembunyikan]
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BUKTI 4 Review of Manuscript (2 round)

12114724, 8:14 AM Gmail - [D] Reviews of the manwscript (2. round)

M G ma il Aneu Yulianeu <anjusul9@gmail .com>

[DI] Reviews of the manuscript (2. round)
2 pezan

Vlatka Venos <viatka.venos@pilar.hr= 8 November 2024 pukul 23.24

Kepada: Dr Aneu Yulianeu <anjusul9@amail. com=
Cc: Faizal Wihuda =fwihuda@gmail.com=, Arnef Adhy Kurniawan =arieadhykurniawan@gmail.com:

Dear Authors,

Thank you for your efforts and the ime you have invested in improving the
manuscript o far. After receiving the reviewers' comments from this second
round of reviews, we have identified certain aspects that require further
attention to prepare the manuscript for consideration for publication.

We kindly ask that you carefully review all comments from this round, as
well as revisit the initial comments from Reviewer C from the first round.
Specifically, all requested changes from the reviewer must be clearly
implemented in the text. & clear implementation of all requested revizions
is crucial for moving forward with the process. Additionally, it would be
beneficial for you to prepare a new letter to Reviewer C, in which you
respond to each comment individually and explain the changes made.

Best wishes,

Drsc. lva ('iernia Rajter, Associate Editor

Viatka Venos

Secretary

"Druétvena istraZivanja"

Institute of Social Sciences Ivo Pilar
Maruli¢ev trg 19/1

10 000 Zagreb, Croatia

Phone: + 365 1 4829-103

+ 385 1 4886-815

Fax: + 385 1 4828-296

E-mail Viatka.Venos@pilarhr

Subject: From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizaficnal Cynicism and Moral Digengagement in Leadership Dynamics

Review A (2. Round)

Dear Editor,

I have reviewed the revized manuscript entitied “From Psychopathy to
Expediency: Unraveling the Mediating Roles of Organizational Cynicism and
Moral Dizengagement in Leadership Dynamice® and am pleased with the
authors' rezponses to my initial comments. The adjustments they have made
have notably enhanced the paper. However, | have two further suggestions for
improvement:

1. The introducticn section would benefit from being divided into more
paragraphs o improve readability, as it is currently quite dense.

2. Itwould be advantageous for the authors to include a brief atirition
analysis within the manuscript, as they have detailed in their responze.
Overall, | am satisfied with the revisions to date. With these additional
improvemnents, in my opinion, the paper can be accepted for publication.

Review B (2. Round)

I have no additional remarks or comments on the new version of the
manuscript submitted by the authors since the key shortcomings have been

Ivttps:imiail. google. comimaliuiV7ik=5e bcfb4237 Bview=pt&search=all Rpemmithid=thread-f: 18151721 58415501007 Esimpl=msg-£ 181517 21584155. ..



12014724, 8:14 AM Gmail - [DI] Reviews of the manusenpt (2. round)
cormected.

Review C (2. Round)

Dear Editor,

As the authors did not adequately address my comments from the first round
{i.e., they replied to most of my comments only in the author response form
but did not implement the changes in the manuscrpt), | cannot congider the
revised manuscript for publication. | strongly encourage the authors to
review all my comments again, revise the manuscript accordingly, and make
sure they implemented all the changes directly in the text.

Sincerely,

Reviewer C.

Drustvena istraZivanja: Journal for General Social |ssues

-E 3255 - reviews (2. round).docx
16K

Aneu Yulianeu =anjusul3@gmail.com= 19 November 2024 pukul 09.11

Kepada: Viatka Venos <viatka.venos@pilarhr=

Dear Editors,

We are grateful to the editor and reviewers for their careful congideration of this manuscript. Their constructive
comments and suggestions have significantly enhanced the clarity and rigor of our research. We have carefully
addressed all of the points raised and believe that the revised manuscript is substantially improved as a result. We
welcome any further suggestions they may have. Enclosed is a point-by-point response detailing the changes made
to the manuscript in response to your comments.

Aneu Yulianeu on Behalf of all authors
[Futipan teks disembunyikan]
2 lampiran

-E Leader psychopathy and Employee expediencyReview.docx
146K

_ Author-Response-Drustvena_.second round.doc
216K
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Review A (2. Round)

Subject: From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership Dynamics

Dear Editor,

| have reviewed the revised manuscript entitled “From Psychopathy to Expediency:
Unraveling the Mediating Roles of Organizational Cynicism and Moral Disengagement in
Leadership Dynamics* and am pleased with the authors' responses to my initial comments.
The adjustments they have made have notably enhanced the paper. However, | have two
further suggestions for improvement:

1. The introduction section would benefit from being divided into more paragraphs to
improve readability, as it is currently quite dense.

2. ltwould be advantageous for the authors to include a brief attrition analysis within the
manuscript, as they have detailed in their response.

Overall, | am satisfied with the revisions to date. With these additional improvements, in my
opinion, the paper can be accepted for publication.

Review B (2. Round)

Subject; From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership Dynamics

| have no additional remarks or comments on the new version of the manuscript submitted by
the authors since the key shortcomings have been corrected.




Review C (2. Round)

Subject: From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership Dynamics

Dear Editor,

As the authors did not adequately address my comments from the first round (i.e., they
replied to most of my comments only in the author response form but did not implement the
changes in the manuscript), | cannot consider the revised manuscript for publication. |
strongly encourage the authors to review all my comments again, revise the manuscript
accordingly, and make sure they implemented all the changes directly in the text.

Sincerely,

Reviewer C.




Drudtvena istraZivanja: Journal for General Social Issues
Institute of Social Sciences IVO PILAR

AUTHOR RESPONSE FORM

Reviewer 1.
Reviewer
as it is currently guite dense,

have detailed in their responze.

Reviewer 2.

Suggestions/comments from the

Response from the Author(s)

1. The introduction section would henefit from being The introduction sectiom has already been divided inito
divided into more paragraphs to improve readability, | more paragraphs o improve readability, addressing the

issue of density

2 It would be advantageons for the authors to include a
brief attrition snalysis within the manuscrpt, as they | An attrition analysiz has already been included in the

manuseript (See Fage 5, Line 31).

Reviewer

Suggestions/comments from the

Response from the Author(s)

Reviewer 3.

I have no additional remarks or comments on the new | Thank you for the valuable feedback and suggestions
wersion of the manuseript subamitted by the authors smee | provided during the review process. They have been
the key shortcomings have been corrected | instrumnental in improving the manuscripl.

Suggestions/comments
from the Reviewer

Response from the Author(s)

1.

The manuscript  entitfled  “From
Psychopathy 1o Expediency:
Unraveling the Mediating Roles of
Organizational Cynicism and Maoral
Disengagement  in Leadership
Drynamics™ investigated the
relationship  between  perceived
leader®s psychopathy and employee
expediency, and the mediating roles
of  emplovee’s  organizational
cynicism and moral disengagement
on a sample of 282 hotel employees
in Indonesia, The resulis of the
structural  equation modelling
showed  that  perccived  leader’s

Yes, our research result confirms our proposed hypotheses




msychopathy has a positive direct
and indirect effect on employvee
expediency through bath
wrganizational cynicism and moral
disengagement  and  emplovee
expediency,

. The study is interesting, and its
findings are valuahle; however, |
see some issues thar need to be
addressed prior to considering this
manuseript  for  publication. My
comments are primarily aimed at
enhancing the clarity and enriching
the manuscript with relevant studies
on similar topics, Thus, | believe it
is important o highlight i the
manuscript that it 15 dealing with
leader psychopathy perceived by
their  employees.  Moreover, 1
strongly  advise  providing &
reflection  on exisling  hiferature
regarding payehopathy and
leadership

a.  (for example, seminal book
Babiak, P., Hare, R, D, &
MeLaren, T. (2007). Snakes in
suits: When psvehopaths go to
work, Mew York: Harper, or
papers such as  Landay, K.,
Harms, P, D, & Creds, M.

(2019
b Shall we serve the dark lords? A
meta-analyhic TeView of

psyehopathy — and  leadership.
Joumal of Applicd Psychology,
104(1}, 183-196.
https:/dotorg 10, 103 7 apl 00003
37y instead of dealing with the
Dark Triadd concept. Given the
abundance  of  literature  on
pavchopathy  and  leadership, 1
was  wondering  why  the
author(s) introduced the Dark
Triad concept in the introduction
(I advise replacing this part with
more relevant literalure review)
and realized from the methods
sechion that thev used
pevehopathy subscale from the
short measure of Dark Triad,
which is not specified in the
manuscript,  This  should  be
corrected, the rationale for use
of this measure should be
provided and a reflection that

Leader Psvehopathy  Perceived by Emplovees: We agree with your
suggestion to highlight in the manuscript that it deals specifically with leader
psvchopathy as perceived by their employees. We have revised the
introduction and relevant sections to emphasize this perspective more clearly.

Reflection on Existing Literature: We acknowledge the importance of
reflecting on the existing literature regarding psvchopathy and leadership, We
have incorpurated references to seminal works such as Babiak, P, Hare, R. D,
& MeLaren, T. (2007}, Skhakes i suits: When povchopaihs go to work, (See
Page 2 Line 47)

Landay, k., Harms, P. [0, & Credé, M, (2009), Shalf we serve the dark fords?
A meta-gnalvtic review of pevchapathy and leadershiip. Journal of Applied
Psychology, 10401}, 183196, hitps:Vdoiorg/ 10,103 TaplkMIA57,  These
additions provide a more comprehensive background and context for our
study. (See Page 11 ling 14)

Dark Triad Concept: We appreciate your observation regarding the
introduction of the Dark Trad concept, We have revised the introduction o
Toens more specifically on the terature related to psychopathy and leadership,
a5 supgested. The rationale for miially including the Dark Triad was 1w
provide a broader context, but we agree that a more targeted literature review
enhances the relevance and elarity of our manuseript, We have replaced the
context of psychopathy as part of the Dark Triad with more relevant literature
of leader psychopathy to support our research. We hope this revision enhances
the relevance and quality of the study we are submitting. {See Page 1 Line 42).
The emphasis on the concept of psychopathic leaders also highlighted in
the Theory and Hypotheses Development section, This section
elaborates on the theoretical framework underpinning the role of
psychopathy in leadership and its implications. (See page 2 line 40)

Measurement of Psychopathy:

These scales are brief, with only 4 items of leader psychopathy measurement.
Their brevity reduces the time burden on participants and researchers, allowing
for quick data collection without compromising participant attention or
I:I'.Igﬂg_;‘-l'l'il:l'l[.

Diespite their brevity, these scales demonstrate acceptable reliability and
validity for capturing core aspects of psychopathy in various confexts, (See
Page & Line 3)

Supporting Evidence: Erkotlu and Chafra (20019) in their study titled
"Leader psychopathy and organizational deviance: the mediating role of
psvchological safetv and the moderating role of moral disengagement,”
published in the Inferhational Joutnal of Workplace Health Management,
utilized the psvehopathy subscale derved from the Dark Triad measures, Their
rescarch demonstrates the applicability and relevance of using the Dark Triad
framework to assess leadership psychopathy in organizational settings
" (Erkutle, H., & Chafra, J. (201%). Leader psychopathy and organizational
deviance: the mediating role of psychological safety and the moderating




this might not be an adequate
measure of  psvchopathy  (see
Miller, J. D, Few, L. R.. Seibert,
L. AL Wans, A, Zeichner, A, &
Lymam., [ K. (2012} An
examination of the Dirty Dozen
measure  of  psychopathy: A
cantionary tale about the costs of
brief measures.  Payvehological
Aszesament, 2d(4), 10451053,
https:dotorg/ 10,1037/ 2002838
3) should be placed in fhe
discussion,

role of moral disengagement. International Journal of Workplace Health
Management, 12{4), 197-213. https:/fdoi.org/ 1001 10ATIWHM-10-201 8-
121}

The first part of methods section
{dealing with rationales for using
sample from hospitality indusiry
in Indonesia) should be integrated
into the introduction.

1. Thank wou for your suggestion. The rationale for using a sample from the
hospitality industry in Indonesia has now been miegrated into the introduction
section as advised. This reviston should provide readers with a clearer
understanding of why the Indonesian hotel industry is a suitable context for
examining leader deviant behavior from the outset of the paper.

“Leader deviant behavior 15 a magor 1ssue worldwide, impacting organizations and
societies in various ways. This behavior can include unethical decizsion-making,
ahuse of power, corruption, harassment, and other forms of misconduet. Indonesia
seores high on power distance in cultoral assessments, meaning people tend to
accept hierarchical authority. In such environments, leaders have more control,
which can sometimes foster or enghble deviant behaviors if there 15 a lack of checks
and balances.” {See Page | Line 25)

2. In the sample section, it is
specified that emplovees assessed
the leader’s psvchopathy — it
would be good 1o specily how
was “the leader” operationalized
in the guestionnaire and who
exactly  were  the employees
assessing. | don't ace the need for
sample characterisiic fable, as this
can be integrated in the text (ie.,
there is already the information on
average participants”  age,  (he
tenure  within the  organization,
and with the present supervisor -
were these open-ended questions
or categories as presented in Table
17 And the information on % of
one of the genders could be
provided in the text}.

1.

In our study, "the leader” was operationalized as the immediate supervisor of
the cmployees participating in the survey. We specified this in the
guestionnaite by asking employees o focus on their direct supervisor when
respomding to the questions about leadership psychopathy. This approach
ensures that the emplovees assessed the psychopathic traits of a leader with
whom they have regular and direct interactions, providing more accurate and
relevant responses, We have now included this specification in the sample
section o enhance clarity. By clearly delining whoe the emplovees were
assessing, we aim to improve the understanding of our methodology and ensure
2. the validity of our findings, {See Page 5 Line 12)

We have taken vour advice and removed the sample characteristic table.
Instead, we have integrated the relevant information into the text. The details
on average participants' age, tenure within the organization, and tenure with the
present supervisor were categorical. We have now presented these details in
the narrative format. Additionally, we have included the percentage of one of
the genders directly in the text for clarity.

3 Regarding the procedure, it is
unclear  why  was  the dala
collection  organized in  three
separate time points when it could
have been collected all at once
this should be justified,

1. This research utilized a time lageed design hecause cross-sectional methods
limit the inferences regarding causality and the longitudinal designs are more
appropriate to test causal models which help 1o address reverse cousality issue
in the causal links. The researchers of the behavior research while studying
methodological issues in meditational models have highlighted that the cross-
sectional research designs do not give tue picture of the reality as the data,
collected at one time, has serious casualty problems of the correlated varinbles
(Selig & Preacher, 20047,
= Belig, I P, & Preacher, K. I {2009}, Mediation moedels for longitudinal




2

“Was this smdy  reviewed and
approved by an  institutional
review hoard?

It is stated that all the instruments
were translated (o Indenesian — if
this was the first use of these
instruments i Indonesian context,
please provide more details on the
translation  process (e, how
many translators were there, how
were the possible inconsistencies
handled, was there some piloi-
testing, etc.). Moreover, 1 highly

data in developmental research, Research in human development, 6(2-3),
144-164.
= Selig, I P Preacher, K. 1, & Little, T, D (2004), Lag as moderator
models for longitudinal data,
We have revised the methods section to clanfy the rationale for organizing data
collection across three separate ime points. This approach was chosen to minimize
response bias and reduce common method variance, allowing us to capture more
accurate and reliable data, The cxplanation has now been included in the procedure
section for greater clarity. (See Page 5, Line 25)
We confirm that this manuscript has been reviewed and approved by the
Institutional Review Board (IRB) of STIE Latifah Mubarokivah. The approval
ensures that our study adheres o the ethical standards required for research
invalving human participants.
The mstruments used in this study were translated into Indoncsian for the first
time. Te ensure accuracy and culiwral relevance, we followed a rigorous
translation process:

Number of Translators: We emploved a team of three bilingual experts
praficient in both Englizh and Indonesian,

Translation Steps:

Initial Translation: Each translator independently translated the mstruments from
English to Indonesian,

Comparison and Reconciliation; The translations were compared for consistency
amd any discrepancies were discussed and resolved through consensus among the
tranzlators,

Back-Translation: The reconciled Indonesian version wag then back-translated
into Enalish by a separate bilingual expert who had no prior knowledge of the
original instruments. This step was to cnsure that the translated version accurately
reflected the original content.

validity, and it seems to me that
these concepts are out of context
here. T highly advise checking the
meaning of these concepts and
replacing them accordingly.

T’*“‘T‘“‘“’““ﬁ”d adding _thc Review and Finalization: The hack-translated version was compared with the
information  on respeetive il Enlich con and eonsistencies were addressed. The Final
(_'mnbﬂchLS ﬂ]phﬂ‘-’. iﬂ ﬂTIgll’H aﬂb I.‘FI WSO, Hﬂ!f' meonsislencies were addressed. L=N e
. . S Indonesian version wias then reviewed and approved by all translators,
instrumentation seclion. . . - - .
Pilot Testing: The translated instruments were pilot-tested with a small sample of
participants from the target population to check for clanty, comprehension, and
cultural appropriastencss. Feedback from the pilot test was used to make any
necessary adjustments o the translation.
Cronbach's o back-translation was observed for the leader psychopathy {82);
Orgamizational Cymicism (7%); Moral Disengagement (81); and Employec
Expediency (.82) (See Page 5 Line 48)
4.In  the Messurement  model | Thank you for your feedback and for highlighting the importance of accurately
assessment  section, there i | discussing measurement model assessment.
mention of convergent,
diseriminant and construct | Measurement Model Assessment

Wo would [ike to clarify that the mention of convergent, discriminant, and construet
validity in the measurement model assessment 15 not out of context. These concepls
are integral to the evaluation of measurement models in Structural Equation
Modeling (SEM), particularly when using Partial Least Squares SEM (PLS-5EM).

Importance of Convergent, Discriminant, and Construct Validity

o Convergent Validity: This assesses the extent to which indicators of a
construct converge or share a high proportion of variance, It is typically
evaluated vsing metrics such as Average Varance Extracted (AVE) and
Composite Reliability (CR}.




» Discriminant Validity: This evaluates whether constructs that are supposed to
ke unrelated are indeed distinet, Technigues like the Fernell-Larcker criterion
and cross-loadings are often used 1o assess discriminant validity,

=  Construct Validity; This involves the overall assessment of how well a test or
instrument measures the construct it 15 infended to measure, encompassing both
convergent and diseriminant validity,

References Supporting PLS-SEM
Cur approach  follows  established  guidelines and  refercnoes on FLS-SEM,
including:

® Hair, I. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2016). A Primer on
Partial Least Squares Structural Equation Modeling (PLS-SEM) {Znd ed.).
Sage Publications,

» This book provides comprehensive coverage on the application of PLS-SEM,
including the importance of assessing convergent, discriminant, and construct
validity.

= Chin, W. W. (1998), The Partial Least Squares Approach o Structural
Equation Modeling, In G. A, Marcoulides (Ed.), Modern Methods for Business
Research (pp. 293-336). Lawrence Erlbaum Associates.

» Chin's work is foundational in PLS-SEM, emphasizing the need to evaluate
measurement model validity,

» Henseler, J. Ringle, C. M., & Sarstedr, M. (2003}, A new criterion for
assessing discrimimant validity i variance-hased structural equation modeling,
Jourmal  of the Academy of Marketing Secience, 43(1), 115-135
hiipszdonorg 10 1751174 7-004-0403 -8,

o Sarstedt, M., Ringle, C. M., & Hair, I F(2021). Partial least squares structural
equaticn modeling. In Handbook of market research {pp. 387-032). Cham:
Springer International Publishing,




5.In presentation of resulis, please
follow  APA  recoimmendations
hoth in tables {e.g., number of
decimal places) and text (e, p-
values, if below 001 should be
reparted as p < (0H). In Table 1.

Do the: mesdel
mehude reflectively

measured consirucls?

Yoz Wy

!

Stage 1.1 evaluation criteria |
(rellective models)
+ Indicatar relinbility
= Internal consistency
reliahility
+ Converpent val:diny
+ Dierinminart volidity

Dhoees thee: bl
inlude formatively
mieasired comstrucis?

Stage 1.2 evaluation eriteria
(fnrmative madcks)
* Comvergent validity
= Collincarity
* Significance and relevance of
mificalar weighl

L

stage 1 evaluation criteria
{structural modsel)

= Callirearity

* Signilicance arsd relevance of
path ceefficicis

* Fxplanstory pawer

+ Predictive powes

= Mlodel comparisons (optional)

Fig. 3 PL5-5EM musdel evalwmbion. Adapbed rom Sarstedt of al. 270043

In Partial Least Squares Structural Eguation Modeling {PLS-SEM), the evaluation
of reflective models ensures the reliability and validity of the constructs measured
by their indicators, The main crteria for evaluating reflective models include:

a. Indicator reliability: Ensuring individual items {indicators) reliably measure
the construct

b. Imternal consistency reliability: Testing for consistency among the indicators
using measures such as Cronbach's Alpha or Composite Reliahility,

c. Convergent validity: Verifying that indicators correlate highly with the
consiruct they represent,

d. Digcriminant validity: Ensuring constructs are distinet from one another.

Conclusion
We would like to assure the reviewer that the concepts mentioned in the
Measurement Model Asscssment section are aligned with catablished theories and
practives in Partial Least Squares Structural Equation Modeling (PLE-5EM). Cur
discussion is based on rigorous references from key literature in this field, ensuring
that the assessment of convergent validity, discriminant validity, and construct
validity is appropriate and follows standard guidelines, These concepis are integral
to evaluating the reflective measurement models and are used within the context of
the PLS framework as outlined in the referenced studies.

1. We have corrected the tables and text to accurately match APA guidelines,
These changes aim to improve the clarity and conformity of our manuseripl to
APA standards,

2. Thank you for vour feedback, We have addressed vour suggestion by removing
Table 1 ithe second one) from the manuscript a8 per your guidance. Therefore,
we did not proceed with making the requested changes regarding gender coding




ithe second one — please check the
table™s numbering and referencing
in the text — there is mention of
Table V) information on how the
gender was  coded should be
provided, and the numbers before
variables should be added (5o the
mumbers in the heading row are
meaninglul).  What  are  the
meanings  of  abbreviations in
Figure |, what coefficients are
presented, and the oile of the
Figure should be in accordance
with APA recommendations (1e.,
the model should be specified).

or numbering variahles in that table,
3. Moles: LP = leader psychopathy; OC = Organizational Cynicism; MD = Moral
Disengagement; EE = Emplovee Expediency.

G.As  Hypothesis 1 invelves
correlation, l recommend
providing a reflection on bivariate
correlations as well.

We would like to confirm that we have conducted a bivariate analysis and included
the resultz in the journal. This analysis supports the relationships among the key
variables in our study and aligns with the theoretical framework presented. We
hope this addresses your concems and provides elanity, (See Page [0 Line 10}

7.1 highly recommend starting the

discussion  section  with  the
reminder on what the aims of the
study wete.
It would be good to point out how
exactly  the  “findings  are
conaistent with their arguments™. [
would have expected o see the
comparizon of the obtained results
with results from similar studies
from  other countries in the
discussion, and 1 highly advise
enriching the manuseript  with
such compatisons. [n the end, T
recommend providing a  short
comelusion,

1. We have already incorporated a reminder of the study's aums at the beginning of
the discussion section. Thiz helps to provide context and ensure that the findings
are interpreted in relation to the onigingl objectives of the study.

“The present study investigated and evaluated the correlation berween the leader's

pavchapathy and hotel employee expedicney. By integrating leader psychopathy,

emplovee expediency, organizational cynicism. and moral disengagement with the
social exchange theorv (SET), social cogmitive theory (SCT), and conservation of
resources theories (CORY, we Ond evidence of a direct and indirect effect of

variable proposed in empirieal model”. {See Page 10 Line 16)

2. We have enhanced the discussion section by explicitly comparing our findings
with results from similar studics conducted in other countries. This comparison
helps to underscore how our findings are consistent with existing literature and
theoretical arguments,

“e.g,, Considering the results, we discover that leader psychopathy significantly
inereased the prevalence of emplovee expediency (FI1), consistent with previous
studies {e.g. Evkutlu and Chafra, 2019) Studies conducted in the past have
validated the notion that the negative component of supervisory roles affeets
individual performance. This sustained exposure to leader psychopathy can
cultivate a detrimental environment where negative roles are reimforced,
fostering an atmosphere of pereeived threat among individuals” (See Page 10

Line 213

3. Additionally, we have included a short conclusion at the end of the
manuscript, summarizing the key findings and their implications,

“This study investigates the impact of psvchopathic leadership on emploves
expediency within the hospitality industry, Cur findings reveal a sigmificant
positive correlation betwesn psvchopathic traits in leaders and the expedient
behavior of their employees, These results are consistent with prior research
from warious countries, which also highlights the detrimental effects of
pavchopathic leadership on workplace environments. By comparing our findings
with similar studies, we affirm the global relevance of the issuc and the necessity
for orpatizations o tecognize and mitigate the presence of psychopathic




tendencies in leadership roles. The implications for the hospitality industry are
particularly critical, given the sector’s reliance on positive employes interactions
and customer satisfaction, Owverall, this research underscores the importance of
promoting ethical and empathetic leadership o enbance job satisfaction and
organizational well-being. Future studies should explore intervention sirategies
and further eross-cultural comparisons to build on these findings", (Sew Page 11
Line 21}
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From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership
Dynamics

Abstract

The research conducted 15 grounded on the principles of social exchange (SET), social copnitive
theory (SCT), and conservation of resources theories (COR), These theories enable us w comprehend
the indirect comrelation between leader psychopathy and emplovee expediency. To walidate our
research, we surveved three waves, collecting information from 282 hotel emplovees in Indonesia.
The PL5-SEM partial least square stroctural equation modeling technigque was wsed o test the
hypotheses. The results demsenstrates—demonsirated evidence that leader psychopathy has a positive
direct and indirect effect on employee expediency through organizational cymicism and moral
disengagement. We make novel theoretical, empirical, and practical contributions by explaining why
leader psychopathy affecis employes expediency. This study is one of the first (o integrate leader
psvehopathy, organizational cynicizm, moral disengagement, and employvee expediency into a single
theoretical model. Theoretical and practical implications, limitations, and  futere directions  are
dizcussed.

Kevwords: Psvehopathy, Leader, Cynicizm, Disengagement, Expediency. Hotel, Emplovee

Research Type: Rescarch Paper

Introduction

Leader deviant hehavior is a major issue worldwide, impacting organizations and societies in various
ways. This behavior can include unethical decision-making, abuse of power, comoption, harassment,
and other forms of misconduct. Indonesia scores high on power distance in culiural assessments,
meaning people tend to accept hierarchical authority. In such environmenis, leaders have more
control, which can sometimes foster or enable deviant behaviors if there 15 a lack of checks and
balances. Leader psychopathy is a striking example of deviant behavior with significant ramifications.
Palmen et al. {2021 assert that power, prestige, and money are primary attractions for psychopaths.
Given its potential to provide these elements, i# seems logical for them to he drawn to the hospitalicy
industry. With its dynamic and customer-centric nature, the hospitality sector affers opporfunities for
individuals to wicld influence, attain prestige, and potentially amass wealth. Psychopaths, being
drawn to environments where they can exploit power dvnamics and gain personal advantages, might
find the hospitality industry appealing. The combination of managenal roles, customer inferactions,
and financial dealings within this sector aligns with the factors that atiract psvchopathic individuals
(Zhuang et al, 2022). This perspective sheds light on the possible alignment between the
characteristics of the hospitality indusury and the preferences of individoals with psychopathic traits,
raising questions about the implications for organizational dvnamics and emplovee deviant behavior
within this specific professional domam,

Multiple authors have proposed that leaders' waits, behavior, and amitudes, or the extent o which
followers perceive their leaders 1o engage in persistent hostile verbal and non-verbal behaviors, are a
primary cause of employee deviant behavior {Sharma, 2008). Leader psychopathy, as a iype of
leadership destructive behavior ( Boddy, 20210, is considered very damaging to the averall health of a
company and the well-being of itz employees. Leaders who exhibit psyvchopathic trams often show a
charming facade, concealing their underlving disregard for others, Employvees under the influence of
psychopathic leaders frequently  experience heightened  stress, diminished job o satisfaction. and
increased turnover intentions (Blicke et al,, 2018}, Theze toxic leadership behaviors tend to create a
hostile work environment marked by manipulation, bullving, and a lack of empathy. The negative




influences the conneciion between psychopathic leadership and emplovee expediency, Employees
whao feel sheptical hecause they believe their resources are af risk could engage in expedient actions to
protect themselves or safeguard their interests when they perceive a shomage of resources. Essentially,
the Censervation—oiResowreesUOR theory clucidates how organizational cynicism functions as an
intermediary by mirroring  the siramin and depletion of resoorces resulting from psychopathic
leadership, ultimately impacting employees to partake in expedient actions. Therefore, we suggesi the
subsequent hypothesis:

Hypothesis 2: Organieationa]l  cynicism  mediates a positive  relationship between a0 leader’s
pavchopathy and employee expediency,

Mediating Role of Moral DMsengagement

Moral disengagement, a concept initially proposed by Albert Bandura {2011}, centers on the notion
that individuals can mentallv detach themselves from their moral self-regulation and self-criticism
purposefully. Bandura's social cognitive theory posits that morcal disengagement arises from cognitive
maechanisms enabling individuals to rationalize or justify morally dubious activities without activating
the usual sell-imposed consequences of ethical violations. Further, individuals deactivate moral self-
regulation by steategically reframing situations, providing themselves with cognitive room to
rationalize and justify specific behaviors that would otherwise be deemed inconsistent with
eatablished moral standards. This process involves a cognitive shift wherein individuals manipulate
their perception of a given situation, allowing them 1o reimterpret actions that diminish moral
culpability, Individuals can create a2 mental space that accommodates behaviors thai might conflict
with their ethical principles by engaging in such reframing. This ability to reframe situations serves as
a mechanism for moral disengagement, enabling individuals to navigate moral complexities and
engage n actions that might otherwise evoke self-sanctions and guili. Pror studies have demonsirated
that moral dizsengagement plays a wvital role as a psychological mechanism by which ethically
questionable leadership influences the immoral conduct of subordinates (e.g., Akhtar et al., 2023;
Fuller, 2022}, Thiz relattonship imphies that leaders who display poor ethical hehavior can influence
the moral decision-making of their subordinates by creating an atmosphere that enables moral
dizengagement. In such situations, people may expetience pavchological facilitation in detaching
themselves from their moral convictions, resulting in a higher probability of participating in aciions
that depart from ethical norms. The connection between morally questionable leadership, the
dizvonnection fromm moral standards, and the resulting unethical acuons highlights the complex
relationship  between leadership behavior and the ethical behavior of individuals inside an
OrganiFAalion.,

Psychopathic leaders specifically coltivate a very demanding work atmosphere, causing subordinates
1o justify their hammful actions to the overwhelming pressure exerted by these leaders. Paychopathic
leadership in a stressful environment might lead emplovees to engage in expedient conduct. This
behavior is driven by the need o And gquick and efficient selutions to cope with the increased stress
and demanding conditions. The correlation berween the influence of psvchopathic leaders and
cxpedient employes behavior emphasizes the effect of leadership practices on shaping employees'
reaclions within the organizationsa] context, highlighting the posability of expedient actions as a
coping mechanism in response to the demanding work environment,

Hypothesis 3: Moral Disengagement mediates a positive relationship between a leader's paychopathy
und emploves expedicncy.

Method

Sample and procedure

The hypotheses were tesied by emploving data from a survey of hotel personnel m eight four and five-
star hotels in Indonesia. The participants were made accessible to the managers of each hotel selected




for this siudy. Confidentiality was guaraniced, and participaiion was entirely optional, The primary
regson lor selecting emplovees from the hospitality industry o study the impact of psychopathic
leaders on employee expediency is the high interaction levels inherent in this sector. In the hospitality
industry, emplovees comstantly cngage with leaders, colleagues, and customers, creating an
environment where leadership stvles have a pronounced and observable effect. This frequent and
varied interaction amplifies the influence of a leader's behavior, making it an ideal context to study the
spectfic impacts of psvchopathic leadership on emplover expediency,

Further, we utilized a self-reportiing methodology. The commaon method varance may influence the
results. To mitigate this bias, the present study, following the guidelines of (Podsakeff et al., 2012),
aathered the data in three phases, with a fen-day gap between cach stage,

At Time 1, 450 employess were asked to fill out a8 questionnaire that assessed the leader’s
psvchopathy and the control variables. Leader psvchopathy was operationalized as the immediate
supervisor of the emplovees parbicipaiing in the survey, We specified thiz in the questionnaire by
asking employvees to focus on their direct supervisor when responding to the questions about
leadership psvchopathy. This approach ensures that the emplovees assessed the psychopathic traits of
a leader with whom they have regular and direet interactions, providing more accurate and relevant
TCRHONSCS.

A total of 356 emplovees have provided us with their feedback. After ten days, at Time 2, we
distmbuied a second questionnaire that dealt with moral disengagement and organizational cynicism to
those individuals who had previously completed the Time-1 survey. A total of 336 guestionnaines
were teturned. A the end of the ten days, at Time 3, we imvited the 336 individoals who had
previously filled out questionnaires at Time 1 and Time 2 1w evaluate their expedient conduet. A total
of three hundred questionnaires were retumed, A total of 282 employees were included in the usahle
sample, leading to a response rate of 78.06%. This result was achieved by removing any data deemed
EITONEONSE 0T fraudulem [fﬂ-l‘ emmule all r-:-spnns».—:s WETE |dennml]- q-hlﬂ-mﬂﬁh—uiﬁﬁ!ﬂd—ﬂ-&m—

We conducted an attrition analyvsis to determine whether participants whoe dropped owr differed from
those who remained in the study, This research siudy categorize -participants into two groups: those
who dropped out of the study (dropouts) and thoese whe completed it {(completers). 'We check for
major differences between groups. Important discrepancies may imply that the dropout group is not
randomly distributed, which might induce bias. Our research found no differences between groups so
there 15 no indication of bias. The average age of the 282 employvees was 382 vears old (st
dtewiaiban 5 =9 T8}, the average tenure with the organization was 6.02 vears (siendaraldeviationsl) =
2.4%), and the average tenure with the present supervisor was 5.95 years compared to the standard
deviation of 2,63, Participants vaned in terms of their positions within the management hierarchy. The
distribution of participants by managerial positions is as follows: Frontline Staff (e.g., receptionists,
waiters): 252 participants (89%4), Managers {e.g.. restaurant managers, housekeeping supervisors); 30
participants {11%)

Instrumentation

By employing the kack translation method proposcd by Brislin ¢ 1980), we could translate all of the
iterns in this study into Indonesian. This technigue was done because all items were initially generated
in English. Cronbach's o back-translation was observed for the leader psychopathy (#2)
Organizational Cyniciam (. 79); -Moral Disengagement {811 and Employee Expediency (.82)




our measurement moedel 15 internally consistent. Based on these findings, it can be concluded that the
measurernent model is compatible with structural analysis.

We also analyzed convergent and discriminant validity to prove the reliability of our findings {Fornell
and Larcker, 1981, Convergent and dizcriminant validity were used to cvaluate the construct validity
in more detaill. Convergent validity was established using AVE, and the results indicate that the value
of AVE is greater than the cutoff point of .50 {Fernell and Larcker, 1981; Hair et al., 2013). The
auidelines of Hair ef al. (2009) were followed to establish the discriminant validity of the scale nsing
two key criteria. The assessment ulilized the 'Formell-Larcker criterion method” and the "'HTMT' ratio.
Table 3 shows that the constructs' average shared variance is smaller than the square root of the
average variance extracted,

Table 1. Bivariate correlations among study variables

Wariahle Gieneduer A Eelusation TWO TWE LE o MDD EE
Chende 1
Sage=2 (taled) 253
" 281
Age A2 I
Sig-2 {tailed) 244 281
Edluciatson =150 E0E 1
Sig-2 {tailed) E 00 282
Tenure with A - i TR 1
Organization
Higg=2 | e leal ) At IR LUK 42
Tenare with -7 BTE: A28 123 1
SUPEIVERION
Zig-2 f1ailed) Ll i) A0 ) %2
Leader . - .
Psychapathy -0 LGt -0 A3 A5 1
Sig-2 d1ailed) 744 247 Al% | 219 22
Cnganizational 001 o 023 -3 W3 ea0e 1
Cymicism
Sig-2 (tailed) R vl 04 D58 TH3 S0 282
Mural -
A4 LIE5 147 -7 KR GR4ee SROes |
Dnsengagenent
Sig-2 {tailed) 432 356 410 T 408 A0 00100 282
En]PID}ILII: = 1EE TRE 1TOEE
Expedient -5 -1 003 D) D24 TIIE G3RE G630 I
Sig-2 (tailed) 357 R 54 37 HS A0 Rt A sl

Motes: n =282, *p == 0,05; **p =< 0L.01: LP = leader psvehapathy; OC = Organizational Cynicism; MD =
Moral Disengagement; EE = Empleyee Expediency.




Variable EE LF M O

Emploves Expediency A2

Leader Paychopathy T4 HH3

Maoral Disengagement A0 537 KE3

Orpanizational Cynicism 435 632 591 i

Tahle 4. HTMT Criterion

Variable EE L M o
Employes Expediency
Leader Pevchopathy TR
Maral Disengagement HET AT0
Organizational Cynicism T T 40

We followed Hayes 12003) and MacKinnon el al, (2004) criteria to test Tor mediation ellects using
SmartPLS 3.0, Results of the direct impacts of leader psychopaithy on the two mediating variobles
(organizational eynicism; ¢ = 0632, == 0008 and moral disengagement; y = 537, pe=H1H) were all
significant, Further, the path hetween arganizational cynicism and employee expediency (f = (L1589,
P02y and moral disengagement and employee expediency (f = 294, po= (10 were also
significant, Therelore, the second requirement for testing mediation was confirmed. Additionally, as
mentioned carlier, we used a biss-corrected hoostrapping technique with a 95% confidence interval
tw eviluae the indireet effocr of leader psychopathy on employee expediency through the twa
mediating variahles, Table ¥ ghows that the bootstrap results sugeest that organization cynicism (|}
0019, 1= 3083, p 002) and Moral Disengagement (f = 188, | = 4760, pos 0010) have posilive
und substantiol medsation effects, Therefore, both H2 and HY were confirmed

Table 5. Results of structural model evaluation

otk aan e Fath {- . .
Hypotheses Relutiomship Coefficient  Statistic peValie  Decision
Hi LP 0 EE 437 7,588 HY m'"ﬂ“m
H2 Lp o oc O EE 119 3,083 002 “”“Hw
H3 PEOU 0 MD O EE 158 4,760 000 ‘“““1‘1;“““
Stoner  Gelsser

QI.

Employee :

Expediency AR

{:Jrg;fn:ifaliunul 324

Cynicism

Motal 206

[Msengagement

SEMR 82

Prediction-oriented PLS-5EM evaluates fit factors such as B and Q before assessing hvpotheses.
Falk and Biller (1992} advised R wvalues above .10, Orgamzabional Cynicism and  Mocal




10

Disengagement explained 61.7 % of employee expediency (R* = .617), Chin et al, (2008} classified
endogenous latent variables as substantial, moderate, or weak based on R values of 67, 33, or 19 1o
assess model validity. Employee expediency (R” = 617 can be characterized as moderate. The
blindfolding process in smart PLS 3.0 was used to obtain the value of QF, A (¥ value greater than zero
demonstrates the prediction accuracy of the structoral model, according to Har et al. (2013). Our
studyv's results provide good evidence of predictive relevance as the QF values for emplovee
expediency, organizational cynicism, and moral disengagement were 489, 324, and 206,
respectively. According to Lachowice et al. (2008), one way 1o evaluate the relative size of the
indirect impact and the overall effect 18 by using effeet size (T Square), mediation upsilon (v), or
upsilon statistics {v), Ogbeibu et al, (2020) suggest a statistical interpretation that classifies upsilon {v)
mediating cffects as low at 02, moderate at 0,075, and high at .175. According to the calculations in
Table 5, the involvement of organizational Cynicism (M) and moral disengagement (M} in facilitating
the indirect impact of LF {X1) on EE (Y) at the structural level is categorized as low (.(14) and
moderate influence (024).

Table 6. Upsilon Mediation Effect Size (v) or Upsilon Statistics (v)

Statistical Path Upsilon Statistics (v) Information
LE (X130 0C iM) OEE {Y) L632) x [LIRY)= 014 Low Influence
LF (X1)OMD (M) DEE (Y) [337) x [.294)'= 024 Moderate Influence
Discussion
The present study investipated and evaluated the corelation—relationzhip between the leader's

psvchopathy and hotel emplovee expediency, By integrating leader psychopathy, emplovee
expediency, organizational cynicism, and moral disengagement with the socal exchange (SET),
social cognitive theory (SCT), and conservation of resources theories (COR), we find evidence of a
dircct and indirect effect of variable proposed in empirical model.

Considering the results, we discover that leader psychopathy stertfesnty-ineressed-the-previlence-of
emplovee expediency (H1), consistent with previous studies (e.g. Erkuthu and Chafra, 2019), Studies
conducted in the past have validated the notion that the negative component of supervisory roles
affects individual performance, This sustained exposure to leader psychopathy can cultivate a
detrimental environment where negative roles are reinforced, fostering an atmosphere of perceived
threat among individuals, The cumulative impact of this ongoing influence may contribute to the
manifestation of unwanted behaviors within the organizational context. The thresteming nature
associated with leader psychopathy can create a sense of instability, eroding trust and undermining the
positive dynamics cssential for a healthy work environment. As such. the long-term consequences of
leader psychopathy may extend beyvond mere observation, potentially inlluencing the organizational
culture and shaping behaviors that deviate from desired norms. It was argued by Haider and Yean
{2023) that cmployees who are subjected to destructive treatment are more likely to engage in deviant
behavior. Asa-ressh—sOur findings are consistent with their arguments.
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From Psychopathy to Expediency: Unraveling the Mediating Roles of
Organizational Cynicism and Moral Disengagement in Leadership
Dynamics

Abstract

The research conducted 12 grounded on the principles of social exchange (SET), social cognitive
theory (SCT), and conservation ol resources  theonies (COR). These theones enabled us
comprehend the indirect correlation between leader psychopathy and employee expediency. To
validate our research, we surveyved three waves, collecting information from 282 hotel employees n
Indonesia. The PLS-5EM (Prartial Licast Ssquare -Sstructural Fegquation Mesodeling) technigue was
used to test the hypotheses. The results desmonstsates—demonstrated evidence that leader psychopathy
hads a positive direct and indivect effect on emploves expediency through organizational ¢vniciam
and moral disengagement, We make novel theoretical, empincal, and practical contributions by
explaining why leader psychopathy affects employee expediency. This study is one of the first ©
integrate  leader psychopathy, organizational cymicism. moral dizengagement, and emploves
capediency into a single theoretical model. Theoretical and practical implications, limitations, and
futwre directions are discussed.

Keywords: Psvehopathy, Leader, Cynicism, Disengagement, Expediency, Hotel, Emplovee
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Introduction
Leader deviant hehavior 15 a major 1ssue worldwide, impacting organizations and societies n various
ways. This behavior can include I,I.I'I1.'|:|'IIL.:I.| decision- maklng, abuse of ]'mw::r cormupltion, hzm\bm:nt
and other forms of misconduct. 1 5 s : . ath

cultural assessments, Indonesia scores I1|.f_'l1 on nnu er_distanee, meaning people Tl.,nd T acm,pt
hierarchical authonty. In such environments, leaders have more control, which can sometimes foster
of enable deviant behaviors if there iz a lack of checks and balances. According 1o the climical
definition of the term. psychopathy is described as the combination of deviant behavior and
interpersonal detachment (Patrick et al | 2009) Psychopathy presents significant risks when exhibited
in leadership roles, as it undermines the ethical and collaborative foundation essential for effective
leadership. Leaders with psychopathic tendencies often exploit their positions for personal gain,
disregarding emplovee well-being and organizational goals, leading to foxic work environmenis and
long-term damage to trust and morale. Leader psychopathy is a striking example of deviant behavior
with significant ramifications, I‘ﬂllmn et aI 2021} assert that power, prestige, and money are primary
altractions for pwychn]'mth'. + ; } ; i ;

SeUH s -.Ip|u1-|1uﬂ-ri1eﬁ Josr inlivtbibads b el dnblaence . aiaed presiive. ail potentialby antass
weslth: (riven the hospitality industry's potential to provide these elements, pursuing a carcer in this

field appears logical. The hospitality  sector's  dynamic  and  customer-centric  nature  offers
professionals opportumities o wield influence, attain prestige, and potentially amass wealth.

Further, the reason for selecting employees from the hospitality industry (o study the impact ol leader
psvehopathy on I.Z‘I‘.I!'|1]i'l'-'u. expediency is the high inferaction levels inberent in this secior, In the
hospitality industry, employvees constantly engage with leaders, colleagues, and customers, creating an
environment where leadership stvles have a pronounced and observable effect. This frequent and
varied interaction amplifies the influence of a leader's behavior, making it an ideal context o study the
specific impacts of leader psvehopathy on employee expediency. Psvehopaths, being drawn to

environments where they can exploit power dynamics and gain personal advantages, might find the




hospitality industry appealing. The combination of managerial roles, customer interactions, and
financial dealings within this sector aligns with the factors that attract psychopathic individuals
(Zhuang et al., 2022). This perspective sheds light on the possible alignment between the
characteristics of the hospitality industry and the preferences of individuals with psvchopathic traits,
raising questions aboul the implications for organizational dynamics and emplovee deviant behavior
within this specific professional domain.

Multiple authors have proposzed that leaders' traits, behavior, and attitudes, or the extent to which
followers percerve their leaders Lo engage in persistent hostile verbal and non-verbal behaviors, are a
primary cause of emploves deviant behavior [Sharma, 2008), Leader psychopathy, as a tvpe of
leadership destructive behavior (Boddy, 20217, 15 considered very damaging to the overall health of a
company and the well-being of its employees. Leaders who exhibat psvchopathic trais often show a
chiarming facade, concealing their underlyving disregard for others. Employvees under the influence of
pewehopathie—teaderlcader psvchopathys frequently experience heightened stress, diminished job
satisfnction, and increased turnover intentions {Blicke et al,, 20018), These toxic leadership behaviors
tend to create a hostile work environment marked by manipulation, bullying, and a lack of empathy.
The negative outcomes ripple through the organizational culture, fostering distrust and hindering
collaberation. Recent theories and studies show how a leader acts and the different Gactors that make
up a follower's personality, such as their center of control and willingness to take the initiative. affect
how they treat their employees, Research conducted by Erkutlu and Chafra (20049 has provided
evidence o support the hypothesis that psychopathy is linked 1o organizational deviance (Mathiew et
al., 20013}, affecting psychological exhaustion and job satisfaction (Volmer et al., 2006) as well as
mereasing work-family conflict and paychological distress of subordinates (Mathieu et al., 2014).
Employee expediency, as an example of employes deviant behavior, denotes the adoption of unethical
practives by employees 1o achieve immediate goals or desired outcomes (Greenbaum et al, 2018).
Thiz term underscores the willingness of individuals o prioritize short-term gains over ethical
considerations within the workplace. This complex and concerming hehavior has prompted rescarchers
to delve into various theoretical frameworks to comprehend its underlyving dynamics. [n its most basic
form. 1t 15 characterized by individuals engaging in guestionable behaviors or taking shorteuts to
accomplish their professional goals, frequently at the price of the ideals or ethical standards of the
business (Zhu et al, 2023). Employees may manipulate data, take shorcuts regavding quality
standardz, or disobey established processes to save time or accomplish personal goals, These are just
some of the ways that this phenomenon mayv present itzelf. Since employee expediency is a self-
serving activity, individuals who engage in such actions likely put their interesis ahead of the
organization's overall betterment. Many possible dangers to the workplace are brought to light by the
problems that swrround employee expediency, These dangers include compromising integrity, the
erosion of trusl, and damage to the Gem's colture (Salectn and Naseer, 20220 In a logical sense, these
deviant behaviors are a significant problem for firms, and as a result, academics have focused ther
attention on the factors that lead to emplovee expediency,

Additonally, a recent meta-analysis revealed a positive correlation between workplace psychopathy
and counterproductive work behavior as well as job performance (Roth and Klehe, 2021}, The

positive relationship between pevchopathy and job performance from prior research was observed at
the mdividual level, meaning the mdividval's psvchopathic traits were related to their job behavior
and performance. However, this study examines the celationship belween managerial psychopathy and
emplovee expediency. foeusing on the interpersonal effects of psychopathic behavior in leadership on

subordinates G Heyte—etab-—2-2F Hence, this study examines how leader psychopathy generates
important follower consequences like organizational cynicism, moral disengagement, and emplovee
expadiency-.

Furthermore, we assume a leader's psychopathy will encourage emplovee expediency by lowering
emplovee morale and  involvement, Orpanieations grappling  with  peyehopathie—lesdesleader
pevehopathyslip must recognize the urgeney of addressing these issues. Hence, understanding and
mitigating the impact of psyehapathicteaderlcader pavchopathys 15 crucial for fostering emploves




well-being and ensuring the organization's long-term success, However, nothing is understood about
the underlying process that drives the link between leader psychopathy and employes expediency.
Hence, we analyze the possible beneficial effects of leaders' psychopathy on emplovee expediency.
We also leok at the relationship between moral disengagement and organizational cynicism and the
mediating roles these two lactors play,

Theory and Hypotheses Development
Leaders' psychopathy and emplovee expediency

ansseraleontets— The concept of corporate psyvehopaths was extensively developed by Boddy

{20057 this research examined how individuals with psvchopathic fraits infilirate managerial roles,
manipulating corperate struciures to achieve power and influence, often at the expense of employees'
well-being  and  organizational  performance.  Babiak and Hare (20070 further  expanded  the
understanding of this phenomenon when they coined the term "corporate psvehopaths.” Further
research conducted by Boddy (2017) Canpemi—and—Rfohl—2005 indicates that people with
psychopathic characteristics frequently atfain exccutive and senior roles in husiness, Such leaders tend
to display unethical behavier and problematic management practices. Through the lens of social
exchange theorv, mdividuals participate in social interactions with the anticipation of gaining
advantages and reducing disadvantages {Ermer and Kichl, 20007, Within a professional environment,
a leader who displays psvchopathic featuresehassctesisties may employ manipulative tactics (o attain
personal henefits, exploiting others for their advantage (Babiak et al, 2007} In reaction to
pevehopathietesderlcader_psychopathyship, the followers or subordinates may adopt expedient
conduct 10 deal with the siuation. They may prioriize immediate profits and expedient measures (o
manage the difficult circumstances caused by the psyehopaihie—leadesleader’s paychopathy. This
behavior can be interpreted as a practical reaction to the leader's absence of empathy and sclf-centered
concentration. Further, leaders who demonstrate pavchopathic qualities may exhibit deceptive
behavior, high levels of self-confidence. a lack of empathy, remorselessness, superficial charm, and a
tendency to place their interests above those of the organization or their team. This behavior
frequently entails a lack of regard Tor ethical norms, 2 readiness (o ke advamage of others, and a
concentration on attaining persenal objectives without considering the welfare of employees or the
overall company culture.

Additionally, the principle of suersess saonreesCORY might be mtilized 1o comprehend this
comelation. PevelhopathieteaderLeader Lb:‘nhmhullryéhﬂl can exhaust the emotional and psychological
reserves of employees through deceptive and exploitative methods, Employees may cngage in
expedient conduct o safeguard their well-being and adapt to a demanding work environment, aiming
to conserve their resources and shield themselves from the detrimental consequences of payehopathic-
leaderlcader  psyvchopathyship, To summarize, there is a connection between  psyehopathie—
leaderleader psvchopathyship and expedient behavior, which the principles of social exchange theory
and the conservation of resources theory may explain. The manipulative acts of the psyehopathie—
leaderlcader's psychopathy may compel followers to adopt expedient habits as a pragmatic reaction to

the challenging work enviromment caused by their leadership, Scholars have explored the impact of
psvchopathy as a personality factor on organizational and personnel results in the multi-context
business (Blickle and Schiitte, 2007; De Clereq et al., 2009; Jones, 2004). There is substantial
evidence from previous rescarch that leader psychopathy has a significant impact on employees, such
as psychological distress, work-family contlict. emetional exhaustion, depersonalization, and burmout-

by (Mathieu et al., 2014; Sutton et al., 2020; Oyewunmi,2018). Hence, we predict that the
causes of expediency as a deviant behavior establish a strong foundation for forecasting the adverse
correlation between employee expediency and socially disruptive behavior (peyehopathieteaderlcader




pavchopathvship). Conscquently, followers of pevehepathieteaderlcader psyvchopathys are frequently
subjected to social and psychological pressures that promote expediency. Therefore, we proposs the
following hypothesis:

Hypothesis 1: Fhere—is—p—posiive—sarrelaiond  positive corrclation cxists berween  Jecader
pPaychopathy and employee expediency.

Mediating Role of Organizational Cynicism

Organizational cvmcism has recently gamered increasing attention due to corporate scandals and
uncthical behavior by s leaders, which has  exacerbated emplovees' skepticism toward  the
arganization. Organizational cynicism can contribute 0 emplovee depression due to a belief in a lack
of honesiy, leading to strong negative sentiments and crtical decision-making (Grama and Todericiu
2016, Snowden and Gray (20017 noted that when managers behave in an impulsive and nsky manner
toward them, workers frequently lose faith in their leaders and disobey work-related instructions.
Kiigiik (2022 also found that those with a cymical attitude tend to be suspicious of management and
mistrust their superiors. In conclusion, when managers display psychopathic or abusive behaviors
with their stafT, it makes people less hopeful about their futures in the company and more skeptical of
the management and leads o increased deviant behavior, The relationship between psyehapathie
fesberlcader psvchopathyship, organizational cymicism, and employee expediency can be explored by
applying the Cesservation-of Resoureas 4 CORY theorybypothests, which highlights the mediating role
of organizational ¢wvnicism. According to the-Consercatimn-ai-Resourres-{C0R) theory, individuals
are motivated fo obtain, maintain, and safeguard resources (Abubakar, 2018). Stress arises when there
i a perceived nsk o these resources. Orpanizational cynicism arises as a reaction to the perceived
reduction or endangerment of personal and managemal resources. Within the framework of
pevehopathieJeader cader psvchopathyship, these individuals may exhibit actions that exhaust or
jeopardize the assets of subordinates, including rust, social cohesion, and a conducive work
atmosphere.

Consequently, emplovees may develop skepticism to protect themselves against the perceived threat
Lo resources; cvnicism functions ag a mechanism for employees 1o manage the stress and uncertainty
resulting from psyehopathie—leaderlcader psychopathvsbip, Organizational cynicism serves—as—an
intermedinry—fpetor—that—intlueneesis_an intermediary factor_influencing the connection between
peyechepathieteadeslcader paychopathyshss and employee expediency. Employees who feel skepuical
because they believe their resources are af msk could engage in expedient actions to protect
themselves or safeguard their interests when they perceive a shortage of resources. Eszentially, the
Conservaton—sf TesonreesUOR theory elucidates how organizational cynicism functions as an
miermediary by mirroring the strain and depletion of resources resulting from  psyehopathie—
leader|cader psychopathvskip, ultimately impacting employees to partake in expedient actions,
Therefore, we sugeest the subsequent hypothesis:

Hypothesis 2. Organizational cvnicism  mediates a positive relationship between a leader's
psyvchopathy and employee expediency,

Mediating Role of Moral Disengagement

Moral disengagement, a concept imitially proposed by —Adbert-Bandura (| 99026840, centers on the
motion that individuals can mentally detach themselves from their moral self-regulation and self-
criticism purposefully, Bandura's social cognitive theory posits that moral disengagement arises from
cognitive mechanisms enabling individuals to rationalize or justify morally dubiows activities without
activating the usual sell-imposed consequences of ethical vielations (Newman et al 2020} Further,

mdividuals  deactivate moral  self-regulation by strategically  reframing  situations,  providing
themselves with cognitive reom to rationalize and justify specific behaviors that would otherwise be




deemed inconsistent with established moral standards. This process involves a cognitive shift wherein
individuals manipulate their perception of 2 given siluation, allowing them o reinterpret actions that
diminish moral culpability. Individuals can create a mental space that accommodates behaviors that
might conflict with their ethical principles by engaging in such reframing, This ability to reframe
situalions serves as 4 mechamsm for moral disengagement, enabling individuals o navigate mocal
complexities and engage in actions that might otherwise evoke selt-sanctions and guilt. Prior studies
have demonstrated that moral disengagement plays a vital role as a psychological mechanism by
which ethically guestionable leadership influences the immoral conduct of subordinates (e.g., Akhtar
et al., 2023; Fuller, 2022}, This relationship implies that leaders whe display poor ethical behavior can
imfluenee the moral decision-making of their subordinates by creating an atmosphers that enables
moral disengagement. In such situations, people may expernience psvehological facilitation in
detaching themselves from their moral convictions, resulting in a higher probability of participating in
actions that depart from ethical norms, The connection between maorally questionable leadership, the
disconnection from moral standards, and the resulting unethical actions highlights the complex
relationship  berween  leadership  behavior and the ethical bebavior of individuals anside an
Crganization.

PavehopathtetesderLeader psychopathys specifically cultivates a verdemanding work atmosphere,
causing subordinates to justify their harmful actions to the-eversdehnine prossire—weried-byvthese—
leddersse leaders’ overwhelming pressure, -Bsvehopathie-teaderLcader psychopathyshsp in a stressful
environment might lead emplovees to engage in expedient conduct, This hehavior is driven by the
meed to find quek and efficient solutions to cope with the increased stress and demanding conditions.
Paychopathy and expedient emplovee behavior show how leadership practices shape employees'
reactions in the orgamizational context, sugoestinge th.u expedient actions mav be a coping '|T|'i.|.h amism

for the demanding work environmaent.
and d-ll.]‘.'rd-dlt"ni d-m-pl-uwe nfian |-.1-| empiaskics 1h-e el'lm of Iaw]-ahhqp i,Hd-.Hoe:- 1 -hapmg -:«mplnyee—

Hypothesis 3: hMoral Disengagement mediates a positive relationship between a leader's paychopathy
and employves cxpediency,

Method

Sample and procedure

The hypotheses were tested by emploving data from a survey of hotel personnel in eight four and five-
star hotels in Indonesia, This study followed the ethical gwidelines and received approval from the

[nstitutional Review Board (IRB) of STIE Latifuh Mubarokivah, ensuring compliance with cthical

standards fm research |n'~-u|'~|m_ ]mm.m Pl i prints . Pl praibas pprasesia swore dbbibe dvoessille e the

—l—un ﬁdl.nlmhty was guaranlccd an-:l pﬂl‘lICII‘IEITLDI'h Wi

entirely optional-

At Time 1, 450 employess were asked 1o Ol oot a questionnaire that assessed the leader's
psvehopathy and the control variables. Leader psvehopathy was operationalized as the immediate
supervisor of the employees participating in the survey. We specified that the psvehopaihy subscale
from the Dirty Doren measure was adapted fo assess leader personality trais as perceived by




'muluwcs.
- - This approach ensures that the employees
MLUrhalst’@d the psychupnﬂnf traits -;Jf' a leader with whas—thev—have—regular and direct
interactions, providing more accurate and relevant responses,
A rotal of 356 employees have provided us with their feedback. After ten days, at Time 2, we
distributed a second questionnaire that dealt with moral disengagement and organizational cynicism to
thoze individuals who had previously completed the Time-1 survey, A total of 336 questionnaires
were returned. AL the end of the ten days, at Time 3, we invited the 336 individuals who had
previously filled out questionnaires at Time 1 and Time 2 to evaluate their expedient conduct. A total
of three hundred questionmaires were returned. A total of 282 emplovees were included in the usable
sample, leading to a response rate of TH06%. This result was achieved by removing any data decmed
erroneous of frandulent :mr example, all responses were ldentual}—ﬂm—mﬁam-uhlmd—*—hm—

commay iethml variapee, albowing ws o captoee nieve svourate s ebable data csebig & Preschern,
We conducted an atntion analysis to determite whether participants who dropped out differed from
those who remained in the study, This mesearch study estegorzecategorizes —participants info two
groups: those who dropped out of the study (dropouts) and those who completed it {completers). We
cheek for major differences between groups. Important discrepancies may imply that the dropout
group s not randomly distributed, which might induce hias, Our rescarch found ne differences
between groups, so there is no indication of bias. The sample consisted of 282 employees with an
average age of 38 2 vears (3D = 9. 78}, Among the 282 responses, 126 were female and 43 were male.

The average tenure with the organization was 6.02 vears -:b]l 2497, while the average tenure with
r .l . " ———

their current supervisor was 5,95 years (5D = 2630,

-

[

{nmrh-'urnf u'r'w-:rnmh}.ﬂ = 24% &n-.‘r Hw awtu;e E-a-num 'M!h Ehe presnent ‘H.ii‘rﬂ\'H\.'ll waw 5 lh }'l}&h

wwﬂ—lma&-hy— The dus.ml:nullun ot' paﬂmpantq I:u:.r managerla] posulmnz. is as follows:
Frontline #taff (c.g., receptiomists, waiters): 232 participants (%9%), Managers (e, restaurant
managers, howsekeeping supervisors): 30 participants ( 11%).

The tmean of educational attainment is 1.776 (SD = 0.650) on a scale where highet numbers probably

indicate higher levels of cducation, Berarding organizational attitudes and behaviors, the mean score

for organizational cymicism is [(LE&3 (S0 = X 740}, suggesting a moderate level of cynicism among
emplovees. Moral disengagement. reflecting the extent to which employees rationalize unethical
behavior, has a mean score of 28,911 {50 = 6,506}, pointing to a range of moral reasoning processes

in_the workforce. Further, employee expediency, which may reflect pragmatic or self-serving
behaviors, has a mean of 14.354 (50~ 3.724).

Instrumentation

By employing the back translation method proposed by Brislin {1980}, we could translate all of the
items in this study into Indonesian, This technique was done because all items were initially generated
in English. The scale contains 5 Likert scale items ranging from strongly disagree to a1.,ru_4: -.tmns.,]v -

st




Leader psychopathy, We measured Leader psvehopathy developed by Jonason and Wehster (20100
on 8 4-item scale. Sample ittems inclode "My immediate supervisor tends o lack remorse and tends to
be unconcernad with the morality of my actions. The Cronbach's alpha of

The scale m the corment stwdy 15 0,906, We measured leader psychopathy using 2 d-item_scale
developed by Jonason and Webster (2000, orginally part of the iy Doxen measure designed to
assess individual personality traits, This scale was selected for its brevity and its specific focus on
personality traits relevant 1o leadership contexts, Prisrresearch-has—tdomanstraied-thai-this—Fon-iem-

Organizational Cynicism. We measured Organizational eynicism, developed by Dean et al. { 1998),
on a 3-item scale. Examples of statements were "Company policies, goals, and practives are often
|ncun5|-:t|.nt The Cronbach a||1h| for current organiz; lrmnul cymicism 15 i}, H‘J" H%Hm&h—kﬂm—

Moral disengagement, Moral disengagement was measured by Moore et al's (20012} propensity o
disengage on an S-item scale morally. Sample items include "People can't be hlamed for doing things
that-are-technically wrong when all their friends are doing it luu."-._{imnh&eh'd_.—HHMHf—.Hﬂ-ﬂ—ﬂ—

+ This study reported that lf'lunh.hh alpha of

the scale was (.947
Emplovee expediency, We assessed emplovee expediency with Greenbauwm et al's (2018) 4-item
scale, {.'umph: items mrJu.d:: "I ::nl:.- cnforce anpun}' rul:'ﬂ when thr:) benefit rn!.r welfare." Hdws—

{—F&thh#wmﬁm—ﬂ-l— [he 4-item \LJ'I-.- achieved an internal consisteney of 0.914,

Contrel variables. We accounted lor the demographic varables significantly linked to employee
expedient, sueh as age, gender (dummy variable coded as 1 for female and O for male), tenure with the
organization, and tenure with the current superviser (in vears) {Greenbaum et al,, 2018)._

Tahle | presents the eorrelations between sender, ape, education, tenure with the organization {TWO),
tenure with the supervisor (TWS)L leader payvchopathy (LP), oreganizational evhicism (O0C), fieral
disengazement (MD), and emplovees expediency (EE) among 282 respondents. The resulis_revealed
several significant relabionships, Education was positively comelated with ape, indicating that older

emplovees tend o have higher educational levels, Leader psvehopathy showed strong  fositive

correlations with organizational cynicism and moral disengagement. suggesting that perceptions of
psvchopathic leadership are associated with higher levels of cymicism and disengagement among

emplovees. Additicnallv, emplovee expediency was strongly and positively correlated with leader
psvehopathv, organizational ovnicism, and moral disengagement, highlighting @ potential link

between these constructs in workplace hu:h::wium
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Measurement model assessment

We utilized SmanPL5 3.0, a partial least square approach to structural equation modeling (PLS-
SEM), o0 assess the study's hypotheses. Various statistical metheds were used te determine the
validity and reliability of the study’s outer model, following the recommendations of Hair et al
(20131 The constructs’ reliability, internal consistency, convergenl vahdity, and discriminant validity
were assessed. Outer loadings, composite reliability, average variance extracted (AVE), square roots
of the AVE values, Fomell Laker Criterion, and heterofrait-monotrait {HTMT) ratios are all part of
the measurement moddel evaluation results reported in Tables 2, 3, and 4. According to stalistical
results, all of the latent constructs in our model had CR values of more than 70 (Hair et al., 2013).
Similarly, tests were conducted using Cronbach's alpha coefficients for each study variable to evaluate
the construct reliahility. Every construct had a value larger than 70, which is the recommended
acceptance level according to Munnally and Bernstein (1994). As these findings show, we can see that
our_instrument—measuremeri—madel 15 internally consistent. Based on these findings, it can be
concluded that the measurement model 15 compatible with structural analysis.

We analvzed convergent validity using the Average Variance Extracted (AVE), which measures the
amount of variance capured by a consiruet relative to the variance due to measurement error, The
results indicate that the AVE values for all constructs exceeded the recommended cutoft point of 0,50,
sugeesting that the items within each construct explained more than half of the variance., We-also—
analvFed comversent and descrminant salidivy o prove e cebalsiiiy o owe fivdigs el and

AWE wowieater han dhe Coidd posse of 50 §Formel] and Larcker, 1981 Haar er sl 2030 The
guidelines of Hair et al. (2009) were followed to establish the discriminant validity of the scale using
two key criteria. The assessment wtilized the 'Fornell-Larcker eriterion method” and the "HTMT ratio.
Table 3 shows that the constructs’ average shared varance 15 smaller than the square root of the
average variance exfracted.

Table 1. Bivariate correlations among study variables

Wariable Ciender Age Educatian TWi TWS LP o MD EE
Gender i

Sag-2 (iadled)

N 2812

Age D62 1

Sig-2 | tailead) 149 252

Euducation =090 Rl 1

Big-2 {tailed) AW Ly 182

enare with 10 - 008 78 1
Orgemizabion

Fig-2 {tailed) A0 s i 12

Tenure with 029 012 025 123 1

sUpervizion

Sig-2 (tailed) Akl 0 00 () 12




s
Lémite e i A3 3 073 1
Psychapathy
Big-2 (toilel) Td6 247 G185 fili ] 214 252
Orgmizationa 001 e 23 Al BT ade I
Cynicism
Sig=2 {1ailed) s 12 Ak ] L5R TR3 AR 252
M
Tomnl M 5% 047 -7 e 534 LET e 1
Disengagement
Sig-2 (tailed) 452 156 A ] i i) 13,0001 142
Employee 053 LAHH L Thdb 024 T|yais AiNas FATLE: |
Expedient
Big=2 {Lailed)y 157 K2 LET AT BRS K L] ] H2
Bt il R i Gt (- LP = leader psyehopathy; OC = Organizational Cynicism;, MD =

Muoral Disengagement; EL I'WS = Tenure with

STV 130

Employee Expediency, TWO = Tenure with Organization;

Table 4 illustrates that HTMT levels must remain below BS (Hanseler et al, 2005) The analysis
confirmed the scole's predicted reliabality by finding noticeably lower HTMT values when compared
to the defined henchmark. This resuli proves its ability to distinguish between constructs and correlate
with the external assessment, Hence, the convergent and discriminant validity of the scale was
conlimmed {Fornell and Larcker, 1951},

Table 2. Results of measurement model assessment

Chater . Compozsite  Average Varianee

terne Lounding vi¥ R\'haH'lth}' J'I.'f.u.h;tl.

Leader Psyehopathy Sad Loal G
LI K55 2,272

L2 K74 2497

L3 K] 1,219

.4 922 4,082

Crrganizadional Cyaicism NEAR} 822 AR
O] Qi 2602

o0 2 KOR 2544

O3 A6 2.T6H

Maoral DMsengagement W55 TR ST
M 1 K54 1.001

MD 2 K57 1.026

ML 3 B54 1,060

MDD 4 B6HS 3,306

MD 5 K22 2.439

MY 6 K42 2,792

M 7 T 3.082

M 2 K3 100

Employvee Expediency 0 TG 914
DL 800 3.012
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DL 2 58] 234
DL 3 1] 2.945
DL 4 Ea 2.TRT

Structoral model assessment

After completing the psychometric requirements for our fnessurement model, we evaluated our
structural model. The path coefficiemts' significance and magnitude were used to evaluate the
structural model. A 5. (00-resample bootstrapping method was used, Figure 1 presents the results of
the stroctural model assessment. The findings of the tests condocted on the hypotheses are shown in
Table 4%, Our staristical result discovered that leader psvehopathy directly and significantly

impacted emploves expediency (§ = 437, t = 7.585) at a significance level of p < (M1, supporting

Hypothesis 1.
(1w} Lo Lot ]
" -
. 1 /
naog AR paag
- e
ALY Organlzation .
LP? . ' al Cynigm "-l":":-'_‘
LF2 " oass - - - - -
*oaTe- 0000 [
IF3 #0881 D 437 _— -0 B8 ¥
Pk R 0 B9 [
g - 0LB90
LP4 Payre i g i ) 1,
Leadar 1437 a Employee B4
A Espediency
a8 '3 .-_ C Lo "1 A,
e .'5-1_I|,H'\|. R4 . l_-[|._'|nr_;!| 313 0LaL2 I._d-\n.: LR ]
" - e [ieezagary : T T
- & W " N - Ca & e 1
L) MD2 (1% nx] M4 DS WD ML MDdE

Motes: LP = leader psyehopathy: OC = Organizational Cynicism; MDD = Muoral Disengagement; EE

Emplovee Expediency

Figure 1, The mediating effect of organizational cynicism and moral disengagement on the relationship

between leader peyvchopathy and emplovee expediency.

Further., the primary objective of this research was to investigate the effects of organizational
cymicism and moral disengagement as mediators in the connection between leader psvchopathy and
emplovee expediency.

Tahle 3. Results of Fornell Laker Criterion

Variable 1EE 2P IMB 406
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Emplover Expediency A0z
Leader Paychopathy e KE3
Moral Disengagement KiEt] 537 K53
Oreganizational Cynicism H39 h32 591 Ol
Note: Values in the bold are the square root of AVE
Tahle 4. HTMT Criterion
Wariahle 1EE 2Ep e e
Employee Expediency
Leader Psychopathy TH3
Muoral Dizengagement BHRT AR
Organizational Cynicism 07 T adi

We followed Haves (2013) and MacKinnon et al. (2004) criteria 1o test for mediation effects using
SmartPLS 3.0, Results of the direct impacts of leader psychopathy on the two mediating variables
(organizational cynicism; y = 0632, p== 0008 and moral disengagement; =537, p== (01 8) were all
significant. Further, the path between organizational cynicism amd employee expediency (F = (LIRS,
p=002) and moral disengagement and employvee expediency (f = 2%, p==0018 were also
significant. Therefore, the second requirement for testing mediation was confirmed. Additionally, as
mentioned earlier, we used a bias-corrected bootstrapping technigque with a 95% confidence interval
o evaluate the indirect effect of leader psychopathy on employes expediency through the two
mediating varables. Tahle 5 3-shows that the bootstrap resalts suggest that organization cynicism ([
= 0.11%, v= 3083, p= .002) and Moral Disengagement (f = (1538; t = 4,760, p==0010) have positive
and substantial mediation effects. Therefore, both Hypotheses 2 and H3 were confirmed,

Table 5. Results of structural moedel evaluation

. ronshi Path t- .
Hypotheses Relationship Cocfficient  Statistic p-Valwe  Decision
HI LP = EE 437 7.585 000 S“Wd“‘m
H2 P > 0C > EE g 083 ooz SupRone
H3 PEOU =2 MD 2  EE 158 4,760 000 ‘“"“"E”"‘"'
Stoner Geisser
.Q:

Emplovee
Expediency 489
Errggn_iza[mnal 374
Cynigizm

:'-I.um] 206
Jiscngagement
SEMRE R2

Mote: SEMR

Standardized Root Mean Square

Prediction-oriented PLS-SEM evalvates fit factors such as B and QF before assessing hvpotheses.
Falk and Miller (1992} advised R walues above 10, Organizational Cwvnicism and  Moral
Mnsengagement explained 61.7 %% of employvee expedieney (R = 617), Chin et al, (2008} classificd
endogenous latent variables as substantial, moderate, or weak based on B values of 67, 33, or 19 1o
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assess model validity. Employee expedicncy (RB* = 617) can be characterized as moderate. The
blindfolding process in smart PLS 3.0 was used to obtain the value of CQF. A OF value greater than zero
demonstrates the prediction accuracy of the structural model, according to Hair et al. {2003y, Our
studv's results provide good evidence of predictive relevance as the ©F values for emploves
expediency, organizational cymicism, and moral  disengagement  were 489, 324, amd 206,
respectively. According to Lachowice et al. [2018), one way to evaluate the relative size of the
indirect impact and the overall effect 15 by using effect size ( Square), mediation upsilon (v}, or
upsilon statistics (v). Oghetbu et al. {20207 suggest a statistical interpretation that elassifies upsilon (v)
mediating eftects as low at .02, moderate at 0.075, and high at .173. Aceording to the calculations in
Tahle 5, the involvement of organizational Cynicism (M) and moral dizengzagement (M) in facilitating
the indirect impact of LF (X1} on EE (Y7 at the structural level s categorized as low (014) and
moderate influence (.024).

Tahle 6. Upsilon Mediation Effect Size (v) or Upsilon Statistics (v)

Statistical Path Upsilon Statistics (v) Information
LP(X1y= OO My =EE (Y [[632] x [L189) =014 Low Influence
LP X1 =MD M) 2EE(Y) [537] x [L204)' = 024 Moderate Influence
DMscussion

The present study investigated and evaluated the ﬁerlﬂ-iﬂn— t.lll1nn-|1l|g hi:twm.n the Il.adcr's
pﬁ}l:.hupﬂlh:.r Al hulLI Llfl'l".l]i‘l-}'l:}L prLdlr.’E:nnr ;

: - A thorough comprehension of the
model’s linkages 15 achieved through integrating theories. According to Social Exchange Theory
(SET), leader psvchopathy is a reciprocal dvnamic, when implemented by employees, can result in
expediency and cynicism, Further, Social Cognitive Theory, which posits that witnessing unethical
leader behavior can lead emplovees 1o become morally disengaped. Lastly, COR posits that when
faced with the stress that leader psyehopathy cauvses, emplovees may resort o evnicism  and

expediency as coping methods to save their psychological resources.

Considering the results, we discover that leader psychopathy was positively related to-signiticantly—
inereased-the-prevalense-of employee expediency (Hypotheses 1), consistent with previous studies
ie.g.. Erkuthe and Chafra, 201%). Studies conducted in the past have validated the notion that the
negative component of supervisory roles affects individual performance. This sustained exposure to
leader psychopathy can cultivate a detrimental environment where negative roles are reinforced,
fostering an atmosphere of perceived threat among individuals. The cwmolative impact of this
ongeing  influence may contribute to the manifestation of unwanted behaviors within the
organizational context, The threatening nature associated with leader psychopathy can create a sense
of instability, eroding trust and wndermining the positive dynamics essential for a healthy work
environment. As such, the long-term consequences of leader psychopathy may extend bevond mere
chservation, potentiallv influencing the organizational culiture and shaping behaviors that deviate from
desired norms. Tt was argued by Haider and Yean (2023) that employees who are subjected to
destructive treatment are more likely to engage in deviant behavior, Asa—sesule—aOur findings are
consistent with their arguments.
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Regarding Hypothesis 2. we discovered that the association between leader pswvchopathy and
emploves expediency is mediated by arganizational cynicism, To our knowledge, ne previous sidy

has tested the mediating role of organizational cynicism in the relationship between leader

psvchopathy and employee expediency. Uur study is the fllﬂ o a::-.nlu}rl., thig important -_unn-u:nm:_
unnmhuﬂn_g_ novel ms:l;_h:s to the literaturetriv . . ;

e%ﬂ%—k—%i#ﬂ—k&h&#ﬁlm—ﬂﬂs—mrﬂmh&m ﬂurrelore o11r study makes a n-;:lmurlhy

contribution by investigating how organizational eynicism influences the connection between leader
psychopathy  and  employee expediency. In environments led by porehopathie—lesder|cader
pavehopathys, the absence of clear performance standards creates a breeding ground for high
subjective performance levels (Landay et al,_2019) and potentially detrimental decision-making
iBlickle et al., 2018}, Sensing the precanious nature of their resources, employees may experience a
dual challenge — not only contending with potential negative impacts on their performance but also
arappling with cynicism ansing from the perceived risk to their resources,

The third hypothesis asserted that moral disengagement mediates the relationship between leader
psvechopathy and emplovee expediency. The identification of motal disengagement as a mediator in
the relationship between leader psychopathy and employee expediency stems from several compelling
reasons. Leader psvchopathy i characterized by a lack of moral and ethical considerations, creating
an environment where individuals may detach themselves from typical moral constraints. This
detachment, known as moral disengagement. is a pevehological mechanism that allows individuals to
ratipnalize and justify unethical behavior, In the context of this study, leader psvchopathy influences
emplovees to disengape, facilitating the aceeptance of expedient actions morally. Employees
perceiving a leader's disregard for ethical standards are likelier 1o adopt similar attitudes. The
mediation  effect  of moral  disengagement  underscores  how  peyehopathie—lesderlcoder
pavchopathyslip conributes w0 an erosion of maoral frameworks, divectly influencing employess o
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engage in expedicnt behaviors, This finding decpens our understanding of the intricate pathways
through which leader psychopathy shapes employee conduct, emphasizing the significance of moral
disengagement as a critical link in this relationship.

Theoretical Implication

This study has enhanced theeefold comribution related to leadership and employee expediency
literature, First, the finding that leader psvehopathy is related w gencral deviant behavior in the
waorkplace supports the findings of many other studies (Mathieo et al,, 2004; Bolkan, 2007; Frkotlu
and Chafra, 2009 peesiding providing more evidence for the connection between leader paychopathy
and deviant behavior in professional settings. Second, by verifying the positive impact of leader

psychopathy on_employee expediency, our study adds to the growing body of research on the
glements that lead (o expediency. RRLHTERIS| TVNE : ey ; :

e ey e codironng e ensdionab miliemoe a8 beader pav hopaths o emplsves <8 pedieney
Third, leveraging the social conservation of resources theory, our rescarch has crafted and scrutinized
a mediation model to elucidate the intticate dynamics surrounding the influence of leader payvehopathy
on emplovee expediency, This theoretical framework posits that mdividuals are driven to conserve
and protect their resources, encompassing time, energy, and cognitive capacities, Leader psychopathy,
characterized by manipulative tendencies and a lack of empathy, is theorized 1o deplete these crucial
resources within the organizational context, Conseguently, emplovees may resort o expedient
behaviors as adaptive responses to cope with the challenging work environment created by
peyvehopathie—teadegleader paychopathvs. Our study  investigates the nuanced aspects of this
relationship. explonng the underlyving mechanisms and identifving the specific conditions under
which leader paychopathy exerts its strongest impact on employee expediency.

According to the hypotheses that we have developed, there was a positive correlation between leader
psvchopathy and emplovee expediency, Besides, our findings show that moral disengagement
mediates the effect of leader psychopathy on employee expediency, This finding aligns with
predictions when taken in context with the abundant research showing that moral disengagement is a
key component in the chain reaction linking bad leadership to unethical actions. Leader psyvchopathy
can influence employees' moral reasoning and ethical decision-making processes within the
organizational context, leading them toward expedient actions. Identifying moral disengagement as a
mediating factor offers valuable insights into the psychological mechanisms involved, According to
the Conservation of Resources {COR) theory, individuals are inherently driven to acquire, preserve,
and profect valuable resources. When examining the impact of leader paychopathy within this
framework, a cascade of cognitive justification mechanisms, such as the displacement of
responsibility, emerges. These cognitive processes contmbufe to organizational cymicism, where
individuals develop a skeptical outlook towand the organization and its intentions. The association
between leader psvehopathy and organizational cynicism sets the stage for an increased likelihood of
employee expediency. As organizational cynicism intensifies, employees may resort to expedient
behaviors as a coping mechanisin,d responding o a perceived lack of support and farmess. This
intricate chain of events underscores the nuanced interplay between leadership behavior, cognitive
processes, and the broader organizational climate in shaping emplovee responses and cthical choices,

Managerial implications

These findings hold significant implications for management. To mitigate deviant hehaviors within
oreanizations, firms muost invest additional effort and time inte minimizing the prevalence of
pavehapathio—teadercader pavehopathvs, Because leader psvchopathy is identified as a personality
disorder capable of instigating employees' Ongamizational Cynicism (0C), moral disengagement
MDY}, and vltimately enforcing emplovee expediency, addressing and  curbing this leadership
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approach becomes crucial for fosiering a healthier workplace environment. Management sirategics
should cultivate leadership behasdor—that prioritizes transparency, ethical considerations, and a
supportive organizational culture. By actively discouraging the possibility of psychopathy behavior
among management, organizations can foster a positive work atmosphere, reducing the likelihood of
an organizational unconducive enviromment among employees. This condition, in furn, promotes o
more constructive and engaged workforce, ultimately contributing to enhanced organizaticnal
performance and emplovee satisfaction. Employers should prefer candidates for managenal positions
who demonstrate o lack of negative character traits and low selfishness, I the organization wanis to
foster effective and ethical leadership, it must favor applicants with these traits. Organizations can
cultivate a more favorable work environment by intentionally choosing leaders who prieritize
teamwork over individual gain and display admirable character attributes, Those in leadership
positions with less egotism are more inclined to put the group's and company's success first. A more
engaged workforce, productivity, and solid groundwaork for future success are all possible outcomes.
Incorporating these factors into the promotion and selection process can improve the caliber of
leadership and the general dynamics of the organization. As the data reveals that organizational
cymicism and moral disengagement mediate the relationship between leader psychopathy and
emploves  expediency, organizations should consider implementing  behavior-reduction  training
programs  for  emplovees  exhibiting  negative  behaviors. These  programs  could  encompass
interventions to address organizational cyvnicism and promote moral engagement. Organizations can
design training mitiatives that target the reduction of cynicism and the enhancement of ethical
decision-making skills among emplovees. These programs may include workshops, awarcness
campaigns, and leadership development imitiatives that foster a positive organizational culture and
cthical conduct, By investing in such traming programs, compamies can proactively address the
underlying factors contributing o employee expediency associated with leader psychopathy. These
imitiatives contribute to & more ethical and positive work environment and empower employees o
resist negative influences and make ethically sound decisions in challenging situations,

Limitations and Future Directions
This study possesses certain limitations that provide avenues for fuiure research. Primarily, due 1o

time constraints and hmited resources, our study adopted a cross-sectional rather than a longitudinal

design. A cross-sectional approach capiures a snapshot of data at a specific time, which mav restrict

our ability to establish causzation or track changes over an extended period. Future researchers may
benefit from emploving longitudinal methodolories, allowing for the exploration of how variables

evalve and interact over an extended timeframe. This approach could enhance the robusiness of

findings and provide 8 more nuanced perspective on the causal relationships suggesied in our cross-
sectional study, Howewver, emploving time-lagged designs would reduce the potential for selection

bias. Another significant hmitation of this study is the hicgh dropoul rate, which reduced the sample

size from 450 1o 356 paricipants. While this atiritton mav_have introduced bias, our analvsis of group

differences did not reveal significant discrepancies, suggesting that the dropout growp was not

svalematicallv dilTerent from the remaning participants. Despite these constiaints, our study lavs a

toundation for subseguent research endeavors to delve degper imto the complexities of the exanuned

phenomena, Future studies could be enbanced by including a moderator variable, Several potential

variables that could reduce the negative impact ol leader psvchopathy on_employee expediency are
hardiness and resilignce.

Coneclusion
The results of this mvestigation demonsirate that leader psvechopathy possesses the potential

to stimulate  employee expediency., This is  facilitated by the emersence of moral
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disengasement and organizationsl evnicism, which subseguently  incentivize expedient
hehaviors among emplovees, By implementing the social cognitive viewpoint, conservation
of resources, and social exchange theory, our research findings contribute to expanding
knowledge about emplovee expediency and leader psychopathy. Consequently, the findings
of this research offer several significant recommendations that businesses may use to lessen
the presence of leader psvehopathy and emplovee expediency.
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