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Accepted: Purpose: In today's management world, leadership is one of the most important elements

May 7, 2025 that the success or failure of the organization depends on. Unfortunately, some leaders, due
Available online: to some ineffective characteristics in their leadership style, expose the organization to
December 21, 2025 risks. In such a way that they have a self-centered and arrogant personality and are in a
position of power, they suffer from a condition called leadership hubris. Therefore, the
present study was conducted with the aim of recognizing and understanding leadership
hubris in government organizations. Methodology: This study is based on mixed qualitative
and quantitative research, which is applied in terms of purpose and descriptive survey in
terms of nature and method. The statistical population of the study includes professors and
managers of government organizations, whose opinions were examined as experts in the
qualitative and quantitative parts of the study. The members of the statistical sample of this
study were selected using the purposive sampling method. In the qualitative part of the
research, the data collection tool was a semi-structured interview, the validity and
reliability of which was confirmed using content and theoretical validity and intra-coder
and inter-coder testing. The data collection tool in the quantitative part was a
questionnaire, the validity and reliability of which was confirmed using content validity and
test-retest. Findings: In the qualitative part, the qualitative data obtained from the interview
were analyzed using Atlas.ti software and the coding method, and the factors that cause
leadership hubris in these organizations were identified. In addition, in the quantitative part
of the research, using the fuzzy cognitive map method, the factors that cause leadership
hubris in government organizations were prioritized, and the most important factors that
cause leadership hubris and the consequences of leadership hubris in these organizations
were identified. The results of the study indicate that exaggerated self-confidence with a
Keywords: coefficient of 12.40, Machiavellian personality with a coefficient of 12.23, power paradox
Hubris, leadership hubris, | with a coefficient of 12.00, a constant tendency to irrational dominance with a coefficient
consequences of of 12.18, and mental inactivity and mental laziness with a coefficient of 12.06 are the most
leadership hubris, fuzzy important factors that cause leadership hubris. Also, the factors of minimizing effective
cognitive map rnem?t)e.r—leader exchange Wi'th a coefficient of 12.77, exaggerated self—evaluation with a
coefficient of 12.35, weakening employee development with a coefficient of 11.93, and
exploitation and exploitation of human resources with a coefficient of 11.86 are the most
important consequences of leadership hubris in Iranian government organizations.
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Extended abstract

1. Introduction

In today's fluid world, increasing change is
a force that affects all organizational
actions and  activities. In  such
circumstances, the leadership of any
organization requires leaders who, relying
on their rational and intelligent abilities
and consulting with their employees,
guide the organization in the best possible
way in the upcoming turbulence (Laguda,
2020). In a situation where many
environmental variables fuel
uncertainties, organizational leaders alone
do not have the ability to identify these
variables and make the right decisions. In
this case, some leaders deal with problems
by relying on authoritarian behaviors,
overconfidence, ambition, and high-
mindedness, which, from the perspective
of management psychology, are symptoms
of a leadership disorder called hubris
(Liapis, 2024). Investigating  the
phenomenon of hubris is important in this
regard because it wusually becomes
apparent over time. The constant exercise
of power and the ability to rule (whether in
business or politics) causes significant
damage to the brain, leading to a state
where the phenomenon of hubris
manifests itself with behavioral symptoms
that can negatively impact performance.
On the other hand, the combination of
mental illness with hubris may lead to poor
decision-making by  managers in
organizations (Cormier et al., 2018). In
explaining the “hubris phenomenon,”
Owen (2012) stated that his goal was to
establish a causal relationship between
power and deviant behavior, describing
what happens when the “essential element
of humility” is missing and when arrogance
is present, a step is taken on the path to
power poisoning. Lee and Tang (2010)

point out that the starting point of the
phenomenon of leader hubris is when
leaders make overly ambitious decisions
without considering opposing advice or
criticism. An interesting definition of
leader hubris is a combination of pride and
intoxication with power, which is also
fueled by the individual’'s past successes
(Akstinaite, 2018). Shariatnejad (1401)
conducted a study entitled “The Model of
Leaders’ Pride Based on the Interpretive
Structural Modeling Method: Government
Organizations.” The study results indicate
that the consequences of leader
narcissism include a focus on decision-
making, arrogant leadership, autocratic
management, irrational dominance, and
weakening of the leader’s intellectual and
rational ability. Khodasheri et al. (1400)
conducted a study entitled “An Analysis of
Managers’ Tendency to Remain in Power
from the Perspective of the Hubris
Phenomenon.” Their results indicate that
awareness of the phenomenon of hubris
helps find the correct roots for
implementing strategies and mechanisms
to overcome the negative consequences of
this phenomenon and increase the general
index of health and productivity.
Considering what has been said and the
importance and necessity of leadership
hubris, the main questions of the present
study are: What are the factors affecting
leadership hubris, and what are the
consequences if leadership hubris is
implemented?

2. Research Methods

This research is a mixed method,
combining qualitative and quantitative
research, and is classified as inductive
deductive research in terms of research
philosophy. Therefore, the present
research is applied in terms of purpose
and exploratory in terms of data
collection. The statistical population of the
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present research includes experts and
scholars in the field of study, consisting of
professors and managers of government
organizations, of whom 30 were selected
as sample members using purposive
sampling and based on the principle of
theoretical saturation. The validity and
reliability of the instrument in this
research were confirmed using content
validity and theoretical validity, as well as
intra-coder and inter-coder reliability
methods for interviews, respectively, and
content validity and test-retest reliability
for distributed questionnaires. Qualitative
data were analyzed with "Atlas T" software
and content analysis and coding methods,
and quantitative data were analyzed with
the fuzzy cognitive map method.

3. Results

The factors of leadership hubris are
divided into two main parts: influencing
factors and consequences. In fact,
influencing factors refer to a set of
components that cause the formation of
leadership hubris, and consequences
indicate the subsequent factors and
problems that this phenomenon leaves
behind. The vertex of the diagram in the
causal relationship model includes the
importance of the factors and the
relationship between these factors.
Therefore, based on the above figure, the
further the variables are from the axial
index and the vertex of the diagram, the
smaller and lighter the circles become. In
fact, it can be concluded that the factors
are identified based on the degree of
importance using the size of the circles
and their boldness. More important
factors are identified with larger circles,
and less important ones are identified with
smaller circles. As shown in the diagram
above, among the causes of leadership
hubris formation, exaggerated self-
confidence, and among the consequences

of its formation, the minimization of
effective member-leader exchange, which
is shown by a bolder and larger circle, have
been selected as the pivotal indicators.
The remaining components are indicated
by smaller and lighter circles, respectively,
based on the degree of importance.

4. Conclusion

The qualitative research findings show
that ten factors have caused the
emergence of leadership hubris in Iranian
government organizations. These factors
include: exaggerated self-confidence,
Machiavellian personality, mental
inactivity and mental laziness, psychosis,
monotony in solving problems and making
decisions, a constant desire for irrational
domination, a pathological pleasure from
excessive ambition, a combination of pride
and intoxication of power, a delusional
idea of personal genius and knowledge,
and finally, the paradox of power. In fact,
the above-mentioned factors have created
the conditions in such a way that
leadership hubris occurs. Also, the
qualitative section mentions the ten
consequences of leadership hubris. These
factors include: exaggerated self-
evaluation, making abnormal and
unproductive  decisions, = minimizing
effective.  member-leader  exchange,
exploitation and exploitation of human
resources, the emergence of a paranoid
atmosphere and the spread of pessimism
in the organization, the poverty of
producing original and innovative ideas,
ignoring objective and peripheral realities,
defiance of societal norms, weakening
employee development, and ultimately,
discord. In fact, this study aims to show
how the above-mentioned factors have
created leadership hubris that has
destructive effects on government
organizations.
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The results of the fuzzy analysis of the
research in the quantitative part show that
the five factors that cause leadership
hubris are: exaggerated self-confidence
with a coefficient of 12.40, Machiavellian
personality with a coefficient of 12.23,
paradox of power with a coefficient of
12.00, persistent tendency to irrational
dominance with a coefficient of 12.18, and
mental inactivity and laziness with a
coefficient of 12.06, respectively. Also, the
factors of minimizing the effective
member-leader  exchange with a
coefficient of 12.77, exaggerated self-
evaluation with a coefficient of 12.35,
weakening of employee development with
a coefficient of 11.93, and exploitation of
human resources with a coefficient of 11.86
are the most important consequences of
leadership hubris in Iranian government

organizations.
commonalities
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