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Abstract 

Leadership is a very important concept to understand as it strongly influences the performance of a 

company. Previous research has focused on many different leadership styles, among them the narcissistic 

leadership style. Recently, scholars recognised that a humble leadership style could have significant 

positive effects on the results of a company. Humble leadership is a quite new concept in the literature 

and relatively little research has been conducted. Not much is known about the impacts of humble and 

narcissistic styles on the job satisfaction of employees. There are especially few investigations that have 

focused on the effect of these leadership styles on employees in family businesses. Moreover, methods 

that have been used by other scholars do not truly capture the influence of humble and narcissistic 

leadership styles on the satisfaction of employees.  

 

This research attempts to fill a little part of these research gaps by investigating the effect of humble 

and narcissistic leadership styles on the employee satisfaction in both family and non-family businesses. In 

this case, the employee satisfaction facet focused specifically on the aspect of supervision. A study with 

over 150 employees of Swedish companies was conducted. Through factor analysis and hierarchical 

multiple regression the researchers tested the effects of humble and narcissistic leadership styles on the 

satisfaction of employees.  

 

The results indicate that a humble leadership style is positively influencing the employee’s satisfaction 

regarding supervision. There are indications that the narcissistic leadership style influences the employee’s 

satisfaction negatively, however no consistent significant result was found in the different analyses. What 

the researchers also discovered is that there is a significant moderation effect of the family business 

context on the relationship of a narcissistic leadership style and employee satisfaction.  These findings 

could have implications for family businesses, for example that in some cases a narcissistic leader might be 

preferred in this context. 

 

Additionally, the empirical findings identified the influence of several demographic variables on the 

level of satisfaction, such as years in the company of employee and leader, and the size of the company. 

This means that factors other than leadership style play a role in employees’ satisfaction. 

 

To sum up, this master thesis provides novel insights into the concept of leadership in family 

businesses, specifically into the effects of humble and narcissistic leadership styles on employee 

satisfaction regarding supervision. 
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1. Introduction 

 
 

1.1 Background   
 
Many times, leaders are referred to as heroes, idols, demi-gods and saviours and some even become 

celebrities, for example Steve Jobs, Richard Branson and Donald Trump (Morris, Brotheridge & Urbanski, 

2005). Nowadays, the worship of leaders still exists as people generally assume that companies need 

larger-than-life narcissistic leaders in order to be successful (Collins, 2001). Nevertheless, there have been 

many cases in which the leaders’ actions were far from courageous, for instance in Enron and Worldcom 

(Morris et al., 2005). Therefore, changes in leadership have been demanded lately and one of the factors 

that scholars have started to investigate is the concept of humility. New research has given strong 

indications that humility might be very useful to be a successful leader and some scholars even believe that 

a lack of humility is an important factor for leaders and their companies to fail (e.g. Collins, 2001). 

However, the idea that a humble leader is a more suitable leader opposes some traditional theories of how 

leaders gain power. That is, there are perceptions that leaders have more influence when perceived by 

followers and themselves as superior to their followers (Maccoby, 2004). According to these theories, 

humbleness might be seen as a weakness.  

This paradox illustrates that although the topic of leadership is widely researched by academics, it is 

still highly relevant to explore further. Initially, within the leadership domain, extensive focus was given to 

how leaders should lead one’s followers as for a long time the leader was seen as the main contributor to 

the company’s performance (Hollander, 1992). Over the last decade, the attention has shifted to the role 

and the importance of the followers. Scholars have identified that without the approval and cooperation 

of the followers a leader is limited to reach one’s goals and that therefore ‘the followers define leadership’ 

(Meindl, 1995, p.331). As a result, within leadership it is crucial to evaluate the importance of followers in 

terms of their influence on leadership. Additionally, leaders should be constantly aware about how their 

leadership style influences the way of working of followers and adapt their leadership style in order to 

achieve higher job satisfaction.  

Job satisfaction is one of the most important factors for employees in organisations because if an 

employee is satisfied in one’s job, performance and effectiveness can be enhanced (Chan & Chan, 2005). 

This can lead to greater performance both for the follower and for the organisation as a whole. Extensive 

research has been done by scholars concerning employee satisfaction and performance; however several 

discussions are occurring. For example, some authors are certain that satisfaction and performance are 

connected; while some others do not believe there is a relation between them (Iaffaldano & Muchinsky, 

1985). This could mean that if a follower has a high degree of job satisfaction, it might not imply that this 

person’s job performance reflects this (Fisher, 1980). Simultaneously, there are differences in the literature 

of which leadership style can lead to an increase in both of these aspects. Nevertheless, it is generally 

believed that a satisfied employee is better for the overall performance of the company (Judge, Thoresen, 

Bono & Patton, 2001). 

The objective of this research is to understand whether a specific leadership style enhances job 

satisfaction of employees, especially focusing on two extreme leadership styles, namely narcissistic and 

humble leadership. A narcissistic leadership style is often associated with leaders who are charismatic, 

visionaries, strongly willed and have a drive to succeed (Maccoby, 2004). Other strengths that are 

associated with a narcissistic leader are passion, voracious learning, perseverance, alertness to threats, 

sense of humour and the ability to shape the future (Maccoby, 2004). Additionally, they can cope in highly 

innovative environments and function well in a competitive landscape (Rosenthal & Pittinsky, 2006). 

According to Kets de Vries and Engellau (2010), an effective leader needs to have some dose of 

narcissism because this creates conviction that one’s team or organisation has a special mission and this 

inspires loyalty and group identification. This is especially crucial in times of crisis and change. However, 
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the narcissistic leadership style is also associated with a number of weaknesses, such as arrogance, 

paranoia, lack of empathy, sensitivity to criticism, power-hungry and being poor listeners (Maccoby, 2004).  

Contrary to narcissism, humility is a style that is not something a leader clearly shows and therefore 

many misconceptions about humility exist. For example, a humble leader is often associated with a lack of 

ambition, passivity, a low self-confidence and shyness (Vera & Rodriguez-Lopez, 2004) – something that 

contradicts with the generally perceived characteristics of a leader. Scholars discovered that humble leaders 

actually have many important strengths. First of all, humble leaders have a realistic view of the self in the 

context of others, meaning they can evaluate successes and failures without exaggerations (Vera & 

Rodriguez-Lopez, 2004). Additionally, a humble leader has a healthy dose of self-esteem and self-

assessment without passing a level of overconfidence and stubbornness (Vera & Rodriguez-Lopez, 2004). 

Thus, humble leaders can be humble and ambitious at the same time and have a good understanding of 

their abilities and limitations (Morris et al., 2005). Further, they accept when things are beyond their 

control and show willingness to learn from others (Morris et al., 2005). However, humble leaders also 

have weaknesses such as not being dominant enough in competitive situations and being less effective 

which leads to the perception of being a vulnerable leader (Vera & Rodriguez-Lopez, 2004). 

The specific purpose of this research is to investigate whether these leadership styles affect the 

followers’ satisfaction regarding supervision. Therefore, the research will be conducted from an individual 

point of view, namely the employee. A comparison will be made between family and non-family 

businesses as some research indicates that the family business setting might not always be suitable for a 

humble leader. Overconfidence can be important for a family business leader in convincing followers of 

the importance of a unique organisational vision. Hence, some arrogance may persuade employees and 

stakeholders that action needs to be taken. This can be linked to the work of Mobley, Griffeth, Hand and 

Meglino (1979), who state that leaders need to make sure that the goals are communicated sufficiently to 

the followers and that everyone spends considerable effort in realising these goals. Since family businesses 

are often characterised by a strong managerial control which can prevent autonomy and limit 

opportunities for the employees, it is possible that narcissistic leaders are more common in family 

businesses (Bernhard & O’Driscoll, 2011). However, the family business literature has focused little on the 

influence of leadership on followers within this specific business setting. Different leadership styles have 

been observed but there is no clear proof which leadership style is more effective to achieve organisational 

goals (Sharma, 2004). By comparing both family and non-family business contexts, the authors will try to 

clarify whether there is a difference in leadership style preference by employees in these different 

businesses. 

The research will be done in Sweden as the master thesis is conducted from a Swedish university, 

namely the Jönköping International Business School. Family businesses are an important component of 

the Swedish business setting, representing (depending on the definition of a family business) 50-75% of all 

firms, 25-35% of total employment and approximately 20% of GDP in Sweden (Bjuggren, Johansson & 

Sjögren, 2011; Brunk & Wahman, 2008).  

 
 

1.2 Problem and Purpose 
 

This master thesis focuses on which type of leadership style enhances employees’ satisfaction regarding 

supervision and whether there are any differences between employees in family and non-family businesses. 

Therefore, the following problem statement has been defined: 

 

What are the relationships between humble and narcissistic leadership styles and employee satisfaction regarding supervision 

in family and non-family business?  
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This is relevant to investigate as there is a discussion amongst researchers concerning which type of 

leadership style is the best for the overall performance of a company. Particularly, it is interesting to 

explore these two extreme leadership styles, as there are different opinions concerning how this influences 

employees’ satisfaction. When leaders have a better understanding of their impact on employees they 

could attempt to adapt their leadership style accordingly in order to enhance employees’ satisfaction. This 

will most likely lead to better communication and facilitate leader-follower relationships. As a result, it 

could improve the overall success of a company. 

The researchers will compare the family business context to the non-family business context as there 

are indications that differences exist in employees’ preferences towards leadership style between the two 

contexts. For instance, Bernhard and O’Driscoll (2011) state that some family business leaders have a 

tendency to control and limit the degree of employees’ autonomy which shows that narcissistic 

characteristics could be more common in the family business context. Since leadership, and especially the 

impact of specific leadership styles, are still relatively unexplored in the family business field, there is an 

opportunity to investigate their exact relationships towards employee satisfaction. Hence, the authors 

decided to assess whether humble and narcissistic leadership styles have an impact on job satisfaction of 

employees in a family business. Differences can be identified only by comparing relationships between 

leadership styles and employee satisfaction to non-family businesses. Hence, by answering this problem 

statement, both leaders of family and non-family businesses could gain valuable insights. 
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2. Theoretical Framework 
 

 

This section will cover and connect the main building blocks of this research (see figure 1). Additionally, 

throughout this chapter the hypotheses will be defined. 

 

Figure 1: Disposition of the theoretical framework 

 

 

 

 

 

 

  

Leadership 

•The first part of the theoretical framework concerns the notion of leadership which 
is at the core of this thesis. This section explores the leader-follower relationship 
and different leadership theories. 

Humble 
Leadership 

•This section investigates the theory regarding humble leadership and the different 
elements concerning this theory. This is one of the bases of this thesis as it is 
involved substantially in the research questions and purpose. 

Narcissistic 
Leadership 

•This chapter highlights the theory of narcissistic leadership and the different 
characteristics involved in this theory. Together with humble leadership this is the 
core of the research questions and purpose of this thesis. 

Employee 
Satisfaction 

•This part concerns the notion of employee satisfaction and introduces a number of 
different methods to measure this concept. Further, a number of different factors 
influencing satisfaction are presented. 

Family 
Businesses 

•In this section, the concept of family businesses is explored along with a 
specification of family businesses within the Swedish context. This thesis aims to  
understand the role of family business in influencing the relationship between 
leadership and satisfaction, hence a profound understanding is required. 
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2.1 Leadership 
 

‘There is only one irrefutable definition of a leader: someone people follow.’                       Maccoby (2011, p.32) 

 

Leaders have always been seen as attractive (Morris et al., 2005). Therefore, for a long time scholars 

have tried to find a ‘success formula’ of traits that makes someone a leader (Judge, Bono, Ilies & Gerhardt, 

2002). Although there are some traits that are commonly accepted and ever returning in leadership 

research such as drive and motivation, self-confidence, emotional and social intelligence, ability to learn, 

visioning, honesty and integrity (Kirkpatrick & Locke, 1991), until today this ‘success formula’ has not 

been discovered. Scholars have now accepted that the high dependency on the situational context and the 

relationship with followers makes it impossible to have such a ‘success formula’ (Chatman & Kennedy, 

2010). According to Chatman and Kennedy (2010), personality traits alone are a poor explainer of 

leadership. Possessing certain attributes makes it more likely to be successful, however, in leadership the 

context and the followers play an essential role. In the end, followers are the ones that choose their leader 

(Maccoby, 2011). 

In this chapter the authors elaborate upon the complicated leader-follower relationship and further 

describe several important leadership theories that Bass and Riggio (2006) related to leader-follower 

theories, namely: transformational and transactional leadership, charismatic leadership, and directive and 

participative leadership. These leadership theories have received a great degree of attention throughout the 

literature.  

2.1.1 The Leader-Follower Relationship 

Researchers agree that the leader-follower relation is a complex matter and that many aspects play a 

role in this relation (Hollander, 1992). According to Meindl (1995), leadership is actually defined by 

followers and therefore one can conclude that without followers leadership cannot exist. The majority of 

the theories describing the leader-follower relationship are based on the social identity theory of Tajfel and 

Turner (1986). According to the social identity theory of Tajfel and Turner (1986), people by nature want 

to identify themselves with a prototype. This prototype is a reflection of how they see a leader which 

fulfils their needs and how they think a leader should behave in specific situations. Hogg (2001) argues 

that the prototype arises from within a group and that it is similar between in-group members. This 

scholar states that the leadership prototype is defined after a social categorisation process, in which in-

groups and out-groups are compared. After the group members are evaluated based on the in-group 

prototype, the member that is perceived as the most similar to the prototype emerges as the leader. Then, 

members start to behave and think more like this prototypical member which makes it easier for the 

leader to influence the other group members. Thus, according to Hogg (2001), leadership is influenced by 

intergroup relations and this implies that if a context changes, the prototype might be changed. This also 

implies that when a new employee enters the company, the employee tends to adapt to the existing 

prototype of leadership (Hogg, 2001). 

From the social identity theory, the leader-member exchange theory originated. Graen and Uhl-Bien 

(1995) explain that this theory illustrates how the leader develops unique relationships with subordinates 

and focuses on how to increase the success of an organisation by creating a positive relationship between 

the leader and the followers. They describe how leaders have special relationships with their inner circle of 

employees, called the ‘in-group’. These employees are expected to work harder and to be more loyal to the 

leader and therefore have a ‘high-quality exchange’. Conversely, the ‘out-group’ is expected to be less 

committed and have a ‘low-quality exchange’ with the leader. Nowadays, there are several critiques on this 

theory and the main criticism is that it does not enable to connect a specific leadership style to a high-

quality relationship (Graen & Uhl-Bien, 1995).   

Van Quaquebeke, van Knippenberg and Brodbeck (2011) show a limitation of social identity theories, 

namely that the follower’s egocentricity is ignored. In their research they demonstrate that followers’ self-
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perceptions moderate how the leader is perceived. In other words, a follower does not only perceive 

according to the prototype but also according to oneself. Van Quaquebeke et al. (2011) consider that the 

more a follower believes to represent one’s ideal leadership prototype, the more the follower uses this 

prototype to judge other leaders. These scholars believe that when subordinates perceive a great 

resemblance between themselves and their ideal leader prototype they believe more in the suitability of the 

leader with this prototype. This implies that followers are led more efficiently by leaders that meet their 

ideal leader prototype (van Quaquebeke et al., 2011).  

In spite of this limitation, scholars agree that leaders should have an understanding of how followers 

identity themselves with the leader. Collins (2001) mentions that when a leader understands the followers’ 

identity, needs and values, the leader can increase the followers’ commitment and try to build up a 

relationship rather than only directing and demanding things from them. Maccoby and Scudder (2011) 

complement Collins by stating that leaders can be the most effective when they understand the intrinsic 

motivations of followers and know how to use these. This is further explored by Hollander (1992), who 

focused more on process leadership. He considers that more collective aspects such as cooperative 

decision-making and goal-setting are important, instead of the belief that the leader alone is responsible 

for everything.  

According to Graen and Uhl-Bien (1995), the leader-member exchange theory forms the base of 

several other leadership theories. These related theories will be elaborated upon in the following 

paragraphs. 

 

2.1.2 Transformational and Transactional Leadership 

One of the most prominent and researched leadership theories is the theory of transformational and 

transactional leadership. According to Bass (1990), leaders have gone from leading through power and 

persuasion, to leading by communicating to the followers what needs to be done and rewarding them 

when goals are achieved. The basic aim of this transaction is that a leader explains what he or she wants 

from followers and inspires them with that vision. In return their self-interests are fulfilled, such as 

recognition, pay increase and promotion (Bass, 1990). 

However, this transactional leadership style will eventually lead to ineffectiveness as it heavily relies on 

a more passive management style (Bass, 1990). This is why the concept of transformational leadership 

arose. Transformational leadership differs from transactional in that it is more about transforming the 

followers and the organisation to be better, rather than the mere exchange process that is transactional 

leadership (Chan & Chan, 2005). Transformational leadership is based on the notion that a leader should 

develop one’s followers in terms of first raising awareness of the strategy that needs to be implemented, 

and then trying to get the followers to identify more with the organisation or team by a transformation of 

their self-interest (Chan & Chan, 2005). Transformational and transactional leadership theory was 

developed by Burns in 1978 (Bono & Judge, 2004), however it was further enhanced and extended by 

Bass through the years. Bass (1990) identified eight dimensions that are included in the two theories. The 

four dimensions of transformational leadership are; idealised influence, inspirational motivation, 

intellectual stimulation and individualised consideration (Bass, Avolio, Jung & Berson, 2003). With these 

four dimensions, leaders can transform their followers to be more involved in the organisation and higher 

committed to the realisation of goals (Bass et al., 2003). According to Bass (1990), a transformational 

leader takes a personal interest in developing the employees, and makes sure that they are aware of what 

the core mission and vision of the organisation are and how to meet them. The first dimension of 

transformational leadership, idealised influence, concerns the charisma of a leader and how well the leader 

can inspire high standards (Chan & Chan, 2005). The second dimension, inspirational motivation, 

concerns the ability to inspire and motivate followers to make them more committed to the goals of the 

organisation (Chan & Chan, 2005). Leaders need to possess a strong will to reach the vision and inspire 

others to reach this vision (Bono & Judge, 2004). The third dimension is intellectual stimulation, where 

leaders encourage employees to find new ways of solving difficult problems (Bass, 1990). The last 
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dimension, individualised consideration, encompasses the ability to pay attention to the differences of the 

employees in an organisation (Bass, 1990), and where the focus is upon understanding the needs of the 

different individuals (Chan & Chan, 2005). 

These four dimensions differ substantially from the transactional leadership, where the emphasis is 

more on controlling and monitoring the employees rather than giving them freedom to develop as 

individuals but still together in a team (Bono & Judge, 2004).  

Finally, Vallejo (2007) highlights the importance of transformational leadership in order to develop job 

satisfaction and better job performance amongst followers in an organisation. As transformational 

leadership concerns the transformation and development of followers in organisations, it is possible to 

relate this to the concepts of humility and narcissism. Resick, Whitman, Weingarden and Hiller (2009) 

state that it is difficult for a narcissistic leader to be transformational and transform the followers. Instead, 

these leaders tend to transform their own public image rather than transforming the involvement and 

goals of the followers (Resick et al., 2009). However, humility is positively related to transformational 

leadership as both concern the alignment of goals and values and developing collective interests (Nielsen, 

Marrone & Slay, 2010). 

 

2.1.3 Charismatic Leadership 

Charismatic leadership differs from more traditional leadership styles (House & Howell, 1992). 

According to House and Howell (1992), charismatic leadership has meant a move from leaders who 

punish bad behaviour and offer incentives to those who reach a goal, to a leadership style which 

emphasises a common vision, communication and the ability to give work meaning to the followers by 

showing commitment and stimulating them in the workplace. Charismatic leaders differ from others as 

they have the ability to articulate their vision to other people, shape the future and encourage other people 

to join them on the path to this future (Raelin, 2003). Hogg (2001) states that charismatic is the ‘new’ type 

of leadership, in which leaders take an interest in other people and create commitment which leads to 

extra effort by the followers. Hence, employees are more likely to follow a charismatic leader on a 

voluntarily basis rather than based on authority (Conger, Kanungo & Menon, 2000). House and Howell 

(1992) also emphasise the importance of the vision from the leader, and how the leader role models this 

vision to the followers and at the same time shows confidence in them to reach this vision.  

Charismatic leadership has not only achieved positive results or positive attention. Some scholars (e.g. 

Post, 2004; Raelin, 2003) link charismatic leadership to narcissistic leadership, as a charismatic leader is 

someone who can inspire others and sway followers over with their ability to talk boldly and to attract 

them to the leader’s side and vision. House and Howell (1992) mention that charisma is a characteristic 

that is ambiguous, and that it has not been defined as either good or bad. They state that because of this it 

is wrong to categorise all charismatic leaders as narcissistic. Therefore, House and Howell (1992) separate 

charismatic into different types of charismatic leadership; socialised charismatic leadership and 

personalised charismatic leadership. Socialised charismatic leaders are defined as leaders who serve 

collective interests and empower others. According to House and Howell (1992), a socialised charismatic 

leader is follower-orientated and egalitarian. Socialised charismatic leadership is linked to the concept of 

humble leadership, as trust comes forth towards the leader because the leader shows a strong willingness 

to sacrifice for the followers in organisations (Nielsen et al., 2010). Personalised charismatic leadership is 

defined by House and Howell (1992) as based on more personal dominance and authoritarian behaviour, 

in which the followers’ feelings are often disregarded or ignored. The leader’s wishes and vision dominate. 

According to these scholars, personalised charismatic leadership is described more as narcissistic, where 

the followers might feel suppressed and ignored. The socialised and personalised charismatic leadership 

styles are rather extreme, and this does not mean that these types of leaders always possess exclusively 

these characteristics (House & Howell, 1992). 
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Lastly, Raelin (2003) states that there is a need for charismatic leaders in organisations, however it is 

important not to rely solely on them because when followers evolve and the environment becomes too 

complicated, it is difficult for a leader to be the single individual making all the decisions.  

 

2.1.4 Directive and Participative Leadership  

Extensive research has been dedicated to what type of leadership creates the highest performance in 

companies. In this discussion, scholars have shifted their focus from an authoritarian directive leader, to a 

more liberal leader, who can be described as more participative (Oshagbemi, 2008). 

A directive leader is defined as someone who manages the team members’ interactions and more 

actively directs the members to accomplish a task (Sauer, 2011). The directive leader already has a 

framework for a decision which he or she provides to the followers. This way, the followers can align to 

the leader’s decision (Somech, 2005). Kruglanski, Pierro and Higgins (2007) describe directive leadership 

as forceful and demanding, where followers are pushed to work on a task and have minimal control or 

opportunity to affect the decision-making process. 

 Conversely, a participative leader is described as someone who shares the decision-making in a 

situation with ones followers (Oshagbemi, 2008). Participative leadership differentiates itself extensively 

from directive, as it is less about control and already set out rules (Hansen & Villadsen, 2010). This type of 

leader tries to include the subordinates in order to reach a decision together and from this, achieve the 

overall objective. Somech (2006) explains that participative leadership is about soliciting new ideas from 

the followers and that it is also a new way for team members to reflect on the team and help opening new 

communication channels. This enables followers to more easily access information that is needed for the 

task. Kruglanski et al. (2007) further explain this by describing participative leaders as having an advisory 

role, where they offer counselling and encourage participation from their followers by considering new 

possibilities and evaluating every option.  

Participative leadership can be connected to humble leadership. A humble leader is perceived as 

someone who allows the followers to participate more and let them be a part of the decision-making 

process (Morris et al., 2005). In contrast, directive leadership has a greater connection with narcissistic 

leadership, as these leaders more directly state what is required of followers and are not scared of stepping 

on people’s toes to reach goals (Bass, 2007). A directive and narcissistic leader can often turn around the 

performance of an organisation to the better, however they risk making followers unhappy and unsatisfied 

along the way (Bass, 2007). 

Finally, according to Larsen, Rosenbloom, Anderson and Mehta (1999) it is possible to link leadership 

theories to different countries and cultures based on Hofstede’s value dimensions. These authors 

connected national culture to leadership styles in order to see what style fits best in different cultures. For 

example, they identified that in cultures with a low power distance, such as Denmark, strong participative 

leadership is more applicable than directive. In cultures with high power distance, such as Mexico, 

directive leadership is more appropriate (Larsen et al. 1999). 

 

2.1.5 Conclusion 

Leadership is defined by followers (Meindl, 1995). Therefore, in order to investigate whether 

leadership styles influence the satisfaction of employees it is essential to understand the leadership-

follower relationship and related theories such as transformational and transactional leadership, 

charismatic leadership, and directive and participative leadership (Bass & Riggio, 2006).  
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2.2 Humble Leadership  
 

‘Humility is in, arrogance is out . . . ‘                                                                               Cairncross (2003, p. 4)  

 

People generally assume that companies need larger-than-life leaders in order to be successful (Collins, 

2001). However, there have been many cases in which the leaders’ actions were far from courageous 

(Morris et al., 2005), and therefore changes in leadership have been demanded. One of the concepts that 

scholars are investigating is the influence of humility, as new research has given strong indications that 

humility might be very useful to become a successful leader. Some scholars even believe that a lack of 

humility is an important reason for leaders and their companies to fail (e.g. Collins, 2001).  

Since humility as a leadership style is a relatively new concept, there are many misunderstandings about 

what humility is (Nielsen et al., 2010). Tangney (2000) discovered that people frequently associate humility 

with negative self-views and a low judgement of the self. Vera and Rodriguez-Lopez (2004) complement 

this by stating that people often perceive humility as a lack of ambition, passivity, a low self-assurance and 

shyness. These observations of humility contradict with the generally assumed characteristics of a leader, 

such as self-confidence and drive (Kirkpatrick & Locke, 1991). Therefore, before the actual benefits and 

weaknesses of humble leaders are described, it is important to first define the concept of humility.  

 

2.2.1 The Concept of Humble Leadership Defined 

The concept of humility has not been defined exactly in the academic literature (Morris et al., 2005). 

However, based on the research of many academics, Nielsen et al. (2010, p.34) defined humility as ‘a 

desirable personal quality that is an understanding of oneself through awareness of personal identities, strengths, and 

limitations, in addition to perspective of the self’s relationship with others’.  

Constructed on an extensive literature review and interviews with managers from several countries, 

Vera and Rodriguez-Lopez (2004) defined 13 characteristics of humility that are presented in table 1.  
 

Table 1: Characteristics of a humble leader (adapted from Vera & Rodriguez-Lopez, 2004). 

A humble leader: 

 is open to new paradigms 

 is eager to learn from others 

 acknowledges his or her own limitations and mistakes, and attempts to correct them 

 accepts failure with pragmatism 

 asks for advice 

 develops others 

 has a genuine desire to serve 

 respects others 

 shares honours and recognition with collaborators 

 accepts success with simplicity 

 is not narcissistic and repels adulation 

 avoids self-complacency 

 is frugal 

 

From these characteristics, it becomes clear that humble leaders have a realistic view of the self in the 

context of others which means that they can evaluate successes, failures, work and life without 

exaggerations (Vera & Rodriguez-Lopez, 2004). This demonstrates that a humble leader is self-aware and 

has a good understanding of one’s abilities and limitations (Morris et al., 2005). Sandage (2001) labels this 

realistic orientation toward the self and others as ‘ego-humility’. This characteristic can be illustrated by 

the practical example of how Michael Dell, the CEO of Dell, dealt with criticism. Vera and Rodriguez-
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Lopez (2004) describe how he gave his employees a personal apology and a promise to improve himself, 

after he realised that many perceived him as impersonal. 

Another point which these characteristics show is that a humble leader accepts when things are beyond 

one’s control. To deal with situations, a humble leader shows high levels of openness towards new ideas 

which indicates that humility involves a willingness to learn from others (Morris et al., 2005). According to 

Nielsen et al. (2010), it is natural for a humble leader to actively ask others for advice. 

Additionally, a humble leader has a healthy dose of self-esteem and self-assessment without passing a 

level of overconfidence and stubbornness which implies that humble leaders do not lack self-esteem but 

have found a balance between the extremes of arrogance and lack of self-esteem (Morris et al. 2005). Vera 

and Rodriguez-Lopez (2004) illustrate this by stating that humble leaders can be self-confident and 

ambitious, but contrary to narcissistic leaders they use their confidence and ambition to serve the 

company instead of themselves. 

Moreover, Collins (2001) mentions that a humble leader looks in the mirror to take responsibility for 

bad results, not blaming others or external factors. Alternatively, he states that a humble leader always 

shares success with employees and accepts one’s own success with modesty.  

Also, the development of others is central for a humble leader. According to Vera & Rodriguez-Lopez 

(2004), humble leaders are committed to develop others and are not afraid but proud when trainees 

outperform them because they accept the reality of succession. Collins (2001) complements that humble 

leaders prepare successors for even more success in the next phase of the company. 

The previous points illustrate that a humble leader highly respects others (Nielsen et al., 2010). 

Tangney (2000) suggests this comes forth from an ‘others’ orientation and a desire to serve others and the 

company.  

Although the main characteristics of a humble leader have now been clarified, the concept of humility 

remains complex because these characteristics are not always clearly shown by a leader and are expressed 

in different levels varying from person to person (Vera & Rodriguez-Lopez, 2004).  

 

2.2.2 Advantages and Disadvantages of Humility 

There is an interesting discussion in literature about the pros and cons of humble leaders. While many 

scholars now recognise the benefits (e.g. Collins, 2001; Morris et al., 2005), there are researchers that argue 

that the negative aspects outweigh the positive ones (e.g. Exline & Geyer, 2004; Maccoby, 2004). 

 

Positive aspects of a humble leader 

Vera and Rodriguez-Lopez (2004) argue that humble leaders bring a competitive advantage to a 

company since they play a crucial role in improving the company’s ability to recognise and respond to 

external threats and opportunities. Further, they mention that humble leaders have a tendency to create an 

organisation that stimulates organisational learning, obtains higher levels of service to the customer and is 

effective in adapting to change. Morris et al. (2005) mention that to achieve this, a humble leader needs to 

emphasise employee enhancement. Additionally, Nielsen et al. (2010) believe that humble leaders facilitate 

follower’s identification with the leader, trust in the leader, self-efficacy, higher motivation and a higher 

willingness to sacrifice. Moreover, Collins (2001) complements that organisations with humble leaders 

become easier benchmarks in their industries because the superior performance is sustained for a long 

time. He states that one of the reasons for the long term success is that a humble leader puts great 

significance in electing a suitable successor and preparing him or her to guarantee the company’s success 

in the future. Finally, Collins (2001) mentions that a humble leader spares the company possible public 

‘embarrassments’ such as fraud and disproportionate privileges.    

 

The other side of the coin… 

Several scholars believe that there are occasions when a humble does not benefit the company. This 

derives mainly from the fact that the idea that a humble leader is a better leader opposes some traditional 
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theories of how leaders gain influence (Maccoby, 2000). These theories state that leaders are more 

effective when perceived by followers and themselves as superior to followers (Maccoby, 2004). Because 

of this, humbleness might be seen as a weakness. Exline and Geyer (2004) complement this view by 

stating that employees believe that humble leaders are not dominant enough in competitive situations and 

therefore risk being less effective for the company. They also argue that employees may associate 

humbleness with failure experiences of the leader and therefore have less trust in their leader. Additionally, 

they mention that employees prefer that leaders are flawless and highly confident about themselves, 

especially expressed towards the outside world. Morris et al. (2005) believe that there are times that leaders 

have to purposely make false statements in order to inspire employees towards an overwhelming 

challenge.  

Whether employees let the positive factors or negative factors prevail and thus perceive humbleness as 

a strength or a weakness has been investigated very sporadically and not lead to conclusive results (Exline 

& Geyer, 2004). 

 

2.2.3 A Note on Cultural Differences 

It seems important to consider the cultural context when reflecting on whether humility is perceived as 

a strength or not. However, Peterson and Seligman (2004) concluded that it is recognised as a virtue 

regardless of customs or culture. They state that resistance towards humility in cultures that highly value 

independence and self-esteem comes forth from a misinterpretation of its meaning. When humility is 

defined properly, all cultures perceive humbleness as desirable and a requirement for success. Peterson 

and Seligman (2004) believe that Western societies are willing to accept and admire leaders with low 

humility only as long as they are successful. However, it is the success, not arrogance, that is attractive to 

employees and therefore arrogance is only tolerated while success lasts. Therefore, these scholars believe 

that there is a link between arrogance and success and when success deteriorates, the admiration of 

humble leader is more likely to continue while the admiration of a narcissistic leader is not. 

 

2.2.4 Can a Leader Develop Oneself to be Humble?  

There are different opinions among academic scholars whether humble characteristics can be 

developed or not. Collins (2001) believes that a person can only develop humbleness if he or she already 

has a base in one’s personality. He reasons that there are people that cannot bring themselves to put the 

needs of others first as for those people what they get from leadership personally in the form of power, 

admiration and fame is more important. However, Vera and Rodriguez-Lopez (2004) consider that 

although humility is not easy to develop, humility can be learnt. They state that the main complication to 

develop humility is rooted in the difficulty to engage oneself in a profound personal change and self-

awareness. Nevertheless, with self-control they believe that there are some tools leaders can use to 

promote humility in their organisation and therefore develop their own humility. For example, they state 

that explicitly including humble elements in the company’s strategy and culture supports the leader to 

consistently give the good example of behaviour. Also, only people who are open to develop humble 

characteristics should be hired and reward practices should encourage humility. Finally, Vera and 

Rodriguez-Lopez (2004) advise the leader to publicly reject arrogant and narcissistic behaviour. 

 

2.2.5 Conclusion 

Humility is a critical strength for leaders since it enables them to have a realistic perspective of 

themselves, the organisation and the external environment (Vera & Rodriguez-Lopez, 2004). However, 

few scholars have investigated the impact of humble leadership on employees (Nielsen et al., 2010). 

Therefore, the authors believe it is essential to further explore what the effects of humble leadership are 

on an organisation, and specifically on the employees. In this thesis the authors investigate whether a 

humble leader leads to higher levels of satisfaction for employees. 

 



17 
 

2.3 Narcissistic Leadership 
 

‘…there is no substitute for narcissistic leaders…’                                Maccoby (2004, p. 9) 

Narcissistic leadership is a concept which has received a great amount of attention in the literature. The 

term narcissism was first coined by Havelock Ellis in 1898 and later explored by Sigmund Freud who 

described it as a personality disorder where the need for power and self-loving is at its core (Rosenthal & 

Pittinsky, 2006). Narcissism is based on the ancient Greek myth of Narcissus who fell in love with his own 

reflection, which shows the main characteristics of a narcissist, namely being self-admired and self-loved 

(Rosenthal & Pittinsky, 2006). However, most literature concerning narcissistic leadership does not 

suggest that narcissistic leaders have a personality disorder; instead recent studies describe it more in a 

light way, and state that most people have some narcissistic characteristics, rather than it being a rare 

clinical disorder (Nevicka, De Hoogh, Van Vianen, Beersma & McIlwain, 2011). It has been said that 

narcissism can create characteristics such as humour and creativity (Rosenthal & Pittinsky, 2006). Maccoby 

(2004) agrees that everyone has some level of narcissistic characteristics and that it is necessary to push 

through things that people in general want done. Brunell, Gentry, Campbell, Hoffman, Kuhnert and 

DeMarree (2008) complement this by describing that narcissism is more often used now in the literature 

as a personality trait rather than a disorder. 

 

2.3.1 The Concept of Narcissistic Leadership Defined 

As previously described, narcissists are often perceived as self-loving and longing for power. Some 

other characteristics associated with narcissism are arrogance, ruthlessness, sensitivity to criticism 

(Rosenthal & Pittinsky, 2006), belief of their own superiority, crave admiration, need for constant 

validation (Nevicka et al., 2011), distrustful and paranoia (Maccoby, 2004). The positive characteristics 

associated with narcissism are charisma, creativity, visionary and a drive to succeed (Rosenthal & Pittinsky, 

2006). According to Brunell et al. (2008), narcissists also let their characteristics affect other people, in this 

case the followers. They mention that a narcissistic leader is someone who loves oneself and has a positive 

self-view, however that this occurs at the expense of others. Narcissists boost up themselves in what they 

are capable of and what they have accomplished, which means that the followers’ actions are forgotten 

and instead the leader takes the credit. Narcissists do not hesitate to let other people know if they have 

offended them or disappointed them, and avoid negative feedback as much as possible (Brunell et al, 

2008). On the other hand, Kets de Vries and Engellau (2010) explain that some followers are more than 

likely to listen and work better with a narcissistic leader, at least for some time. Supported by their vision 

and charisma, the narcissistic leader can inspire followers, and make them loyal and identify with the 

leader.  

Another main aspect is the lack of empathy for other people. Sometimes this characteristic can be 

positive, for example when the leader needs to motivate others in times of crises to compete, or when 

difficult decisions are needed (Rosenthal & Pittinsky, 2006). Maccoby (2004) agrees with this statement 

and adds that in normal times exploiting people without empathy would be less acceptable. Further, 

narcissistic people are frequently perceived as more power hungry compared to others (Blair, Hoffman & 

Helland, 2008).  

 

2.3.2 Advantages and Disadvantages of Narcissism 

In much of the literature, narcissism is dubbed as the ‘bad’ type of leadership. Blair et al. (2008) follow 

this line of thinking and point out that despite describing narcissism as the ‘bad’ type, it is seen as more 

common than the ‘good’ leadership. For example, many famous CEO’s, presidents and other prominent 

leaders are perceived as narcissistic (Rosenthal & Pittinsky, 2006). Maccoby (2004) describes several 

examples of narcissistic leaders such as Larry Ellison, the CEO of Oracle, and other prominent leaders 
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such as Jack Welch, George Soros and Steve Jobs. The next paragraphs will describe positive and negative 

aspects of narcissism. 

 

Positive aspects of narcissistic leadership 

Rosenthal and Pittinsky (2006) point out that there is a constant need for strong-willed persons with 

great visions to get through turbulent times. These scholars highlight that it is often the followers who 

pick their leaders, and that followers search for someone narcissistic to mirror their own characteristics to 

come through tough times. It can be beneficial to have a more narcissistic leader as they are more 

innovative and can inspire followers more easily with their vision (Rosenthal & Pittinsky, 2006). Further, 

narcissistic leaders have a tendency to show off their good sides by flirting with the followers (Maccoby, 

2004). Followers are more likely to choose a leader who is more ‘leaderlike’ and someone who has classic 

leader characteristics such as charisma and confidence. For example, characteristics such as dominance 

and a high degree of confidence are what most followers find attractive in a leader (Maccoby, 2004). This 

shows that narcissistic leaders can have positive effect on followers (Rosenthal & Pittinsky, 2006). 

As previously described, narcissists are often preferred leaders in high positions (Nevicka et al. 2011). 

According to Brunell et al. (2008) this is because narcissists have the skills needed to rise to the challenge. 

This goes hand in hand with Maccoby (2004), who describes narcissistic leaders as people who can inspire 

followers and shape the future instead of following the rules. 

In order to inspire followers with their vision, narcissistic leaders often have a strong level of charisma 

(Maccoby, 2004). They can stir up enthusiasm and reactions from the audience with their charisma and 

rhetoric, one example being Winston Churchill, who inspired a vision and fate to the British people during 

the Second World War (Maccoby, 2004). The characteristics of inspiring followers and getting through 

turbulent times are perceived as the traditional leader calibre that is needed by the traditional leaders 

(Nevicka et al., 2011). Additionally, many authors and companies believe that narcissistic leaders are 

needed nowadays in times of constant innovation and a more competitive landscape, as they are more 

risk-takers and care less about the bad outcomes (Rosenthal & Pittinsky, 2006). This seems to be a reason 

why many organisations find themselves deciding to opt for a more narcissistic leader (Maccoby, 2004). 

 

The other side of the coin... 

There are a number of negative characteristics concerning narcissistic leadership. For example, a 

narcissistic leader feels often superior to others and shows a high degree of arrogance towards others and 

other people’s views (Rosenthal & Pittinsky, 2006). For a narcissistic leader it is more difficult to build 

relationships with followers as they instead try to dominate and defeat others, and fail to empathise with 

other people’s feelings (Blair et al., 2008). Narcissistic leaders feel they are superior to their followers, fail 

to see why they need to credit others and blame others for failures (Rosenthal & Pittinsky, 2006). 

One of the main characteristics of a narcissistic leader is the need for power. This can be both positive 

and negative, as this need can make a person move forward and accomplish things. However, the negative 

aspect is that they are never satisfied with the power they have gained and that once they have reached the 

height of power, they want to reach even higher (Rosenthal & Pittinsky, 2006). There are also differences 

with other types of leaders who are not narcissistic but have motivation for power. Narcissistic leaders 

tend to exploit the power, whilst other leaders use the power to influence and empower others (Rosenthal 

& Pittinsky, 2006). 

As previously mentioned, a number of authors believe that narcissistic leaders will lead to inefficiency 

and destruction of organisations. Blair et al. (2008) consider the lack of integrity and ethical consideration 

to be the main reason for this. Additionally, these researchers explain that a narcissistic leader is often seen 

as untrustworthy by one’s followers, which makes it difficult for them to be effective and satisfied in their 

job. According to Rosenthal and Pittinsky (2006) narcissistic leaders often accomplish high results in the 

beginning as they are seen as persons who can overcome resistance and turmoil. These scholars 

discovered that narcissistic leaders sometimes fall from grace after a period of time due to the negative 



19 
 

characteristics. Narcissistic leaders are often over optimistic of others’ abilities and have inflated views of 

themselves and what they can accomplish. These types of leaders tend to put the goals too high and when 

others fail, it is probable that they think they could have done a better job themselves (Rosenthal & 

Pittinsky, 2006). Finally, narcissistic leaders are associated with being poor listeners as they are unlikely to 

hear or listen to the feedback from followers concerning failures (Maccoby, 2004).  

 

2.3.3 A Note on Cultural Differences 

Over the last 30 years, narcissistic leadership has played a big part in defining leadership in the Western 

world (Gabriel, 2008). Ronningstam (2005) links narcissism to the more western European culture of an 

“I”-orientation, compared to the “we”-oriented Eastern culture. However, history has shown that 

narcissistic leaders tend to pop up all over the world, from American CEOs and presidents, to dictators 

such as Joseph Stalin and Saddam Hussein (Rosenthal & Pittinsky, 2006), and even leaders such as 

Mahatma Gandhi (Maccoby, 2004). Instead of calling it a simple western phenomenon, it is clear that 

narcissistic leaders exist everywhere. 

 

2.3.4 Conclusion 

Some of the positive characteristics of narcissistic leadership are competitiveness, visionary, 

innovativeness, charisma and someone who shapes the future (Rosenthal & Pittinsky, 2006). Narcissistic 

leaders can generally have a big impact on a company’s results as they inspire followers to accomplish 

something and create a vision (Nevicka et al., 2011). However, this is often only for limited time, as 

narcissistic leaders tend to create a hostile environment which is characterised by low efficiency and low 

employee satisfaction (Rosenthal & Pittinsky, 2006). Narcissism is related to several other negative 

characteristics such as arrogance, power hunger, lack of integrity, being a poor listener, failing to 

sympathise and untrustworthy (Rosenthal & Pittinsky, 2006).  

Summarising, Maccoby (2004) notes that organisations generally prefer more narcissistic leaders as it is 

believed they can better cope with the speed of today. For these leaders however, it is important to know 

their own limitations in order to be the best and make their organisations flourish. 

 

2.3.5 A Final Note on Humble and Narcissistic Leadership  

After exploring humble and narcissistic leadership styles, it is important to highlight that most leaders 

have a variety of different characteristics that come from both humble and narcissistic leadership styles 

(Morris et al., 2005). The majority of the leaders do not explicitly belong to one of these extremes; 

however, many times either the humble or narcissistic leadership style is dominant. Therefore, it is 

relevant to understand which style is more prominent as it might affect employee satisfaction. 

 

 
2.4 Employee Satisfaction 
 

‘In modern management theory, employee satisfaction is considered one of the most important drivers of quality, customer 

satisfaction and productivity.’                          Matzler, Fuchs & Schubert (2004, p. 1179) 

In the literature one can find a large amount of research that has explored employee satisfaction in 

organisations. Schroffel (1999) defines satisfaction in the workplace as a sense of gratification with a 

person’s job. Judge et al. (2001) highlight the relation between job satisfaction and job performance. They 

state that by feeling satisfied in the workplace, performance and effectiveness have a tendency to increase. 

Also, Loher, Noe, Moeller and Fitzgerald (1985) draw a link between satisfaction and job performance 

and they include the notion of progression and development of the worker. By being more satisfied in the 

workplace, personal growth and development are more likely to result in enrichment and a sense of 

fulfilment (Loher et al., 1985). This can give a stronger positive organisational environment which is vital 
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for higher satisfaction, as it provides more autonomy, communication, participation and mutual trust 

(Ostroff, 1992). These aspects are especially needed since it is difficult to maintain a good relationship 

between the supervisor and employee without mutual trust and participation (Pillai, Schriesheim & 

Williams, 1999). Nevertheless, some scholars do not believe there is a relation between satisfaction and 

performance (e.g. Iaffaldano & Muchinsky, 1985; Fisher, 1980).  

Additionally, satisfaction is linked to employee turnover. Workers are less likely to leave the job when 

they are satisfied (Ostroff, 1992). Unsatisfied employees tend to leave or strike in the workplace if 

necessary (Ostroff, 1992). Kirkman and Shapiro (2001) further state that workers who show higher levels 

of satisfaction are less absent and display more organisational citizenship behaviour.  

 

2.4.1 Employee Satisfaction and Age 

There has been an extensive discussion throughout the literature on the relationship between job 

satisfaction and age. Some authors, such as Clark, Oswald and Warr (1996) believe that the relationship 

between satisfaction and age is U-shaped. Other authors, such as Rhodes (1983) argue that satisfaction 

increases linearly with age.  

Clark et al. (1996) discovered that job satisfaction is high in the first couple of years, then declines and 

after some years increases steadily again, which means that job satisfaction would be U-shaped with age. 

These scholars believe that this relationship is based on the novelty of a job in the beginning implying that 

young or new workers feel excited about the new situation. Another factor is that these young employees 

will feel inspired about actually having a job as unemployment rates are increasingly higher today, 

especially in this age group (Clark et al., 1996). However, after some time boredom and the feeling of 

decreased opportunities kicks in and satisfaction generally decreases. This could also be due to the too 

high expectations young people often have of a job, which means that dissatisfaction is likely when people 

realise that their expectations are not met (Clark et al., 1996). Clark (1997) further complements that 

middle-aged employees score lower on job satisfaction than young or old employees. After the decline, 

satisfaction tends to increase after a few years again as the expectations of a job are lowered and the 

employees get used to a way of working, have higher levels of autonomy (Clark et al., 1996) and a more 

stable and stronger ego (Rhodes, 1983). This increase is further triggered by more responsibility and 

seniority (Rhodes, 1983).  

Rhodes (1983) highlights that a U-shaped relationship between job satisfaction and age has been found 

in several studies. However, she questions these findings because the studies did not have an adequate 

analysis and were conducted with sample sizes that were too small. Other investigations show that the 

relationship is more linear between age and satisfaction. Rhodes (1983) agrees with this and states that 

satisfaction increases in a linear way up until about the age of 59. This linear relationship of satisfaction is 

due to the higher tenure and the ability to achieve intrinsic rewards in the work place after a period of 

time, such as autonomy (Rhodes, 1983). 

Due to these different opinions on the relationship between age and satisfaction, it is difficult to 

actually pinpoint how much age plays a role in terms of job satisfaction. Other factors could play a more 

influential part, such as family life, gender, pay (Clark et al., 1996) and values (Rhodes, 1983). 

 

2.4.2 Employee Satisfaction and Gender 

 Many scholars believe that gender plays a big role in job satisfaction. Clark (1997) claims that women 

in general report higher job satisfaction than men. This result can have a number of explanations, such as 

the lower job expectations amongst women and possibly the fact that more women worked part-time than 

men when this study was conducted (Clark et al., 1996). Other reasons could be that men have higher job 

expectations and higher prospects regarding the level of autonomy and the opportunity of promotion 

(Clark, 1997).  
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2.4.3 Employee Satisfaction, Age and Gender 

There are also differences between age, gender and satisfaction. For example, Rhodes (1983) highlights 

that female respondents showed no link between age and satisfaction, while it was a strong link for males. 

Additionally, Clark et al. (1996) report that women score higher in satisfaction than men. Furthermore, it 

seems that the differences between female and male satisfaction levels develop with age (Clark, 1997). In 

the beginning of a career, when the workers are younger, the female workers report similar satisfaction 

levels as the male workers. However, after some time, differences between the two genders will develop 

and women usually report higher satisfaction levels (Clark, 1997). 

 

2.4.4 Employee Satisfaction and Supervision 

Dalal, Bashshur and Credé (2011) define satisfaction with management as a set of judgements and an 

attitude from employees about the management and supervision. These scholars stress the importance of 

measuring the direct relation of the level of satisfaction with supervision in organisations, as up until now 

most research has only measured this indirectly in correlation to other constructs. The role of the 

supervisor is an important component of job satisfaction as employees need to feel a sense of trust in the 

supervisor, since this can lead to a better commitment to the organisation (Pillai et al., 1999). Mobley et al. 

(1979) link this to employee turnover which was briefly mentioned above. These scholars state that 

followers need to be satisfied with the level of supervision and the leader in the organisation in order to 

actually stay and work effectively.  

 However, little research has been done in the specific area of employee satisfaction related to 

supervision and the role of management. According to Dalal et al. (2011), it is vital to measure the 

supervision facet in its own right to really define and accomplish results. 

 

2.4.5 Satisfaction related to Narcissistic and Humble Leadership Styles 

Narcissistic leaders can have a positive effect on employee satisfaction, as they have for example a 

strong vision and charisma to inspire and cause productivity amongst employees (Maccoby, 2004). 

Employee satisfaction is especially possible during crises or turbulent times, as narcissistic leaders are seen 

as the right person to get through these times (Maccoby, 2004). However, satisfaction with narcissistic 

leaders has a tendency to be rather short-lived, as narcissistic leaders often fall from grace after some time 

due to their negative characteristics such as setting impossible goals and being a poor listener (Rosenthal 

& Pittinsky, 2006). Ostroff (1992) complements this point by stressing that employee satisfaction is not 

possible without participation and communication of the leader. This means that it is difficult for 

narcissistic leaders to raise job satisfaction levels as their negative characteristics have a tendency to affect 

this negatively. 

Also humble leaders show a number of characteristics that enhance job satisfaction amongst their 

followers, for example the respect they show towards their employees is a good way to build trust. 

Further, they strive to develop others and involve employees by asking for their advice (Vera & 

Rodriguez-Lopez, 2004). Pillai et al. (1999) stress that trust and respect are the most important factors in 

order to reach employee satisfaction throughout the organisation.  

Based on the findings of these sections of the literature review on leadership styles and employee 

satisfaction, the authors defined the following hypotheses: 

 

Hypothesis 1: A humble leadership style enhances employee satisfaction regarding supervision 

 

Hypothesis 2: A narcissistic leadership style reduces employee satisfaction regarding supervision 
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2.5 Family Businesses 
 

‘Increasingly, family businesses are seen as one of the main drivers of national competitiveness and a key driver of economic 

achievement’                       Collins & O’Regan (2011, p. 6) 

 

Family businesses are a significant driver for the economy in many countries since they are essential for 

national competitiveness and contribute significantly to employment (Collins & O’Regan, 2011). Also for 

Sweden, family businesses are an important component of the domestic business setting, representing 

(depending on the definition of a family business) 50-75% of all firms, 25-35% of total employment and 

approximately 20% of GDP in Sweden (Bjuggren et al., 2011; Brunk & Wahman, 2008). 

  

2.5.1 Definition 

In spite of its importance, the research into family businesses is still nascent and no generally accepted 

definition of family businesses exists (Sharma, 2004). Most definitions include the important role the 

family has in determining the vision and strategy of the company and the control and creation of new and 

unique capabilities (Sharma, 2004). The main emphasis in delineating definitions has been put on 

distinguishing family businesses from non-family businesses and therefore most definitions consider 

aspects such as ownership, management involvement, governance, strategic processes and 

intergenerational successions (Collins & O’Regan, 2011). Nevertheless, Astrachan, Klein and Smyrnios 

(2006) highlight that researchers often fail to include a definition of family and that this leads to confusion 

as the definition of families differs among cultures and over time.  

Because of the lack of a widely accepted definition of family businesses, it is a challenge to identify 

concrete data about family firms in a specific country (Bjuggren et al., 2011). 

 

In this thesis the definition of family businesses of Barnes and Hershon (1976, pp. 106) was utilised: 

 

‘Controlling ownership is rested in the hands of an individual or the members of a single family’ 

 

This definition was seen as the most appropriate one for this thesis as it is rather general but still allows 

the authors to differentiate family businesses from non-family businesses.  

 

2.5.2 Important Characteristics of Family Businesses 

It is widely acknowledged that family businesses are more complex than non-family businesses because 

they have to balance a unique trilogy of family, management and ownership (Tagiuri and Davis, 1992). 

When more generations are involved in the family business, specific challenges regarding decision-making 

arise (Hess, 2006). In the following section, the specific characteristics of family businesses in Sweden will 

be explored. 

 

Swedish context 

According to Brunk and Wahmna (2008), most family businesses in Sweden are dedicated to 

agricultural, retail and manufacturing industries. Further, they state that there are more family businesses 

in rural areas than in urban areas.  

In terms of strategies and goals, Brunk and Whamna (2008) mention that long-term survival is a goal 

that is highly pursued in Swedish family businesses, and that this is more valued than rapid growth goals. 

These researchers mention that this is reflected in statistics that show that the average age of family 

businesses is considerably higher than for non-family businesses. Emling (in Brunk & Whamna, 2008) 

complements that because of the long-term survival goal, family business strategies strive for a constant 

company development, and expansion is seen as less attractive than in non-family businesses. This 

constant development is perceived as positive by Naldi, Nordqvist, Sjöberg and Wiklund (2007) because 
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they demonstrate that family businesses are not only more risk-averse but also that when they do take risk 

this is usually negatively related to the firm’s performance.   

In terms of succession, Brunk and Whamna (2008) state that the key stakeholders in Swedish family 

businesses aspire to pass the company on to the next family generation in order to continue as a family 

business. 

 

2.5.3 Family Business Leadership 

Little research has been dedicated to leadership in family businesses. Most scholars have focused on 

succession and how the leadership style differs between the old and the new leader (Ward, 1997).  

Nevertheless, Vallejo (2007) believes that transformational leadership is more possible within a family 

business setting as values play a bigger role in the family business context and family business leaders 

generally try to transform their followers to be in line with the values of the organisation (Vallejo, 2007). 

This can be linked to Le Breton-Miller and Miller (2009), who describe that the presence of values and 

humility is the reason why some family businesses exist longer than non-family businesses. However, 

Robinson, Harvey and Yupitun (2009) question this positive link between values and family businesses. 

They believe that the values of a family business leader can destruct the behaviour within a company and 

therefore be counter-productive. Randøy, Dibrell and Craig (2009) report that other studies show that 

humble family business leaders can become a liability, as they are less growth-orientated and less risk-

taking than non-family business leaders.  

Moreover, some scholars believe that narcissistic leaders are more common in a family business setting 

as these are often characterised by a strong managerial control (Bernhard & O’Driscoll, 2011). Vallejo 

(2009) agrees and states that charismatic leadership, which could be linked to narcissistic leadership, works 

particularly well in family businesses. A charismatic leader is someone who can inspire a sense of vision in 

an organisation and usually has a strong charisma to sway followers with this vision (Vallejo, 2009). 

Mobley et al. (1979) complement that overconfidence is important for a family business leader and that 

therefore charismatic leadership is needed in order to convince followers of an organisational vision. 

Hence, a narcissistic leadership style may easier persuade employees and stakeholders that action needs to 

be taken. 

It is important to note that both transformational and charismatic leadership can function in non-

family businesses as well, however they work particularly well in family business situations. This is due to 

family businesses often having a more cohesive work environment, involvement, organisation 

identification and trust (Vallejo, 2007).  

In short, regarding specific leadership characteristics, the family business literature has focused little on 

how family business leaders influence employees. Different leadership styles have been observed but there 

is no clear proof of which leadership style is more effective to achieve organisational goals (Sharma, 2004). 

 

Swedish context 

Melin and Nordqvist (in Brunk & Whamna, 2008) describe that in Sweden it is very common that 

family members have main positions in the management of the business. They state that more than 90% 

of the family businesses in Sweden are led by a family member, and that a company leader stays on for a 

longer time than leaders in non-family businesses. According to Melin and Nordqvist (in Brunk & 

Whamna, 2008), this has practical consequences for the leadership style as the function separation 

between owners, board and executive management becomes unclear. Further, Emling (in Brunk & 

Whamna, 2008) believes that family members are more reluctant to bring in external help from 

consultants and to have non-family members in the board because they do not want to lose control.  

The fact that family members are involved in all parts of the leadership affects the power relations in 

the business itself and the relation with non-family members (Karlsson Stider, in Brunk & Whamna, 

2008). Emling (in Brunk & Whamna, 2008) indicates that management in family businesses has a more 

informal character compared to non-family businesses in Sweden. He states that this could be caused by 
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the fact that family businesses are often small and medium sized companies, or by the fact that general 

managers have a more personal and informal relationship with employees and stakeholders.  

These characteristics of family business leaders possibly influence the leadership style and the way 

employees perceive their followers. The goal of this thesis is to understand whether the level of 

satisfaction with a leader’s style is different in a family context than in a non-family business context. 

 

2.5.4 Satisfaction in Family Businesses 

Little research has been dedicated to the concept of employee satisfaction in family businesses. 

However, Bernhard and O’Driscoll (2011) state that satisfaction in family businesses is often affected by 

the feeling of ownership for the employees. This notion is based on the employee’s feeling of possession 

toward one’s job and the connection to the organisation (Bernhard & O’Driscoll, 2011). This is difficult to 

accomplish in a family business, as it can be tricky to penetrate the closely knit family that owns the 

business implying that employees have less chance of gaining access to the family and the decision-making 

process (Bernhard & O’Driscoll, 2011). However, Vallejo (2009) states that satisfaction is possible in 

family businesses as there is a high visibility of shared values and goals and a presence of a participative 

firm culture. Since there is currently a discussion going on among scholars concerning family businesses 

and satisfaction, it is important to investigate the relationship between the two notions. 

 

2.5.5 Conclusion 

Family businesses have unique characteristics, also in terms of leadership. However, the family 

business literature has focused little on how family business leaders influence employees. Different 

leadership styles have been observed but there is no clear proof which leadership style is more effective 

and leads to higher satisfaction among employees (Sharma, 2004). 

From the arguments identified above, it is clear that there are disagreements about how a humble 

leadership style affects employees’ satisfaction in a family business. However, there are clearer arguments 

that narcissism has a positive effect on employees’ satisfaction in family businesses. Therefore, after 

analysing the family business literature and connecting it to the previous chapters of the theoretical 

framework, the following hypotheses were developed: 

 

Hypothesis 3: The relationship between a humble leadership style and satisfaction regarding supervision is negatively 

influenced if the employee works for a family business. 

 

Hypothesis 4: The relationship between a narcissistic leadership style and satisfaction regarding supervision is positively 

influenced if the employee works for a family business. 

 

Hypothesis 5: Leaders in family businesses show a lower level of humble characteristics than leaders in non-family businesses. 

 

Hypothesis 6: Leaders in family businesses show a higher level of narcissistic characteristics than leaders in non-family 

businesses. 
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Now that all hypotheses have been defined, a graphical representation of the overall purpose of this 

thesis is presented (see figure 2). 

 

Figure 2: Graphical representation of the problem statement 
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3. Methods 

 

 

3.1  Research Design 

 

3.1.1 Choice of Method 

In this research, the main intention is to understand whether there is a relation between humble and 

narcissistic leadership styles and satisfaction levels regarding supervision, and specifically if there are any 

differences between employees in family businesses and non-family businesses. This thesis consists of a 

literature study and the researchers’ own empirical research in order to answer the different hypotheses. 

To answer the research question, it is vital to have the correct research method. Therefore, in the 

following sections different methodology approaches will be discussed to motivate what the adequate 

method is for this research. 

 

3.1.2 Deductive Method 

There are two main approaches of how to use theory in research, namely inductive and deductive 

(Blaikie, 2010). The inductive approach starts with data collection and then attempts to find patterns in the 

collected data in order to generalise and build up a new theory (Blaikie, 2010). A deductive approach 

occurs when there is a well-developed theory in place. Based on the theory, variables are identified and 

hypotheses are created (Malhotra & Birks, 2006). Hence, research following this approach is based upon 

already established facts and the theory is tested through empirical research to understand the connection 

between different variables (Malhotra & Birks, 2006). Therefore, for this thesis, a deductive approach is 

suitable. From the findings of the empirical research, it will be possible to develop further insights into the 

topics in question.  

 

3.1.3 Quantitative Data Research Method 

When conducting primary research, it is important to select a quantitative or a qualitative approach. 

According to Malhotra and Birks (2006), qualitative research is rather unstructured and often tests 

something in an experimental way. This method goes profoundly into the respondents’ thoughts and it is 

possible to achieve more detailed answers through methods like interviews in which respondents can 

freely express their view (Malhotra & Birks, 2006). According to Murray Thomas (2003), qualitative 

research is about studying behaviours and people in their natural setting and then trying to make sense of 

these findings.  

Alternatively, quantitative research concerns testing different hypotheses by using numbers and 

statistics. This method aims to quantify data using statistical measurements (Malhotra & Birks, 2006). The 

aim of quantitative research is to create research which can be easily generalised and replicated in similar 

situations by other researchers (Murray Thomas, 2003). Quantitative research often consists of surveys 

and questionnaires, which sometimes have a number of limitations and dangers involved. Some of these 

limitations include impersonality and oversimplifying the reality (Finn, Elliott-White & Walton, 2008). 

Murray Thomas (2003) mentions that other limitations can come from the researchers, for example when 

researchers allow too much personal involvement in the design of the research method, or contaminate 

the design and the results. However, there are many advantages such as the possibility to obtain data 

which can be generalised easier to the public and different situations (Malhotra & Birks, 2006). 

For this research, a quantitative approach was the most appropriate method as it allowed the authors 

to reach out to a larger pool of respondents by means of a questionnaire. The researchers also wanted to 

compare a number of different industries throughout Sweden which would have been more difficult with 

a qualitative approach. Another positive aspect was the possibility to easier compare and draw conclusions 

from the data. 
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3.1.4 Research Format 

Research is usually separated into exploratory, descriptive and causal research (Zikmund & Babin, 

2007). It is important to differentiate between these three as they have different advantages depending on 

the level of uncertainty involved in the research (Zikmund & Babin, 2007). 

Exploratory research focuses on subjects which are quite difficult to measure (Malhotra & Birks, 2006). 

This type of research is often conducted in the beginning stages of a phenomena and normally more 

research is needed after the conclusion of the first research (Zikmund & Babin, 2007). It is generally 

executed in the form of interviews (Nargundkar, 2008). A need for causal research is developed 

throughout exploratory research, as in a certain phase researchers need to understand cause and effect 

(Nargundkar, 2008). 

Descriptive research is mostly used when a specific concept needs to be described (Malhotra & Birks, 

2006). This type of research is rather structured and prepared in advance, for instance the hypotheses and 

research questions are formulated prior to the research (Malhotra & Birks, 2006). 

Causal research concerns testing hypotheses with different variables and checking if the results will 

differ in case these variables are altered (Nargundkar, 2008). The main difference between descriptive and 

causal research is that descriptive research only describes characteristics of a specific phenomenon rather 

than specific relationships between different variables (Malhotra & Birks, 2006). Causal research has the 

objective to determine whether one variable is affected by another variable (Zikmund & Babin, 2007). A 

causal research framework is perceived as rather complex and difficult to implement, and a researcher can 

never really be sure if there is a true causal relation between variables as many other ‘hidden’ variables 

could be influencing (Malhotra & Birks, 2006). Causal research is mainly conducted when researchers have 

a good understanding of the subject that is being investigated as then it is easier to make a good prediction 

of what the cause and effect relationship will be (Zikmund & Babin, 2007). The variables used in the 

causal research are divided into independent and dependent variables. The independent variables are the 

ones that are changed by the researcher and the dependent variables show the effect of these changes 

(Malhotra & Birks, 2006). This means that it is possible to see which of these variables can change 

something, for example certain behaviour or the way of thinking about something (Zikmund & Babin, 

2007). 

Causal research was the research format chosen for this thesis, as the aim of this research is to 

understand the relationship between different leadership styles and employee satisfaction regarding 

supervision. Since this subject already received a great deal of attention in the literature, this is the 

appropriate research method.  

 

 

3.2  Data Collection Method 

 

3.2.1 Questionnaire 

The data used in this thesis will be obtained through a web-based questionnaire. This particular 

questionnaire is structured, which indicates that the questionnaire is formal and direct, and that the 

questions are asked in a prearranged order (Malhotra & Birks, 2006). The questionnaire includes mainly 

closed questions, which mean they are fixed-response questions (Malhotra & Birks, 2006). This implies 

that the respondents had to choose from a predetermined response. The fixed-responses have a certain 

degree of limitation involved, as some respondents might have felt uncomfortable to respond to an 

already pre-set answer, which might lead to a loss of validity (Malhotra & Birks, 2006). Because of this, it 

was vital to ensure that the questions and responses throughout the questionnaire had little degree of bias 

involved and that the questions were properly tested. Since the characteristics were based on the 

theoretical framework, they have been tested before and proven to be valid characteristics (Malhotra & 

Birks, 2006).  
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3.2.2 Sampling method 

In this research, the main objective is to understand if humble and narcissistic leadership styles affect 

satisfaction levels regarding supervision and compare answers of employees of family businesses and non-

family businesses. As it is impossible to assess the entire population, a sample was defined. A sample can 

be described as a sub-group of the population (Malhotra & Birks, 2006). There are two main techniques 

for sampling in empirical research, i.e. probability and non-probability (Malhotra & Birks, 2006).  

Probability sampling is usually used to generalise to the population on a bigger scale, and therefore 

everyone in the population has an equal chance of being selected for the sample (Malhotra & Birks, 2006). 

However, for this thesis, a non-probability sampling was selected because the questionnaire was only 

meant for companies in the private sector and excluded respondents from the public sector. A non-

probability sampling means that the researchers decide what to include in the sample (Malhotra & Birks, 

2006). Non-probability sampling can be divided in a number of sub-approaches. The most appropriate 

approach for this thesis is convenience sampling, in which the sampling is left to the researchers to 

conduct (Malhotra & Birks, 2006). These samples are those that are seen as the most convenient ones for 

the researchers in order to attempt to answer the hypotheses. It would not have been applicable to use 

random sampling, as it was important to reach a number of companies in the private sector in a mixture 

of industries but in similar sizes and additionally reaching both family businesses and non-family 

businesses. Therefore, a large quantity of the population has been excluded from this study. However, as 

this study’s main objective is to understand if the different leadership styles affect supervision satisfaction 

levels and compare answers of employees of family businesses and non-family businesses, it is highly 

probable that this outcome can be generalised to other companies outside the sample as the research is 

conducted on an individual level.  

 

3.2.3 Selection of the sample  

The authors of this thesis contacted a number of different companies, both family and non-family 

companies, to take part in the survey. To guarantee the confidentiality of the research, the companies that 

participated will not be mentioned by name, but divided into specific industries and sizes. The companies 

were informed that the aim was to have 10-20 respondents from each company in order to receive a 

sufficient amount to generalise the results to other companies. The process of achieving a sufficient 

amount of companies to take part in the survey turned out to be a very challenging and long process, and 

especially the non-family companies showed reluctance to participate. After several contact moments 

through email most companies had to be phoned in order to convince them to participate.  

 

3.2.4 Data Collection Instrument 

The questionnaire was conducted after initial contact with a number of different companies in 

different industries in Sweden. The authors had received initial confirmation that these companies wanted 

to take part in the study. As the companies were spread out throughout Sweden, the authors opted for a 

web-based questionnaire where a web link was distributed to the employees of the companies. The 

instrument used for this questionnaire was Qualtrics, a software that is used to conduct empirical research 

online. According to Malhotra and Birks (2006), web-based questionnaires are becoming more and more 

common in the modern empirical research. They highlight that web-based questionnaires have a number 

of advantages, such as low or no cost, no intrusion by researchers and a quicker response rate which 

means that it is possible to obtain more results (Malhotra & Birks, 2006). However, web-based 

questionnaires have also several limitations, for example there is no real control over whether or not the 

respondents fill in their answers properly. Further, there is no actual control over who fills in the 

questionnaire and respondents might misuse the questionnaire (Malhotra & Birks, 2006). Nevertheless, in 

this research the advantages outweigh the disadvantages. 

 

3.2.5 Pre-Testing  



29 
 

To ensure that the questionnaire was suitable to test the hypotheses and clear and well-revised, the 

authors arranged a pilot study. The pilot study ensured that the questions were well formulated and 

additionally that there was little source of bias involved in the statements, which is a vital part of empirical 

research (Malhotra & Birks, 2006). According to Hunt, Sparkman and Wilcox (1982) pretesting is a very 

important step in the development of a questionnaire. A pilot study aims to assess how well a 

questionnaire works and whether it needs to be revised before the launch of the final version (Hunt et al. 

1982). For this thesis, feedback from the respondents meant that some questions and aspects of the 

research were altered to make the questionnaire clearer.  

 

 

3.3  Survey Design 

 

In order to test whether the leadership style of the direct supervisor influences employee satisfaction 

regarding supervision, two different scales where developed. The scales were measured by a number of 

statements concerning the respondent’s direct leader.  

 

3.3.1 Leadership Style Scale 

Leadership style is the independent variable of this research. Leadership style was split into a humble 

leadership style and a narcissistic leadership style. Since the concepts of humbleness and narcissism are 

complex it is not suitable to capture them by a single item. Because of this, a large number of questions 

were included to measure the two constructs. Using multiple items to measure a construct is advantageous 

as it allows more accurate evaluations of variables and simplifies analysis (Hair, Black, Babin, Anderson & 

Taham, 2006). Therefore, in the questionnaire, the respondents were asked how much they agreed with a 

number of statements about their direct supervisor. The direct leader was chosen, and not the CEO, since 

this allowed the respondents to give more accurate answers referring to their current situation. 

The scale was measured by statements that were adapted from a number of selected academic articles 

concerning narcissistic and humble leadership. These academic articles were used throughout this thesis as 

a base to the hypotheses and main research problem. The main motivation for selecting these particular 

articles is the clear and concise explanation of different characteristics of narcissistic and humble leaders 

and the reliability and validity of their research. The characteristics of humble leaders were based mainly 

on an article published by Vera and Rodriguez-Lopez (2004). These authors presented important 

characteristics of humble leaders in a widely recognised article. Based on interviews, the business press and 

respected business case studies they defined the characteristics of humble leaders. Also for narcissism, the 

most respected articles were used. As different authors use different definitions of narcissism in their 

studies, Rosenthal and Pittinsky (2006) have tried to collect most of the definitions to show the differing 

opinions and characteristics of the concept. This is why the authors of this thesis have decided to use this 

as the main article for the research concerning narcissistic leadership. 

To assure that both leadership styles receive the same attention in the questionnaire the authors 

selected the 12 most important characteristics of both styles. 

For the leadership style scale, the Likert scale was chosen as the most appropriate way of conducting 

the research. The Likert scale is widely used in questionnaires, and it requires the respondents to indicate 

to what degree they agree with a statement (Malhotra & Birks, 2006). A Likert scale is either 3-point or 5-

point (Johnson et al. 1982), but sometimes also a 7-point scale (Leroy, 2011). The scale includes responses 

that usually go from ‘strongly disagree’ to ‘strongly agree’ (Malhotra & Birks, 2006). For this study, the 

authors decided to include a 7-point Likert scale, as it allowed a more detailed view about the feelings of 

the respondents and the level of satisfaction with the leaders. The authors of this study also included a 

‘neutral’ point to each of the statements as the respondents might not know or are indeed neutral to some 

of the statements concerning the supervision of their direct leader. 
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3.3.2 Validation of Leadership Style Scale using Principle Components Analysis  

As previously explained, the concepts of humbleness and narcissism are complex and therefore cannot 

be captured by a single item. Because of this, a large number of questions were included and formed a 

scale to measure the two constructs. These types of scales are called summated or multi-item scales 

(Malhotra & Birks, 2006). Using a multi-item scale to measure a construct needs to be done in a 

statistically correct manner (Hair et al., 2006).  In this research, although the items used to measure the 

constructs were selected based on the literature and the judgement of the researchers, it was important to 

ensure that the items were measuring the correct concepts and were internally consistent. It could be that 

the respondents did not understand the meaning of a particular item and therefore answered incorrectly. 

In order to ensure that this analysis was done with the correct items, a factor analysis was applied. Factor 

analysis is a method used to analyse patterns of complex multivariate relationships between variables in 

order to group variables that are highly inter-related (Malhotra & Birks, 2006). Often it is used to reduce 

the amount of data, although that was not the goal of the factor analysis in this research as it was solely 

conducted to check the validity of the scales. There are two basic methods to conduct a factor analysis: 

principal components analysis (PCA) and common factor analysis (Malhotra & Birks, 2006). PCA is the 

most common method used to reduce the number of variables (Bryman & Cramer, 2001). In PCA, the 

total variance of the data is taken into account. PCA is appropriate when the primary aim of the 

researchers is to determine the minimum number of factors that will explain the maximum variance in the 

data (Malhotra & Birks, 2006). Also, it shows how a summated scale can best reflect a particular concept 

(Bryman & Cramer, 2001). In a common factor analysis, the common variance is used to estimate the 

factors. This method is recommended when the researchers’ objective is to identify the underlying 

dimensions (Malhotra & Birks, 2006). Therefore, in this research PCA was conducted before applying the 

multiple regression analysis as this allowed the researchers to determine if the items measuring 

humbleness and narcissism formed empirically separate dimensions and whether the scales were highly 

reliable and valid. 

 

3.3.3 Employee Satisfaction Regarding Supervision Scale  

Satisfaction regarding supervision is the dependent variable of this research. In order to measure this 

variable, a satisfaction scale was needed.  

A number of different research tools have been used to measure satisfaction in organisations. Some of 

these include the Job Descriptive Index (JDI), the Job in General Scale (JIG), the Andrew and Withey Job 

Satisfaction Questionnaire and the Job Satisfaction Survey (JSS) (van Saane, Sluiter, Verbeek & Frings-

Dresen, 2003). The JDI is the most widely used scale and measures satisfaction in five facets (Yeager, 

1981). JIG is part of the JDI scale, as it measures the facet general satisfaction with work (van Saane et al., 

2003). The Andrew and Withey Job Satisfaction Questionnaire and the JSS instrument measure the same 

facets however with different statements (van Saane et al., 2003).  

In this thesis, the Job Descriptive Index (JDI) was used to measure satisfaction. The five facets of the 

JDI are satisfaction with work, supervision, pay, co-workers and opportunity of promotion, and are 

measured through 72 items (Yeager, 1981). The items are short words or sometimes phrases (Kinicki, 

McKee-Ryan, Schriesheim & Carson, 2002). Respondents have to answer ‘Yes’, ‘No’ or ‘Do Not Know’ 

to each of these statements depending on how the respondents feel that the statements corresponds to 

their current job (Johnson, Smith & Tucker, 1982). This 3-point scale is the original format used for JDI 

(Casimer & Keith Ng, 2010). The main advantages of using JDI to measure satisfaction is that it is 

relatively quick to answer (Schroffel, 1999), and that it can be applied to a number of different 

demographic groups (Yeager, 1981). 

For this thesis only the facet of supervision was used, as the authors wanted to measure if satisfaction 

is influenced by the leadership style of their supervisor The thesis does not include other satisfaction 

aspects such as pay or colleagues, but only concerns the quality of supervision done by the leader and how 

this affects the overall satisfaction in the job for the employee (Dalal et al., 2011).  
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The JDI scale that measures the level of satisfaction with supervision was transformed by the 

researchers to make the scale more suitable for analysis (Malhotra & Birks, 2006). This was done because 

in the pilot study some of the participants suggested that it would be better to adapt the original scale to a 

Likert scale as the original scale was confusing. Also, the Likert scale allows the researchers a more 

detailed view concerning the degree of satisfaction. The original responses in the original JDI have 

recently been adopted by a number of scholars to a Likert scale, as the Likert scale is deemed to have 

higher reliability and validity (Johnson, Smith & Tucker, 1982). 

Another change the authors made in the JDI scale was the removal of one of the items that was 

originally in the supervision facet. The variable ‘my supervisor is bad’ was removed after feedback from 

the test group. The main comment included that this statement is too ambiguous and too broad.  

 

3.3.4 Family Businesses Context 

The questionnaire identified whether the respondent works in a family business that complies with the 

definition of family business utilised in this research namely: ‘Controlling ownership is rested in the hands of an 

individual or the members of a single family’ (Barnes & Hershon, 1976, pp. 106). 

 In this research, family business is a contextual independent variable that will be tested for a 

moderation effect. A moderator influences the direction or strength of the relationship between two other 

variables (Baron & Kenny, 1986). In this research this is the relation between a humble leadership style 

and satisfaction regarding supervision, and the relation between a narcissistic leadership style and 

satisfaction regarding supervision. According to Baron and Kenny (1986), a moderator is often confused 

with a mediator. These scholars define a mediator as a variable that interferes in the relation of a 

dependent and independent variable. Therefore, the mediator may explain why two variables are related.   

 

3.3.5 Demographic Variables 

In order to enhance the quality of the analysis, the respondents were asked in the questionnaire to 

include some personal information about themselves, such as gender, age and how many years they have 

been working for the company. This type of information is often seen as sensitive, and some might feel 

uncomfortable about sharing this type of information (Malhotra & Birks, 2006). Therefore, the authors 

followed the advice of Malhotra and Birks (2006), who encourage putting this type of sensitive questions 

at the end of the questionnaire, as trust has already been built up throughout the questionnaire. Details 

about the respondents are given in chapter 4. 

 

  

3.4 Data Analysis 

 

3.4.1 Multiple Regression  

The objective of multiple regression is to develop a mathematical relationship between two or more 

independent variables and a dependent variable in order to predict the dependent variable (Malhotra & 

Birks, 2006). In this research, the objective is to show the relationship between leadership styles and 

satisfaction regarding supervision and to understand whether the context of the family business influences 

this relationship. Therefore, humble leadership style, narcissistic leadership style and family business are 

the independent variables and employee satisfaction regarding supervision is the dependent variable. 

Further, demographics were used as control variables to understand how much of the relationships are 

truly influenced by the independent variables. Demographics are also independent variables. Hence, three 

sets of independent variables were used in this research to predict employee satisfaction regarding 

supervision: leadership style, family business and demographics. 

In order to predict the level of employee satisfaction regarding supervision, a hierarchical multiple 

regression was conducted. This method was chosen since the researchers were concerned that variables 

such as demographics influence the level of satisfaction regarding supervision. The literature supports the 
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authors’ belief that age and gender play a role in employee satisfaction (e.g. Clark et al., 1996). Therefore, 

to ensure that not the entire association between leadership style and satisfaction regarding supervision is 

explained by demographics, the following demographic variables were used as control variables: 

employee’s age, direct supervisor’s age, gender employee, gender direct supervisor, years in the company 

employee, years in the company direct supervisor, company’s size, company’s industry. Hierarchical 

multiple regression allowed the researchers to specify a fixed order of entry of the variables and by testing 

demographic variables first, the researchers ensured that any variation caused by demographics was 

considered in the model.   

After including the data that needed to be controlled for, i.e. the demographic variables, the variables 

that this research is truly interested in were added in the second block of the hierarchical multiple 

regression: humble and narcissistic leadership styles. Any additional effect on satisfaction was now 

independent of the control variables.  

Finally, in the third block of the hierarchical multiple regression, the researchers included the 

moderator variable of this research: family business. By adding this in the third stage the researchers tested 

whether the relationship between leadership style and satisfaction regarding supervision is influenced by 

the fact that an employee works for a family business or not. 

 

Use of dummy variables 

The demographic variables of age, years in the company, size and industry are captured by means of 

specified groups. In order to treat these data as metric in the hierarchical multiple regression, dummy 

variables were created. The researchers also included the respondent’s gender recoded as a dummy 

variable. The original gender variable applies other value codes (women = 2 and men = 1) and by using 

the dummy instead it is easier to interpret the data while the value and interpretation of the constant term 

are not affected.  Also, family business was treated as a dummy variable to facilitate data interpretation.  

 

3.4.2 Multicollinearity  

Multicollinearity occurs when intercorrelations among the predictors of the dependent variable are very 

high (Malhotra & Birks, 2006). A multiple regression analysis can be influenced by multicollinearity and 

this can result in several problems. For example, the partial regression coefficients may not be estimated 

precisely. Also, it becomes problematic to evaluate the relative importance of the independent variables in 

explaining the variation in the dependent variable (Malhotra & Birks, 2006).  In case multicollinearity takes 

place, researchers might take out some or transform independent variables into new sets of predictors 

(Pallant, 2007). In this research, the data were tested for multicollinearity. 

 

3.4.3 Reliability 

According to Malhotra and Birks (2006, p. 313), reliability is ‘the extent to which a measurement 

reproduces consistent results if the process of measurement were to be repeated’. In case of quantitative 

research it is important to have a high reliability in order to assure that the test can be repeated. This is 

because influencing factors, like emotions and stress levels, could influence the answers of respondents 

and therefore they might answer differently in a repetition (Malhotra & Birks, 2006). To measure 

reliability, there are several techniques such as the test–re-test, alternative forms, and internal consistency 

methods (Malhotra & Birks, 2006).  

In this thesis, the test-re-test could not be performed as this required asking the same respondents to 

fill in the questionnaire again at a different time in equivalent conditions (Malhotra & Birks, 2006). Since 

the questionnaires were spread via the managers of the companies and filled in anonymously, it was not 

possible to identify who filled in the questionnaire.  

The same problem was encountered in the alternative forms reliability, in which the same respondents 

need to be asked to fill in a comparable but not identical form of the questionnaire (Malhotra & Birks, 

2006). Therefore, reliability in terms of repetition could not be checked.  



33 
 

On the other hand, internal consistency reliability could be measured. This was very important in order 

to assess the reliability of the two scales that were used to measure leadership style and satisfaction 

regarding supervision. According to Malhotra and Birks (2006) the items of the scale that are measuring 

the same concept need to be internally consistent. Therefore, in this thesis the internal consistency 

reliability was measured with the Cronbach’s alpha.  

 

3.4.4 Validity 

‘Validity is concerned with whether the findings are really about what they appear to be about’ 

(Saunders, Lewis, Thornhill, 2009, p. 157). In other words, validity is important to understand if the 

research is measuring what it is supposed to measure. Malhotra and Birks (2006) explain that there are two 

types of validity, namely internal and external validity. Internal validity tests whether the adaptation of the 

independent variables is actually causing the effect on the dependent variable. External validity determines 

whether the cause-and-effect relationships of the independent and dependent variables can be generalised. 

There are several ways to assess validity such as content validity, criterion validity and construct validity 

(Malhotra & Birks, 2006). 

Content validity is a rather subjective way to measure how well the content represents the 

measurement and if it covers everything that needs to be measured (Malhotra & Birks, 2006). In this case 

the researchers had to examine whether the scale items covered the complete construct adequately and did 

not omit important factors (Malhotra & Birks, 2006). In this research, a content validity test was 

conducted by basing scales on previous research, a pilot-study and common-sense interpretations. 

Criterion validity, a more formal evaluation, shows if a scale acts consistently with other selected 

variables (Malhotra & Birks, 2006). In this research criterion validity could not be assessed, as respondents 

of the survey did not feel comfortable to give an overall grade of satisfaction with their supervisor. 

Further, the understanding of the concepts of humility and narcissism are too low to allow the researchers 

to validate with a separate question whether the statements were consistent. Hence, there was no direct 

question asking if the respondents perceived their supervisor as either humble or narcissistic. 

Construct validity evaluates what characteristics the particular scales are measuring by using theoretical 

questions about the scale (Malhotra & Birks, 2006). In this case, construct validity is good as both scales 

were based on underlying theory. Especially, the JDI scale represents high construct validity as it is a 

widely used and tested scale (Van Saane et al., 2003). 

To assure validity of the research a pilot study was done to make sure all concepts were understood. In 

order to comprehend if all concepts were understood correctly, a factor analysis was conducted which 

increased the overall validity of the research. Lastly, to avoid ambiguity and to make the questionnaire 

more convenient to answer for our respondents, the questionnaire was translated from English into 

Swedish. Since one of the researchers is Swedish, the quality of the Swedish language in the questionnaire 

was assured. 
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4. Results 
 

 

4.1  Descriptive Statistics 

 

Before the authors started the analysis, descriptive statistics were reviewed. Table three describes the 

characteristics of the respondents and their companies. The response rate of this research was relatively 

low, i.e. around 20%. Of the 89 companies that were contacted, only 19 participated in the questionnaire. 

In total, 216 questionnaires were started of which 152 were completed. Hence, around 30% of the 

questionnaires were not finished. The majority of the respondent were male (63,8%) and the most 

represented age group was 30-50 years (57,2%). Of the direct supervisors evaluated only 10,5% was 

female. Of the companies for which the employees work, 67,8% were a family-businesses, and 

construction was the most represented industry (45,4%). Further, the majority of the companies had more 

than 150 employees (41,4%). 

 

Table 2: Descriptive Statistics 
 

N = 152 Frequency Percentage 

Respondents:   
Gender   
Male 97 63,8% 
Female 55 36,2% 
Age   
< 30 years 28 18,4% 
30-50 years 87 57,2% 
> 50 years 37 24,3% 
Family Member*   
Family Member 4 3,9% 
Non-Family Member 99 96,1% 
   
Direct Supervisors:   
Gender   
Male 136 89,5% 
Female 16 10,5% 
Age   
< 30 years 4 2,6% 
30-50 years 80 52,6% 
> 50 years 68 44,7% 
Family Member*   
Family Member 37 35,9% 
Non-Family Member 66 64,1% 
   
Companies:   
Family Business   
Yes 103 67,8% 
No 49 32,2% 
Industry   
Manufacturing 39 25,7% 
Construction 69 45,4% 
Services 26 17,1% 
Food 18 11,8% 
Size   
< 50 employees 31 20,4% 
50-150 employees 58 38,2% 
> 150 employees 63 41,4% 

*Working for family business company 
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4.2  Factor Analysis 
 

4.2.1 Principle Component Analysis 

As previously mentioned, the items that were included in the humble and narcissism scales were 

selected based on the literature and the judgement of the researchers. In order to ensure that this research 

used the correct items, the 24 items scale measuring humble and narcissistic characteristics was subjected 

to a principle component analysis (PCA). Prior to performing a PCA, the correlation matrix of the 

variables was analysed (See Appendix B-1). The correlation matrix exposed a high number of correlations 

higher than 0.3 which is required for the PCA (Malhotra & Birks, 2006). Additionally, the data were 

assessed on adequacy by measuring the Kaiser-Meyer-Olkin (KMO) value. The KMO is an index used to 

examine the appropriateness of factor analysis (Malhotra & Birks, 2006). The KMO value detected was 

0,902 which is very high and exceeds the recommended value of 0.6 indicating that factor analysis is 

adequate. Finally, Bartlett’s test of sphericity showed statistical significance as its associated probability was 

less than 0.05, namely 0.00, which is required for the PCA (Malhotra & Birks, 2006).  

The next step was to determine the method of rotation. PCA rotates the factor scores in order to 

provide the simplest structure (Hair et al., 2006). The researchers selected the orthogonal rotation 

(varimax) as Hair et al. (2006) recommend this when the objective of the factor analysis is to simplify the 

interpretation of results. The varimax procedure minimises the number of variables with high loadings on 

a factor and thus improves the interpretability of the factors (Malhotra & Birks, 2006). 

Subsequently, the researchers had to decide on the number of factors that needed to be included in the 

factor solution. The most common method is to use the Kaiser’s standard, which states that all factors 

with an eigenvalue higher than 1 should be included (Hair et al., 2006). The eigenvalue is the amount of 

variance explained per factor and in a PCA every item contributes one eigenvalue to the total number of 

eigenvalues (Hair et al., 2006).  Additionally, a scree test can be used to decide on the number of factors. A 

scree plot shows visually what the most important eigenvalues are (Malhotra & Birks, 2006). In this 

research, the authors used both tests to decide on the number of factors. 

The initial analysis disclosed that there were four components whose eigenvalue exceeded 1.0 (See 

Appendix B-2). The four factors explained 31,1%, 19,1%, 6,0%, and 5,2% of variance. These numbers 

suggest that there should be four components retained for rotation. Nevertheless, when using the criteria 

of eigenvalues it is possible that too many factors are retained (Pallant, 2007). Therefore, the scree plot 

was analysed (See Appendix B-3). The scree plot illustrates the point where the direction is changed, in 

this case at two, and all the points above this point should be retained. Therefore, based on the scree plot 

the authors decided to take out components three and four. This decision can be supported by the rotated 

component matrix.  Table 3 shows that the fourth component is only formed by the item ‘frugal’. Since 

this is a factor on its own it is highly probable that it was wrongly interpreted by the respondents.  Further, 

most factors of component three are higher represented by component one and two. Because of this, the 

researchers decided to take out the item ‘frugal’ and run the analysis again with two components.  

The second analysis (table 4) shows an overall consistency with the literature on humble and 

narcissistic leadership except for five variables. Three items, ‘a poor listener’, ‘act superior to others’, and 

‘rely principally on relied standards, not on charisma to motivate’, are placed in the opposite components, 

as the researchers consider component 1 to be the humble leadership style and component 2 to be the 

narcissistic leadership style. However, since they are negatively correlated with the rest of the items, this 

only shows that these items move in the opposite direction than the rest of the items in the component, 

hence there is no problem to leave these items in the original scales. Therefore, the researchers decided to 

leave these variables in, as these components were clearly described by the literature to belong to the 

groups they were put in before, that is ‘a poor listener’ and ‘act superior to others’ belong to narcissism 

and ‘rely principally on relied standards, not on charisma to motivate’ belongs to humbleness. The two 

other items, namely ‘inspire all employees with ease’ and ‘develop others’, cannot be clearly allocated to 

one component. This indicates that these cannot be perceived as specifically humble or narcissistic 
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characteristics. Because of this, the researchers decided to take out these two items for the rest of the 

analysis. 

To conclude, the PCA showed that the items were in general consistent with the literature.  Three out 

of 24 factors were taken out from the analysis as they were considered too ambiguous, i.e. ‘frugal’, ‘inspire 

all employees with ease’ and ‘develop others’. 

 

Table 3: First PCA Analysis         Table 4: Second PCA Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4.2.2 Reliability 

The new scales were tested on reliability. The Cronbach’s alpha of the narcissism scale was 0,732 and 

the Cronbach’s alpha of the humble scale was 0,856. Hence, both are higher than 0,70 which is considered 

the acceptable level for this type of research (Malhotra & Birks, 2006). Also, the satisfaction regarding 

supervision scale was analysed on reliability. This scale had a Cronbach’s alpha of 0,864. 

 

Hence, the PCA verified the final scales for the independent variables of this research. All scales of this 

research were tested positively for reliability. The next step of the analysis was to conduct a hierarchical 

multiple regression. 
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4.3  Hierarchical Multiple Regression Analysis 

 

A hierarchical multiple regression was conducted in order to test the hypotheses of this research. The 

main objectives of the hierarchical multiple regression were to understand relationship between the 

dependent variables and the independent variable and to understand whether family businesses played a 

moderator role in the relationships.  

 

Table 5: Models predicting the dependent variable ‘employee satisfaction regarding supervision’  
 

Variable MODEL 1 MODEL 2 MODEL 3 MODEL 4 MODEL 5 MODEL 6 MODEL 7 

 B-Value B-Value B-Value B-Value B-Value B-Value B-Value 

 Control 

Variables 

Control 

Variables 

Control 

Variables 

Control 

Variables 

Control 

Variables 

Control 

Variables 
Control 

Variables 
Age Supervisor 1 0,147 -0,217 0,094 0,150 -0,234 -0,195 0,042 

Age Supervisor 3 -0,018 -0,074 -0,007 -0,020 -0,070 -0,049 -0,015 

Gender Supervisor 2 -0,069 -0,015 -0,076 -0,067 -0,018 0,002 -0,031 

Years Supervisor 1 -0,377 -0,275+ -0,323 -0,372 -0,256 -0,270+ -0,285 

Years Supervisor 2 -0,524* -0,227 -0,497* -0,521* -0,219 -0,260+ -0,462* 

Years Supervisor 3 -0,377 -0,141 -0,312 -0,362 -0,119 -0,050 -0,317 

Age Employee 1 -0,059 -0,294+ -0,007 -0,052 -0,273 -0,245 0,050 

Age Employee 3 0,142 0,034 0,150 0,143 0,038 0,030 0,161 

Gender Employee 2 -0,089 0,092 -0,118 -0,094 0,080 0,073 -0,188 

Years Employee 1 0,363+ 0,213 0,346 0,367+ 0,208 0,227 0,352 

Years Employee 2 -0,210 0,059 -0,176 -0,203 0,069 0,090 -0,204 

Years Employee 3 -0,140 -0,071 -0,079 -0,132 -0,050 -0,035 0,014 

Size 1 -0,377+ -0,046 -0,379+ -0,386+ -0,049 -0,086 -0,299 

Size 2 0,107 -0,046 0,020 0,113 -0,076 -0,030 0,037 

Industry 1 0,236 0,197 0,271 0,254 0,210 0,271+ 0,221 

Industry 3 -0,257 0,128 -0,204 -0,224 0,144 0,278 -0,298 

Industry 4 -0,139 0,140 -0,012 -0,141 0,184 0,127 0,056 

  Direct 

Effects 

Direct 

Effects 

Direct 

Effects 

Direct 

Effects 

Direct 

Effects 
Direct 

Effects 
Humble Leadership Style  0,685*   0,680* 0,773*¹  

Narcissistic Leadership Style   -0,154  -0,056  -0,161+¹ 

Family Business    -0,043  -0,087¹ 0,011¹ 

      Interaction Interaction 
Family Business x Humble*       0,085¹  

Family Business x Narcissism*       0,174*¹ 

R SQUARE 0,177 0,643 0,193 0,177 0,645* 0,651 0,218 

ADJUSTED R SQUARE 0,073 0,595 0,084 0,066 0,594 0,598 0,098 

F-VALUE 1,695+ 13,331* 1,765* 1,591+ 12,647* 12,226* 1,823* 

¹*P<0.05  ²+P<0.1 ¹Centered variable 

Explanation dummy variables (ʳreference category): 

Age Supervisor/Employee – 1 if <30 years, 2 if 30-50 yearsʳ, 3 if >50 years 

Years Supervisor/Employee (years in the company) – 1 if 0- 3 years, 2 if 4-8 years, 3 if 9-12 years, 4 if > 12 yearsʳ 

Gender Supervisor/Employee – 0 if maleʳ, 1 if female 

Size – 1 if < 50 employees, 2 if 50-150 employees, 3 if > 150 employeesʳ 

Industry – 1 if manufacturing, 2 if constructionʳ, 3 if services, 4 if food 

Family Business – o if non-family business, 1 if family businessʳ 

 

4.3.1 Clarification of the Model 

Models 

In model 1, only the control variables were included in the model. This was done to ensure that not 

the entire association between leadership style and satisfaction was explained by demographics. The 

following demographic variables were used as control variables: age employee, age direct supervisor, 

gender employee, gender direct supervisor, years in the company employee, years in the company direct 
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supervisor, company’s size, and company’s industry. In model 2, a humble leadership style was included as 

a predictor variable in the second block of analysis. In model 3, a narcissistic leadership style was the 

predictor variable in the second block of analysis. The researchers decided to use separate models to 

understand the relationship between both leadership styles and satisfaction regarding supervision. In 

model 4, family business was the only predictor variable. In model 5, both a humble and a narcissistic 

leadership style were included as predictor variables. In model 6 and 7 the interaction effect of family 

business was investigated in a third block of multiple regression.  

 

Beta Value 

The beta value indicates how much each predictor influences the dependent variable.  

 

R Square 

R Square shows how much of the variance in employee satisfaction regarding supervision is explained 

by the model.  

 

Adjusted R square 

Since R Square tends to over-estimate the quality of the prediction when applied to real-life situations 

(Malhotra & Birks, 2006), the adjusted R square was included in the table. The adjusted R square takes 

into account the number of variables in the model and the number of respondents.  

 

F-value 

The F-value indicates whether the model as a whole is statistically significant.  

 

Significance 

It is common to measure the significance of individual items and the model as a whole with a 95% 

significance level. However, in this model the researchers showed a 95% and a 90% significance level as 

they found interesting findings just below the 95% significance level. Therefore, the model shows p=0,05 

p=0,10. 

 

4.3.2 Multicollinearity 

To check whether multicollinearity was influencing the multiple regression, the tolerance and VIF 

values in all coefficient inputs were checked. Pallant (2007) describes that tolerance values indicate how 

much of the variability in the independent variables is not explained by other independent variables of the 

same model. She explains that tolerance levels below 0.10 show that multiple correlation with other 

variables is high and therefore multicollinearity problems might occur. Additionally, VIF values, which are 

the inverse of the tolerance values, indicate that multicollinearity might occur when the value is more than 

10.  

In the first five models, no problems concerning multicollinearity were encountered. However, when 

the researchers tested the family business context as a moderator variable, high levels of multicollinearity 

were identified. Considering the way in which a moderator is calculated and used in the interaction block, 

this is not an unexpected problem (Malhotra & Birks, 2006). That is, the interaction effect is calculated by 

multiplying the leadership style variable with the family business variable.   

In order to be able to test the interaction effect without having the problems of multicollinearity, the 

predictor variables in model 6 and 7 were centred. In other words, for every respondent the average of 

humble leadership was deducted from the overall mean of the humble leadership style. The same was 

done to centre the narcissistic leadership style. Also the family business was deducted from the overall 

mean. Then, the centred leadership styles were multiplied by the centred family business variable and 

included as interaction variable in the third block of the hierarchical multiple regression.  
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4.3.3 Hypotheses 

From table 5 several conclusions regarding the hypotheses can be derived. 
 

Hypothesis 1: A humble leadership style enhances employee satisfaction regarding supervision 

There is a significant positive relationship between a humble leadership style and satisfaction regarding 

supervision (see model 2). Hence, this hypothesis is confirmed. 

 

Hypothesis 2: A narcissistic leadership style reduces employee satisfaction regarding supervision 

There is no significant relationship between a narcissistic leadership style and satisfaction regarding 

supervision (see model 3). Only when a narcissistic leadership style is tested with family business as a 

moderator, there is a significant negative relationship (see model 7). 

Hence, the relationship between a narcissistic leadership style and satisfaction regarding supervision 

cannot be statistically confirmed, however there are indications that a narcissistic leadership style 

influences employees’ satisfaction regarding supervision negatively. This is shown by the level of 

significance, which was p=0,108, implying that in 89,2% of the cases, narcissistic leadership style 

influences satisfaction negatively. Hence, this is just below the 90% confidence level. 

 

Hypothesis 3: The relationship between a humble leadership style and satisfaction regarding supervision is negatively 

influenced if the employee works for a family business. 

In model 6, the researchers tested whether ‘family business’ is a moderator between a humble 

leadership style and satisfaction regarding supervision. In other words, whether working for a family 

business influences the nature and/or strength of the relationship between a humble leadership style and 

satisfaction regarding supervision. From table 5, one can derive that the interaction effect was not 

significant. Therefore, the hypothesis is rejected. There is no significant proof that the family business 

context influences the strength or nature of the relationship between a humble leadership style and 

satisfaction regarding supervision. 

 

Hypothesis 4: The relationship between a narcissistic leadership style and satisfaction regarding supervision is positively 

influenced if the employee works for a family business. 

In model 7, the researchers tested whether ‘family business’ is a moderator between a narcissistic 

leadership style and satisfaction regarding supervision. In other words, whether working for a family 

business influences the nature and/or strength of the relationship between a narcissistic leadership style 

and satisfaction regarding supervision. From table 5, one can derive that the interaction effect was 

significant. The hypothesis that the relationship between a narcissistic leadership style and satisfaction 

regarding supervision is positively influenced when the employee works for a family business is supported. 

The interaction effect is illustrated in figure 3. The authors decided to show a zoom in of 7-point scale in 

order to show the effect clearer. 
 

Figure 3: Interaction Effect 
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Hypothesis 5: Leaders in family businesses show a lower level of humble characteristics than leaders in non-family businesses  

An independent samples t-test was conducted to compare the level of humbleness of supervisors in 

family businesses and in non-family businesses (see Appendix C). There is no significant difference in the 

scores for family business (M=4,91, SD=0,98) and non-family businesses (M=4,77, SD=1,02), 

t(150)=0,79, p=0,43, α=0,05. Hence, hypothesis 5 is rejected. 

 

Hypothesis 6: Leaders in family businesses show a higher level of narcissistic characteristics than leaders in non-family 

businesses 

Another independent samples t-test was conducted to compare the level of narcissism of supervisors 

in family businesses and in non-family businesses (see Appendix C). There is no significant difference in 

the scores for family business (M=4,18, SD=0,79) and non-family businesses (M=4,39, SD=0,83), 

t(150)=-1,50, p=0,14, α=0,05. Hence, this independent samples t-test fails to reveal a significant difference 

between the level of narcissism of leaders in family businesses and leaders in non-family businesses. 

Hypothesis 6 is rejected. 

 

4.3.4 Final Model 

As a result of the hypothesis testing in the previous section, figure 3 shows the final model of this 

research.   

Figure 4: Prediction Model ‘employee satisfaction regarding supervision’ 

 
                      *P<0.05  
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5. Conclusion  
 
 
The purpose of this research was to find out what the relationships are between humble and 

narcissistic leadership styles and employee satisfaction regarding supervision. Furthermore, the objective 

was to assess if the family business context influences these relationships.  

In the literature, there is no general agreement concerning how these two leadership styles impact 

employee satisfaction. Specifically, in the family business literature there has been little research done 

regarding the impacts of leadership styles on employees. This master thesis revealed some interesting 

insights into the impacts of humble and narcissistic leadership styles on employees’ satisfaction and how 

the family business context influences these relationships. 

 

5.1 Relationship Leadership Styles and Satisfaction 
 

5.1.1 Theoretical Implications 

Amongst academic scholars, there are different views concerning whether a humble leadership style 

influences the level of satisfaction of employees. Some believe that a humble leader develops the 

employees and makes everyone feel involved in the business, which brings forth satisfaction (e.g. Vera & 

Rodriguez-Lopez, 2004; Collins, 2001). Other researchers believe that humility influences employees’ 

satisfaction negatively, as humble leaders might be perceived as uninspiring and not dominant enough to 

push through tough decisions (e.g. Exline & Geyer, 2004; Maccoby, 2004). The analysis of this research 

indicates a clear significant positive relationship between a humble leadership style and employee 

satisfaction regarding supervision. This shows that the positive aspects of a humble leader play a more 

significant role in influencing satisfaction than the negative aspects of a humble leader.  

Similarly, literature shows different views concerning a narcissistic leadership style and its effect on 

employee satisfaction. Some scholars argue that a narcissistic leader increases job satisfaction as employees 

feel that these leaders are charismatic and capable of getting through turbulent times (e.g. Maccoby, 2004; 

Kets de Vries & Engellau, 2010). However, other researchers consider that narcissistic leaders affect job 

satisfaction of employees negatively as this type of leaders can be perceived as arrogant and lacking 

empathy (e.g. Rosenthal & Pittinsky, 2006). The findings of this research could not significantly prove a 

relationship between narcissistic leadership and satisfaction. Despite this inconclusive result, it seems that 

there is a tendency that a narcissistic leader influences employee satisfaction negatively as in 89,2% of the 

cases, satisfaction was negatively affected by a narcissistic leadership style. Hence, the p-value was just 

below the 90% confidence level.  

To conclude, this research showed that a humble leadership style enhances employees’ satisfaction and 

that a narcissistic leadership style tends to reduce employees’ satisfaction.  

 

5.1.2 Practical Implications 

It is important for leaders to understand what type of leadership style they have and specifically 

whether their leadership style tends to be more towards a humble or a narcissistic style. Leaders should be 

aware that their style has a significant impact on the overall employee satisfaction which in turn could 

influence the productivity of employees (Ostroff, 1992). The authors identified that humble characteristics 

enhance employees’ satisfaction, while narcissistic characteristics tend to reduce employees’ satisfaction. 

For this reason, leaders should focus on developing humble characteristics and decreasing the negative 

narcissistic characteristics.  

In order to understand their leadership style, leaders should be encouraged to evaluate this by an 

independent party or by their employees. Some leaders might be more hesitant to have their leadership 

style evaluated, depending on a number of factors such as the current relationship with employees. 

However, the authors believe that it is important to understand one’s leadership style in order to build up 
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satisfaction levels which could positively influence the overall productivity of the employees (Ostroff, 

1992). Once leaders understand their style, it could facilitate the communication with employees.  

As every employee is different, the authors believe that open communication is the key to 

understanding one another and to build a relationship. Companies could implement different evaluation 

tools in which it is essential to give the employees the opportunity to give direct feedback on the specific 

aspects of what they do and do not appreciate of their leader’s leadership style.  

In case a leader turns out to have a narcissistic leadership style this could lead to some resistance, 

therefore in this situation the authors recommend to have a third person during the evaluations who can 

have a more objective point of view and guide the leader and employees appropriately. 

Finally, it is important to keep in mind that there is no ‘success formula’ for leadership as the success 

of a leadership style highly depends on the context and the individual followers (Chatman & Kennedy, 

2010). However, adapting leaders’ characteristics in order to increase employees’ satisfaction is vital to 

guarantee a flourishing organisation. 

 

 

5.2 The Influencing Role of the Family Business Context 
 

5.2.1 Theoretical Implications 

Since little research has been conducted in the field of family business leadership there is no clear 

indication that employees in family businesses prefer a specific leadership style. Nevertheless, some 

authors believe that family businesses are characterised by more shared values and open communication 

by the leaders, which leads to a more cohesive work environment and sense of identification, indicating a 

more humble leadership style (e.g. Vallejo, 2007; Le Breton-Miller and Miller, 2009). On the other hand, 

other scholars state that overconfidence and strong managerial control are more needed in family 

businesses. This is due to that it might be more difficult to convince all followers of a specific change as 

traditionality plays in general a bigger role in a family business context (e.g. Bernhard & O’Driscoll, 2011; 

Mobley et al., 1979). Therefore, these scholars believe that a family business might sometimes need a more 

narcissistic leader in order to convince employees of decisions that need to be taken.  

Because of this, the authors hypothesised that the family business context influences the relationship 

between the leadership style and satisfaction and tested for a moderation effect. The results show that the 

family business context plays a moderating effect between a narcissistic leadership style and employee 

satisfaction regarding supervision. This relationship is positively influenced when the employee works for 

a family business. In other words, the negative effect a narcissistic leadership style has on employee 

satisfaction, turns into a slightly positive effect when the employee works in a family business.  

Regarding humble leadership, the results showed that the family business context does not play a 

significant moderator role between a humble leadership style and satisfaction regarding supervision. 

Hence, the relationship between a humble leadership style and satisfaction is not affected by the family 

business context. 

Another aspect that the authors wanted to investigate was whether leaders in family businesses showed 

more humble or narcissistic characteristics in comparison to non-family business leaders. Both of these 

hypotheses were rejected as there was no significant difference between the means of humble and 

narcissistic leadership in family businesses and non-family businesses. In other words, there is no proof 

that family businesses have a higher number of humble or narcissistic leaders compared to non-family 

businesses. 

 

5.2.2 Practical Implications 

The empirical findings concerning the impact of the family business context have several practical 

implications for managers in family businesses. First of all, since narcissism has a slightly positive influence 

on employee satisfaction in family businesses, this leadership could be used more often in specific 
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situations where a more directive leadership is required. This could be especially in times of crisis as 

Maccoby (2004) already discovered about businesses in general. 

Secondly, it might be valuable for humble leaders in a family business to develop some of the more 

positive narcissistic characteristics, such as showing passion more clearly and displaying a more 

competitive attitude. However, the positive humble characteristics should not disappear; instead there 

should be a better balance between positive humble and positive narcissistic characteristics. 

 

Overall Conclusion 

As an overall conclusion, this research showed that a humble leadership style influences employees’ 

satisfaction regarding supervision positively, while a narcissistic leadership style tends to reduce 

employees’ satisfaction regarding supervision. However, the family business context influences the 

relationship because when the leader is narcissistic as it turns the negative effect it has on employee 

satisfaction into a slightly positive effect.  
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6. Discussion 
 

 

During this research, the authors identified several other interesting facts that are worth discussing. 

Therefore, this chapter is dedicated to give insights into these other findings. 

Firstly, the researchers discovered that a substantial amount of the supervisors in question possess 

equal levels of humble and narcissistic characteristics, and that few are purely humble or narcissistic. This 

is in line with some of the literature addressed in the frame of reference (e.g. Morris et al., 2005). As a 

result, the researchers decided to analyse humble and narcissistic leadership scales separately in order not 

to lose variance.  

Secondly, through the factor analysis the researchers discovered that some of the characteristics of the 

humble and narcissistic leadership style as described in the literature might be slightly ambiguous or not 

belong evidently to one group. The characteristic ‘inspire all employees with ease’ is mentioned by several 

authors as a clear characteristic of a narcissistic leader (e.g. Rosenthal & Pittinsky, 2006; Maccoby, 2005). 

However, the factor analysis showed that one cannot clearly categorise this characteristic in a specific 

leadership style. Further, the characteristic ‘develop others’ seems to be ambiguous. Although this 

characteristic is clearly described as a humble characteristic (Vera & Rodriguez-Lopez, 2004) the factor 

analysis gives no clear conclusion to which group it belongs to. This might imply that a narcissistic leader 

is more capable of developing one’s employees than scholars have discovered till now. 

Furthermore, regarding family businesses, the authors tested whether the fact of the supervisor being a 

family member influenced the level of humbleness or the level or narcissism. An independent samples t-

test showed that there is a significant difference in the level of narcissism between a direct supervisor that 

is a family member (M=4,59; SD=0,52) and a direct supervisor that is not a family member of the family 

business (M=3,95; SD=0,82), t(101)=4,26, p=0,00, α=0,05. However, another independent samples t-test 

failed to reveal a significant difference in the level of humbleness between a direct supervisor that is a 

family member (M=5,08; SD=0,95) and a direct supervisor that in not a family member of the family 

business (M=4,81; SD=0,99), t(101)=1,37, p=0,174, α=0,05. Hence, there is a significant indication that a 

supervisor that is a family member of the family business has more narcissistic characteristics than a 

supervisor that does not belong to the family. The authors believe that this could be because supervisors 

that are part of the family might feel that they are in a privileged position and therefore feel allowed to 

show more arrogance. On a positive note, the authors reason that it might imply much higher levels of 

passion and competitiveness as they have a feeling of higher responsibility since they belong to the family. 

The researchers were also interested in testing whether the fact of the employee being a family member 

influences the level of satisfaction regarding supervision. However, only four employees working in a 

family business answered that they belonged to the related family. As a result an independent samples t-

test would not be valid.  

Additionally, while testing the hypotheses, the researchers identified some interesting findings in the 

demographic variables that were used as control variables in the hierarchical multiple regression. First of 

all, there is a significant negative relation between the years of the supervisor in the company and 

satisfaction regarding supervision when the supervisor has been 4-8 years in the company. This might 

imply that when supervisors are in the company for this period of time they forget to praise good work or 

are harder to please than supervisors with less time in the company. 4-8 years is a difficult time to judge 

but it could be that this is a period where supervisors are most in their ‘comfort zone’, they are not new 

anymore but also have not achieved the highest position in the company yet. Taking a deeper dive into the 

data the authors observed that respondents might be more annoyed by their boss and also might perceive 

that the supervisor does not know the job well compared to the other categories.   

Further, there is a significant positive relationship between employees that have been in the company 

for 0-3 years and satisfaction regarding supervision. This could imply that these employees have higher 

expectations as they are uplifted by the novelty of the situation. It is also possible that employees that have 
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been in the company for a short time are less critical towards their supervisor or that supervisors pay more 

attention to them. This is in line with the findings of a research conducted by Clark et al. (1996). The 

authors of this thesis conducted an ANOVA test which did not reveal significant difference between the 

means of the four age groups. However, analysing the means separately, the group with the least and most 

time in the company did have the highest satisfaction levels, indicating a possible u-shape.  

Moreover, the researchers found a significant negative relation between a small company size and the 

satisfaction regarding supervision. The data show that the group consisting of the smallest companies 

(<50 employees) entails a negative relation towards satisfaction. A clarification of this could be that there 

might be less supervisors in small companies and that therefore supervisors spend less time to manage the 

employees.  Further, as the companies are small it is highly probable that supervisors have a much broader 

range of responsibilities than supervisors in bigger companies and therefore they probably have much 

wider but less profound knowledge of specific details of the work that needs to be done. Additionally, it is 

more likely that they are not always there when needed.  

Finally, the researchers investigated whether the family business context influences the leadership style 

of a supervisor, by testing the mediation effect of the family business context. Tests failed to reveal a 

significant mediation effect between family business and a humble leadership style, and between family 

business and a narcissistic leadership style (see Appendix D). 
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7. Limitations and Future Research 

This chapter will highlight some limitations of this research, as well as suggest some topics for future 

research. 

 
 

7.1 Limitations 
 

Causal research is quite complex and researchers can never be completely certain that there are no 

other factors influencing the causal relationship. Especially when dealing with people’s attitudes and 

motivations there are often much deeper psychological considerations that even the respondents may not 

be aware of (Malhotra & Birks, 2006). The researchers attempted to minimise this risk by using 

demographic variables as control variables in the hierarchical multiple regression. 

Also, relying purely on data gathered by means of a questionnaire is not ideal. It would have been 

interesting to combine the quantitative research with some in-depth interviews to gain more insights into 

the relation of leadership styles and satisfaction. However, it is highly unlikely that employees would have 

been honest about the satisfaction regarding satisfaction as they might feel that confidentiality is 

impossible.  

Further, the researchers had to limit this study to only two extreme leadership styles and therefore 

excluded many other types of leadership styles that are certainly influencing employee satisfaction. 

Additionally, the research measures only one moment in time of the company’s life cycle. It is possible 

that different leadership styles are required depending on the stage of the company, for instance in a phase 

of stability versus a phase of start-up, or in times of crisis. 

Moreover, most of the respondents were male and the majority of the evaluated supervisors were also 

male. This could have influenced the overall results.  

Lastly, some of the most interesting data were encountered to be just below the 95% confidence levels, 

for this reason the researchers decided to include a 90% confidence level as well. In other words, a slightly 

higher level of uncertainty was preferred over not showing some of the results. 

 

 

7.2 Future Research 
 

The authors found an interesting moderation effect of family business on the relationship between 

narcissistic leadership and employee satisfaction regarding supervision. Future research could explore this 

concept further in order to understand the consequences of its impact better. For example, how a 

narcissistic leadership style affects the performance and growth of a family business.  

Additionally, specific factors should be explored further, such as the effect an economic crisis has on 

the relationship between leadership styles and satisfaction. For example, it would be interesting to test if 

narcissism affects employee satisfaction in times of crisis. Maccoby (2004) discovered that narcissistic 

leaders are more efficient in times of crisis, however he did not address whether this type of leader actually 

enhances employees’ satisfaction in this situation. 

Due to the time limit, the authors delimited this research to employees in Sweden, but it could be 

interesting to do a study across countries with distinctive Hofstede dimensions and see how these 

dimensions influence the effect a humble and a narcissistic leadership style have on job satisfaction. 

Further, it would be interesting to understand whether the fact of being family member as employee 

plays a role in the level of satisfaction concerning the different leadership styles. As this questionnaire was 

only answered by four family members, the researchers did not have a basis for proper testing.  

Finally, more research could be dedicated to investigate what leaders can do to adapt their specific 

leadership style to a style that is more beneficial for employees’ satisfaction.   
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Appendix 
 

Appendix A: Questionnaire 
 

General email sent to companies 

 

English Version 

 
Hi, 

 

We are two students from the Jönköping University, more specifically the International Business School.  

We are currently writing our master thesis in the field of leadership in different businesses. The goal of our 

thesis is to understand what type of leadership style in businesses enhances the satisfaction of employees 

and therefore benefits the results of the company. To understand this better, we have developed a 

questionnaire that is directed to employees of different businesses. This questionnaire shows statements 

about leadership characteristics and identifies which characteristics employees prefer and how satisfied 

they are with different leadership styles. To have conclusive results we need opinions of employees in as 

much different types of industries and companies as possible, and therefore it is very important for us to 

include your company, XX. Because of this, we would kindly like to ask you if you are willing to cooperate 

in our project and send our questionnaire to your employees. The questionnaire will take maximum10 

minutes to fill in and we assure you that the answers will be used strictly confidential. In return, we can 

provide you with our full research report that will give new insights into the field of leadership in different 

businesses. This is very important as little research has been done in this field and it will help the leaders in 

your company to understand how they could enhance employee satisfaction. 

 

We sincerely hope that you are willing to cooperate in this project. If you give us your permission, we will 

be sending you the link to our questionnaire during week 12 that you hopefully can distribute to 

employees of XX. 

 

Thanking you in advance. 

 

Kind regards,  

 

Ida Kjellson and Marloes van der Meer 
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Swedish Version 

 

Hej! 

 

Vi är två studenter från Högskolan i Jönköping, merspecifikt Internationella Handelshögskolan. Vi håller 

just nu på med att skriva vår mastersavhandling i området ledarskapsstil i olika företag. Målet av vår 

avhandling är att förstå vilken typ av ledarskapsstil i företag som förbättrar tillfredsställelsen hos de 

anställda och därför ökar resultaten för företaget. För att förstå detta bättre, så har vi utvecklat ett 

frågeformulär för de anställda i olika företag. Detta formulär visar påståenden om egenskaper i ledarskap 

och identifierar vilka egenskaper de anställda föredrar och hur nöjda de är med olika ledarskapsstilar. För 

att få ett övertygande resultat behöver vi åsikter från anställda i så många olika industrier och företag som 

möjligt, och det är därför det är så viktigt för oss att inkludera ert företag, xxx. På grund av detta, undrar vi 

om ni är villiga att ta del i vårt projekt och kunna skicka frågeformuläret till era anställda. Formuläret tar 

max 10 minuter att fylla i och vi försäkrar att svaren kommer att användas helt konfidentiellt. I utbyte kan 

vi ge er tillgång till vår rapport som förhoppningsvis kommer att ge nya insikter i området ledarskap i olika 

företag. Detta är väldigt viktigt eftersom att lite forskning har gjorts i detta ämne och det kommer hjälpa 

ledare i ert företag för att förstå hur de kan förbättra de anställdas tillfredsställelse. 

 

Vi hoppas verkligen att ni vill ta del i vårt projekt.Om ni ger oss ert tillstånd, vill vi gärna skicka en länk 

med vårt frågeformulär under vecka 12 som ni förhoppningsvis kan distributera till de anställda av xxx. 

 

Tack på förhand. 

 

Med vänliga hälsningar, 

 

Ida Kjellson och Marloes van der Meer 
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Questionnaire 

 
English Version 
 
 

Welcome! 
  
The goal of this questionnaire is to understand what type of leadership style is preferred by 
employees. Therefore, we ask you to have your direct supervisor in mind while answering the 
questions. In case you have more than one supervisor, please answer all the questions based on 
only one of them (the same one for all questions).  
 
This questionnaire consists out of 3 questions and will take you less than 10 minutes to fill in. It is 
important not to think too much about the answer, but to go with your first feeling. The 
questions are filled in anonymously and responses will be treated with 100% confidentiality. 
   
Thank you for your cooperation! 
 

 

1) To what extent do you agree that your direct supervisor is/does...: 
(highly disagree, disagree, slightly disagree, neutral, slightly agree, agree, highly agree) 

 Eager to learn from others 

 Intensely competitive 

 Acknowledge one’s own limitations and mistakes and attempts to correct them 

 A visionary 

 Share honour and recognition with employees 

 A poor listener 

 Show high levels of confidence 

 Accept success with modesty 

 Inspire all employees with ease 

 Open to new paradigms 

 Shape the future 

 Accept failure with pragmatism 

 Ask for advice 

 Very charismatic 

 Develop others 

 Enjoy risks 

 Frugal 

 Enjoy power and admiration 

 Rely principally on inspired standards, not on charisma to motivate 

 Show high level of passion 

 Has a genuine desire to serve 

 Take credit for successes 

 Act superior to others 

 Respects others 
 

2) To what extent do you agree with the following statements about your direct supervisor? 
(highly disagree, disagree, slightly disagree, neutral, slightly agree, agree, highly agree) 

 Hard to please 

 Impolite 

 Praises good work 

 Tactful 
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 Up-to-date 

 Quick-tempered  

 Annoying  

 Stubborn 

 Knows job well 

 Intelligent 

 Around when needed 

 Lazy 

 Gives confusing directions  

 Knows how to supervise 

 Cannot be trusted 
 

3) Please provide us with some personal data. 

Information regarding your direct supervisor: 

 Age: <30, 30-50, >50 

 Gender: Male/Female 

 Years in company: 0-3, 4-8, 9-12, >12 
 

Personal information: 

 Age: <30, 30-50, >50 

 Gender: Male/Female 

 Years in company: 0-3, 4-8, 9-12, >12 
 

Company: 

 Name company 

 Is the company a family business? 

 Is your direct supervisor a family business member? 

 Are you a family business member? 
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Swedish Version 

 

Välkommen! 
  
Målet för detta frågeformulär är att förstå vilka typer av ledarskapsstilar som de anställda föredrar. 
Därför vill vi att du har er närmaste chef i åtanke när ni svarar på frågorna. Ifall du har mer än en 
chef, var snäll och besvara frågorna baserad på endast en av dem (samma person för alla frågor). 
  
Detta frågeformulär innehåller tre frågor och kommer ta högst 10 minuter att fylla i. Det är viktigt 
att inte tänka för mycket på svaret, utan gå på första känslan. Frågorna fylls i helt anonymt och 
svaren kommer att bli behandlade med 100% konfidentialitet. 
  
Tack för din medverkan! 
 

1) I vilken utsträckning håller du med om följande påståenden som din närmaste chef är/gör: 
(Instämmer fullständigt, instämmer, instämmer delvis, neutral, instämmer inte riktigt, instämmer inte, instämmer inte 
alls) 

 Ivrig att lära sig av andra 

 Intensivt tävlingsinriktad 

 Erkänner sina egna begränsningar och misstag och försöker att rätta dem 

 En visionär 

 Delar ära och erkännande med de anställda 

 En dålig lyssnare 

 Visar ett stort självförtroende 

 Accepterar framgångar med ödmjukhet 

 Inspirerar lätt de anställda 

 Öppen för nya tankesätt 

 Formar framtiden 

 Accepterar misslyckanden sakligt 

 Frågar om råd 

 Väldigt karismatisk 

 Utvecklar andra 

 Tycker om risker 

 Sparsam 

 Värnar om makt och beundran 

 Förlitar sig mest på fastställda normer, inte karisma för att motivera 

 Visar mycket passion 

 Har en äkta längtan att tjäna 

 Tar åt sig äran för framgångar 

 Verkar överlägsen mot andra 

 Respekterar andra 
 

2) I vilken utsträckning håller du med om följande påståenden om din närmaste chef? 
(Instämmer fullständigt, instämmer, instämmer delvis, neutral, instämmer inte riktigt, instämmer inte, instämmer inte 
alls) 

 Svår att göra till lags 

 Oartig 

 Berömmer bra arbete 

 Taktfull 

 Välinformerad 
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 Häftigt humör 

 Irriterande 

 Envis 

 Vet hur jobbet går till 

 Intelligent 

 I närheten när det behövs 

 Lat 

 Ger förvirrande instruktioner 

 Vet hur man handleder 

 Kan man inte lita på 
 

3) Var snäll och bidra med lite personlig information. 
Information of din närmaste chef: 

 Ålder: <30, 30-50, >50 

 Kön: Man/kvinna 

 År i företaget: 0-3 år, 4-8 år, 9-12 år, >12 år, vet ej 
 

Information om dig: 

 Ålder: <30, 30-50, >50 

 Kön: Man/kvinna 

 År i företaget: 0-3 år, 4-8 år, 9-12 år, >12 år 
 

Befattning i företaget: 

 Vad är namnet på ditt företag? 

 Är företaget ett familjeföretag? 

 Är din närmaste chef en familjemedlem av familjeföretaget? 

 Är du en familjemedlem av familjeföretaget?  



Appendix B: Factor Analysis 
 

B1: Correlation Matrix 



B2: Eigenvalues which conform the Kaiser’s standard 

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared Loadings 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

1 8,557 35,653 35,653 8,557 35,653 35,653 7,455 31,062 31,062 

2 3,727 15,530 51,184 3,727 15,530 51,184 4,580 19,082 50,145 

3 1,378 5,743 56,927 1,378 5,743 56,927 1,445 6,022 56,167 

4 1,060 4,416 61,343 1,060 4,416 61,343 1,242 5,177 61,343 

Extraction Method: Principal Component Analysis. 

 

B3: Scree Plot 
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Appendix C: Difference in leadership styles family and non-family businesses 
 

C1: Independent samples t-test hypothesis 5 and 6 
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Appendix D: Mediation Effect 
 

The researchers investigated whether the family business context influences the leadership style of a 

supervisor, by testing the mediation effect of the family business context. Similarly to the moderator 

testing, the researchers controlled for demographic variables. However in the mediator analysis, the 

leadership styles were treated as the dependent variables and family business as the independent variable.  

The data in table D1 show that there is no significant mediation effect between family business and a 

humble leadership style, nor between family business and a narcissistic leadership style. Therefore, there is 

no significant mediation effect of family business on the leadership style of a supervisor.  

 

Table D1: Models predicting the dependent variables ‘humble’ and ‘narcissistic’ leadership style  
Variable MODEL 1 MODEL 2 MODEL 3 MODEL 3 

 DV=Humble Leadership Style DV=Narcissistic Leadership Style 

 B-Value B-Value B-Value B-Value 
 Control Variables Control Variables Control Variables Control Variables 
Age Supervisor 1 0,531 0,522 -0,346 -0,364 
Age Supervisor 3 0,082 0,088 0,071 0,083 
Gender Supervisor 2 -0,078 -0,083 -0,045 -0,054 
Years Supervisor 1 -0,149 -0,165 0,350 0,319 
Years Supervisor 2 -0,434+ -0,442+ 0,176 0,160 
Years Supervisor 3 -0,345 -0,393 0,422+ 0,325 
Age Employee 1 0,343 0,320 0,340 0,294 
Age Employee 3 0,157 0,156 0,048 0,046 
Gender Employee 2 -0,263 -0,244 -0,187 -0,149 
Years Employee 1 0,219 0,207 -0,111 -0,136 
Years Employee 2 -0,393 -0,413+ 0,217 0,175 
Years Employee 3 -0,101 -0,126 0,396+ 0,344 
Size 1 -0,484* -0,457+ -0,007 0,046 
Size 2 0,223 0,205 -0,566* -0,603* 
Industry 1 0,057 -0,002 0,226 0,106 
Industry 3 -0,561* -0,667+ 0,342 0,128 
Industry 4 -0,407 -0,398 0,823* 0,841* 
  Direct Effects Direct Effects Direct Effects 
Family Business  0,140  0,283 

R SQUARE 0,216 0,217 0,200 0,209 
ADJUSTED R SQUARE 0,116 0,111 0,098 0,102 
F-VALUE 2,168* 2,051* 1,965* 1,956* 

*P<0.05     +P<0.1 
DV = Dependent Variable 

Explanation dummy variables (ʳreference category): 

Age Supervisor/Employee – 1 if <30 years, 2 if 30-50 yearsʳ, 3 if >50 years 

Years Supervisor/Employee (years in the company) – 1 if 0- 3 years, 2 if 4-8 years, 3 if 9-12 years, 4 if > 12 yearsʳ 

Gender Supervisor/Employee – 0 if maleʳ, 1 if female 

Size – 1 if < 50 employees, 2 if 50-150 employees, 3 if > 150 employeesʳ 

Industry – 1 if manufacturing, 2 if constructionʳ, 3 if services, 4 if food 

 


