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OZET

Bu makale narsist, asirt hirsli ve her seyi
planlamis ama ac1 bir sekilde basarisiz olmus
liderligi bir Yunan mitolojisine dayanan ikariis

ABSTRACT

This conceptual article provides a key frame
on leadership and focuses on the qualities,
attributes and the characteristics of the ideal,

Gelis Tarihi: sendromu baglaminda ele alarak, liderlikle well-balanced leaders within the concept of
08.03.2021 ilgili olarak dengeli ve ideal liderlerin the Icarus syndrome depending on the Greek
Kabul Tarihi: ozellikleri, tutumlartyla ilgili ©6nemli bir mythology which is dealt with the leaders
18.10.2021 cerceve ortaya koymaktadir. Ideal liderlik who are narcissist, over-ambitious and have
Yayn Tarihi: geleneklerden ve kiiltiirel degerlerden fazlaca planned everything grandly but failed
30.12.2021 etkilendigi i¢in devletlerden devletlere ve miserably. It’s so certain that the ideal
kiiltiirlerden kiiltiirlere farklilik gosterebilecegi  leadership may vary from culture to culture
kesindir. Bununla birlikte, ideal liderlik and nation since it is rather affected by
Anahtar Kelimeler orgiitlerde onun takipgilerinin onu ne kadar ¢ok  traditional and cultural values. However, the
Lider veya ne kadar az takip etmesiyle kolaylikla ideal leadership can easily be identified at
Kétii Liderli tespit edilebilir ¢iinkii orgiitler agikga kendi first step by how much or how little their

otii Liderlik . . S a . ot
o liderleri kadar giiglii ve basarilidirlar. Ozetle, followers looked up to them in organizations.
Dengeli Lider orgiitlerin agik¢a liderleri kadar giicli ve In sum, it’s widely known that most of the
yetenekli oldugu genel olarak bilinmektedir bu  organizations are simply as powerful and
Keywords yiizden dikkat ¢eken, iyi dengeli bir liderin competent as their leader so it’s very
niteliklerini tanimak ve o©grenmek ¢ok important that to find out and recognize the

Leader N L . ; " .

onemlidir. Bu yiizden bu ¢alismada, dengeli ve qualities of a well-balanced, outstanding
Bad Leadership koti liderler, asirt gurur, bireysel hirs ve kibirle leader. Therefore, in this study, the attributes

Balanced Leader.

bagdastirilan Ikarus paradoksu kapsaminda
irdelenecek ve Orgiitlerde ideal, dengeli
liderlere yonelik ¢oziimlemelerde ve onerilerde
bulunulacaktir.

and qualities of the ideal leaders and bad
leaders will be outlined within the context of
the Icarus syndrome which is usually
mentioned with excessive pride, selfish
ambition and hubris and the
recommendations will be made for the ideal,
well-balanced leaders in organizations.
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INTRODUCTION

This study focuses on the ideal leaders and leadership for organizations and provides a perspective about
what might happen when the leaders lose the control by becoming overconfidence, over-ambitious, or
mischievous and wish to exploit others for self-gain; reflect hostility and aggression when challenged,
in short, especially when the leaders are overwhelmed by their own ambition and finally jeopardize the
whole organization in the end. The consequences might be disastrous for the organization and lack of
stability in management directly leads to huge hidden costs for the organization in the end such as losing
the organizational reputation, higher levels of employee turnover and employee burnout. Of course, it’s
usually expected that a leader should be bold, inspiring, courageous, and confident but it must be
remembered that too much of everything is harm, in other words, too much of a good thing. Therefore,
this study basically depends on the notion for the leaders that don’t fly too close to the sun and don’t fly
to close to the sea within the concept of the Greek mythology, the flight of Icarus. It directly refers to
the well-balanced leaders and leadership for the organizations for not risking the organizational
resources and capacity, yet selfish ambitious leaders often sacrifice integrity, hamper to reach
organizational goals and usually cut corners for their own personal benefits.

The Icarus paradox has been first coined by Danny Miller in his in 1990 book by the same name. In
addition, Miller (1992) stated in his study that even great, successful companies are prone to failure or
even go bankruptcy just like in flight of Icarus, the wings that allowed him to fly also caused him to die,
the successful organizations’ victories and their strengths usually seduce them into the excesses that lead
to their downfall and even demise. He also shed light on the Icarus paradox referring to the organizations
and their leaders that fail suddenly after having a successful and profitable long period. Miller
additionally noted that successful organizations are likely to fail since their glorious capacity, strengths
and previous victories might lead to over-confidence and crow over them into boastfulness gradually
and especially when the leaders of the organizations don’t aware of the changes in the in the external
business environment, don’t keep up with the latest technological innovations and make unwise
decisions then there’s no way out for the organization to fail at all. It’s also mentioned that the leaders
who are over-ambitious and trapped in exaggeration and tend to adopt narcissistic behaviors ultimately
drive organizations into failure.

As the study depends on the Icarus paradox, it’s important to clarify the myth first. The myth of the
flight or fall of Icarus is originated from the Greek mythology Icarus, who is the son of the master
architect Daedalus. The King, Minos ordered him to build a labyrinth in order not to allow other people
approach to the king’s property and know about the monster, which is half-man, half-bull. On the other
hand, after being finished of building the labyrinth, the King put Daedalus and his son, Icarus in prison
which was in a very high tower because they might tell the secret of the labyrinth and exit route to
anyone. As days passed by, Daedalus was making plans to escape from prison with his son Icarus and
the only way to flee from the island prison, Crete, was by flying since any vessel that leaves the island
was controlled over strictly by the king. Instead of cursing his fate, he made an interesting plan after
observing the flying birds over them and around the tower and at last, he came up with the idea about
how to escape from high tower island prison, by flying. He began to collect the feathers falling off the
birds and he glued them with each other and made two pairs of wearable wings, one for himself and the
other for his son Icarus. And the big day for them to escape from prison eventually came but Daedalus
had to warn Icarus not to fly too close to the sun in case it melts the wax, or not to fly too close to the
sea in case it dampens the feathers and then he would fall into the sea and die. Then, they wore their
wings and climbed up to the edge of high tower. They started to flap their wings hard and flew over the
sea in order to get away from Crete. Initially, Icarus flew cautiously but he gradually forgot his father’s
warnings due to joy of flying and freedom. Unfortunately, as Icarus forgot his father's words since he
enjoyed the excitement of flying very much, he flew too high and too close to the sun ebulliently and
got out of control. Consequently, the extreme heat melted the wax on his wings instantly and the feathers
soon came loose. In a very short time, poor Icarus plummeted down into the sea and was drawn in front
of his father (Mitchell, 1986; Beinart, 2010).
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To sum up, it’s often considered that ambitious is good to some extent while working but it must be
remembered that ideas shouldn’t be above one’s station and leaders shouldn’t set big but unachievable
goals both for themselves and their followers as well. It’s so certain that an ideal and well-balanced
leader is a worthless asset for an organization because an ideal leader can get great organizational
achievements; on the other hand an unbalanced leader can even destroy the organization and all its
businesses at once. It’s true that leaders often have dreams but reaching for these dreams, indeed, being
over ambitiousness and delusiveness, for only their personal excitement, just like Icarus, at the expense
of their own and others' health, happiness, and well-being might lead to the potential conflicts between
leaders’ personal, selfish ambition and their organizations’ goals and chaos at workplaces. Therefore, in
this conceptual study, unbalanced or unhealthy leadership will be outlined through the qualifications of
a good leader and helpful and harmful, selfish ambition will be discussed within the concept of well-
balanced leadership.

1. BALANCED LEADERS AND BALANCED LEADERSHIP

Ideal leadership is energetic, dynamic, inspiring and determined to excite other people into action in
organizations, so they always quest for authentic leadership for optimum effectiveness since true leaders
support both themselves and the individuals around them to do the right thing in a proper way. It is so
obvious that in the 21st century, the business world has changed and grown rapidly, and as true
leadership has the will to keep up with these changes, leaders have never been so important for an
organization to reach its goals and objectives. Moreover, a bad, unbalanced leader can ruin everything
in organization such as causing job tension and emotional exhaustion and deteriorating workflow, but a
true leader can make things better if the conditions even worse in an organization by maintaining control.
Because, true, well-balanced leaders have integrity and it is the most important instrument dealing with
the power to influence on others. They are also eager to establish well communication bonds with them
and they are usually sincere and open while talking to their followers and they lead individuals by
example. Plus, they are trustworthy and honest, they usually show empathy to others and they often
want to know and understand the feelings and the thoughts of the individuals they lead. For example, if
the followers think that their leader is an honest person and they are managed with ethics and integrity
strongly, they will certainly feel themselves more secure at work and it will directly affect their job
satisfaction and commitment positively. To begin with, Crawford et al. (2020) mentioned the most
commonly cited definition of the leadership in literature as a type of leader attitude that utilizes and
supports both positive psychological capacities and a positive ethical climate, to promote greater self-
awareness, an internalized moral consideration, balanced processing of information, and relational
transparency on the side of leaders working with employees with encouraging positive self-
development. Krause (2014) also cited Nelson Mandela’s words as “It is better to lead from behind and
to put others in front, especially when you celebrate victory when nice things occur. You take the front
line when there is danger. Then, people will appreciate your leadership”.

Hence, Zhou and Wu (2018) argued in their study that the true and well-balanced leaders manifest
themselves with the ability to influence their followers’ willingness to engage in creative efforts by
creating a more positive working environment and they are viewed as surrounding stimulus which is
felt at every level of organization and it can easily be perceived by the subordinates as well. In addition,
Cogliser et al. (2009) drew attention to the leader—-member exchange (LMX) construct in their study and
it has been pointed out that as the leaders and followers play their roles via dyadic transactions in
organizations, “mature” or high-quality relationship evolves between them within the concept of LM X
through interactions in this dyad, a collaborative system. Therefore, it has been underlined that the
relations between leader and follower clearly depend on reciprocal trust, respect, obligation, liking in
organizations and high-quality relationships between leaders, followers, work groups, and the
organization lead to positive outcomes for all. Chaudhary and Panda (2018) stated in their study that
real leaders meet employees’ need for self-determination in order to promote their intrinsic motivation
since intrinsically motivated employees will become creative and it will lead to cognitive flexibility,
persistence and willingness to take risk and increase their job satisfaction. It has also been found in their
study that when the followers think that they are being managed by an authentic leader, then they think
that their job is worth caring and they become more motivated and enthusiastic and eager to put in extra-
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effort in their work, begin to express themselves in more creative and innovative ways to improve their
performance and so, their job commitment has also increased. Moreover, Jeong et al. (2017) stated in
their study that good leadership is based on understanding of the leader himself/herself and reckoning
on the internalized views and consistency among believes, emotions, and behaviors are distinguishing
features of a good leader and ideal leadership depends on sincerity and understanding of self as a human
being and has impact on followers to cover bigger communities by creating and promoting hope, trust,
and optimism among them. It has also been underlined that there are four main characteristics of good
leadership. Bennis and Thomas (2007) also stated in their study that a leader’s ability to learn about a
point in the worst situations and to find out even in the most pessimistic and hardest situations and the
ability to manage adversity in organizations are the main of the distinguishing features of the ideal
leadership. Figure 1 displays the four main characteristics of good leadership as self-awareness,
balanced processing, relational transparency and internalization of moral/ethical perspectives:

i'l'lt‘ leader understands hiE ows trais, valees, and
beliefs as well a5 hisher mpact on other people. In

oiber words, sell-awareness imvolves nol only imtermal
refevent (the leader's sell-knowkedge of hisher mental
Self Awareness state) bul ako external referest (the leader's perceplion
of how others view him'bBer). Anthentie leadership
requires the leader to have beightencd levels of sell-

AWArTness.

It is related to a decision-making process. A kader who
utilizes balanced processing reviews and mnalyzes all
relevant information objectively before making a decision.
He/she typically solicits mformation from various groups
inchiding those who express disfavor of histher perspective
and considers diverse viewpoimis before reaching &
decision.

Balanced processing

Ilmmsmmtlmkq}mlnmhwwmﬁg
information and expressing hisher true thoughts and
feelmgs.

It means that the lesder follows hisher infernal mioral
standards rther than bemng mfivenced by  extemal
Internalization of moral- pressures. For example. a leader who has an internalized
ethical values moral/ethical perspective is likely to uphold hieher moral
stadards and valies even m the presence of extermal
pressures.

Figure 1. The Four Main Characteristics of Good, Well-balanced Leadership

Source: Jeong, Y. K., Lee, Y. K., and Kim, S. (2017). To be true or not to be true: authentic leadership and its
effect on travel agents. Asia Pacific Journal of Tourism Research, 22(8), 819-833. (pp. 820-821).

Relational transparency

Aij and Teunissen (2017) also argued in their study that balanced leaders carry on leading even when
they are faced with disruptions and temporary failures because they know well to remain calm and
wisely analyze through the situation and utilize their resources in organizations. It has also been
underlined that the ideal, lean leadership depends on the five prominent features that are as follows:

* Improvement Culture: It covers every attitude and behaviors that leads to a continuous quest for
perfection and good leaders always try to prevent failure and take measures but if the failure
occurs, it is seen as an opportunity to improve both by the leaders himself and the organization
because all the levels from upper to subordinate level employees are the part of an improvement
culture and when the leaders coordinate the problem solving and process management of the
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team their subordinates follow them. In addition, they are aware of removing barriers to
improvement by providing support for improvement through reward work improvement and
appreciate every one of ongoing organizational improvement efforts.

*  Self-Development: The world is facing extreme challenges that need leaders should overcome
them and the concept of leadership should be promoted through leader’s relationships and life
experiences to deal with unnecessary burdens and tensions in organizations and to become
authentic, strong leaders. In order to develop good leadership skills, leaders should gain new
leadership skills that some of which are innate, and some of which must be learned since leaders
must behave as role models and use the necessary, updated leadership skills.

*  Qualification: It mainly covers supporting employee job involvement, learning and enhancing
their efforts, usually in apprentice-style learning because well-qualified employees can easily
involve in permanent improvement, problem solving, and other ideal activities. A sustainable
continuous improvement environment should be improved by the leaders through developing
daily routines in organizations. Besides, defining the accurate workflow by attaining right
employees for the right work is the key and caring for how time is used is vital to see well an
organization’s workflow and keeping things running smoothly and efficiently all the time.

* The Actual Place (Gemba): Gemba is a Japanese word that means "the real, actual place" and
the terms defines the place where the value is created such as workplace improvement or
increased efficiency. Within the concept of leadership, it refers to the “The Gemba Walk”
describes that managers and leadership should go out of their offices and reflect their energy,
experience and efforts directly into the workplace. It also advises leaders to the observe what is
happening in the organization, instill discipline, get a chance to talk with their employees, to
hear what problems are not getting solved, have a chance to maintain quality and safety and to
combine team goals with the organizations own goals and strategy (Dana, 2015:451).

»  Target Management (Hoshin Kanri): It refers to the Japanese policy management or compass
management and it is dealt with a 7-step process applied in strategic planning in which strategic
goals are introduced throughout the organization and then put into action. It mainly focuses on
to get every employee pulling in the same direction at the same time. Since balanced leadership
demands long-term strategies and goals and the coordination of the work teams, Hoshin Kanri
approach facilitates a leader’s power as it is a top-down management concept, with the long-
term strategies and goals are being mandated by management and the implementation being
performed by teams and employees (Giordani da Silveira et al., 2017:844).

Moreover, Miiller et al. (2017) mentioned in their study that true leadership depends on the interpersonal,
person-oriented, social influence within the context of direction, course, action, and opinion and apart
from management, authentic leadership based on accomplishing anything, being responsible for, or
conducting anything in the organization. It has also been underlined that especially balanced leadership
appears when the vertical leader temporarily lets and enables for horizontal leadership to handle in
situations, for instance dealing with a problem that a team member is an expert on, where it is seen as
beneficial for the duty and it often appears for a short period in a project, after which the vertical leader
thinks his/her role as a leader again. Additionally, horizontal leadership is the social process that is based
on one or a few members of the project team that affects the project director and the rest of the team and
possibly other stakeholders to succeed in the project in various ways such as a member of the team
points out a risk that the project manager has unfortunately ignored on the other hand that team member
has already realized that situation. Thus, it has also been underlined that vertical leadership is the inter-
personal process through which the project or program director affects the team and other stakeholders
in order to be successful in the project. Figure 2 shows the three main criteria that affect the emergence
of balanced leadership in organizations:
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he trust that the vertical leader
1as in one or several members of
he team to lead successfully or
ontribute  effectively to the
nanagement of the project.

rust is the “willingness of a
arty to be wvulnerable to the
ctions of another party based on
he expectation that the other will
rfoom a particular action
mportant to  the trustor,
mespective of the ability to
nomitor or control that other
arty”. Project team members
ain the trust of the project
nanager through  particular
ompetences of which the project
nanager becomes aware through
eputation,  interaction  and
nonitoring or through earlier
ollaboration.

The vertical leader’s attitude] The nature of the leadership
towards honizontal leadership.| situation. Empirical studies
Some project managers, in| show that those project
their role as vertical leaders managers who allow for
are skeptical about the idea off horizontal leadership often
surendering  authonty to aj] hmit the scope and authonty
team member. Reasons| to merely questions of
include, that they are technical nature, and only
appointed as project manager| those areas of decision
because of their superior] making that do not influence
knowledge. Granting| the project’s objectives in
leadership rights to members| terms of time, cost and scope.
of the team might compromise] Hence, they retain the right as
their perceived status. Others| sole leader in those aspects
see themselves as “in charge™| that influence their project
and like to have full control| manager objectives and
over the developments in thej status.

project. Hence, the presence off
balanced leadership depends|
on the vertical leader’s attitude
towards horizontal leadership.

Figure 2. The Three Main Criteria That Affect the Emergence of Balanced Leadership in Organizations

Source: Miiller, R., Packendorff, J., and Sankaran, S. (2017). Balanced leadership: A new perspective for
leadership in organizational project management. Cambridge handbook of organizational project management.
(pp. 187-190).

Alonderien’e et al. (2020) argued in their study that balanced leadership and its essential factor
horizontal leadership has been considered as the fundamentals of the vertical and team-based leadership
and it has also been mentioned that vertical leadership consists of appointed formal leader of a team,
such as a project manager and team-based leadership has also been defined as a group process in which
leadership is distributed among and stems from the team members then it falls into two main categories
that are, first shared leadership, in which the team members perform in peer level leadership when
collaborating and the second one is the distributed leadership, in which the leadership appears as the
social interaction of team members. Besides in-between vertical and shared leadership refers to the
horizontal leadership, which is leadership managed by a team member upon nomination by the project
manager vertical leadership (VL) and managed by the VL for the time of the nomination. To sum up, it
has been concluded that balanced leadership concept combines the various leadership approaches that
enables choosing the most appropriate leadership style in situational contingency in organizational
processes. In conclusion, Figure 3 shows the five main events that integrates the balanced leadership:
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This is a key event for the vertical leaders (VL) to

influence the selection of feam members.
Empirical studies show that VILs use a pumber of
1) Nomination of members to the project team.  |different means to get their preferred team
members pominated, but often struggle with
being heard by those in power of pominating

VLs evaluate the professionality, personality, and
p I (T LT T T T LS T P PR T T R TV G T attitude of team members in respect of their
team. capabilities and willingness to take on temporary
leadership roles

Depending on the idiosyncrasy of the situation
either a more team-based (eg., for creativity or
RIE10 T T T T T T R T TSR innovation) or horizontal leadership (e.g., for highly
feam members as leader(s). specialized tasks) approach will be chosen This
characterizes the VL’'s transfer of leadership
authority to the selected leader

This event describes the leadership by the chosen
leader for the time of the appointment and the dual
) BT e O T I O R P VeI T ] role of the VL in following this appointed leader as
governance by the VL. a participant in the project, but also governing this
leader to ensure a satisfactory result of the
It marks the end of the temporary leadership
appointment, the evaluation of the process and
results of the appointment and the elaboration of
possible chanpes to the conditions for future

appointments of temporary leaders in the project.

=) Transition of the empowered leader into a new

role, the prior role, or confinuation of the
existing role.

Figure 3. The Five Main Events That Integrates the Balanced Leadership
Source: Alonderien¢, R., Miiller, R., Pilkien¢, M., Simkonis, S., and Chmieliauskas, A. (2020). Transitions in
Balanced Leadership in Projects: The Case of Horizontal Leaders. IEEE Transactions on Engineering
Management. (p. 2).

Within the light of information given above, it is so obvious that balanced leaders shape, inform and
reinforce every aspect of organization and while driving business they usually work off too much energy
to reach organizational goals and foster the motivation and capacity of employees to thrive. Additionally,
true leaders are honest, trustworthy, influential, and inspiring people who are determined to make a mark
and they have good communication skills that it does not mean that they give a talk well every time, but
they are also good listeners because not all good ideas come from the top or from the supervisors. Thus,
good leadership with good communication skills flourishes a sense of belonging within the organization
and it can easily motivate others and drive them to be more productive. Moreover, being passionate,
clear, concise, and organized are the significant qualifications of the good leaders and they know well
using the right tools in the right time. On the other hand, it’s often considered by the most people that
being a leader is just like being a manager or a boss but it’s quite different that effective leadership isn’t
about the titles or having too much money but it is directly related to having a profound impact on one’s
self, but also more vitally, on others and on the organization as well because a good and balanced leader
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inspires and motivates others even while enjoying their rewards and privileges of having a top position
yet not ignoring their teams’ or employees’ needs and feelings.

2. THE BAD LEADERS AND BAD LEADERSHIP

The greatest characteristic of 2020s’ will be the breathtaking speed of change in every aspect of our life.
The demands on technology in business world for speed, flexibility, reliability, security, and value have
never been greater before. Comparing the world even in 1990s’ to today’s world, a wave of a vast change
by means of technology has effected especially business world too much such as having instant access
to information needed and rapid reaction has led to create more responsive units structures such as more
dynamic or virtual teams and networks rather than hierarchies in solid organizational environment and
caused stiff global competition that requires greater efficiency and reduced cost that is needed for greater
expertise in managing supply chains and productivity of the organization. As global increasing change
has enabled enormous knowledge, leadership has emerged as one of the most essential factors
determining the success of an organization because huge technological change has directly influenced
the roles in the workplaces and the nature of organizations has changed, even the types of jobs that are
required too so when hiring organizations must search for good leaders who set high aspirations, have
the ability to learn and adapt and never resist to change and innovations. It can easily be inferred that
digital technology is changing every aspect of business indeed, cryptocurrency has emerged and the
expectations of the customers dealing with the goods and services have changed deliberately and finally,
an organization without being managed by good, balanced leaders will be just like travelling on a bus
with 40 people, but its driver is less experienced, drunk and has got problems with his/her eyes and often
fails to see around. In this section, the distinguishing qualities of bad, poor leaders and leadership will
be outlined and the negative effects they may cause in organizations will be studied.

To begin with, Kellerman (2004) underlined in her article that as the world’s the most well-known
political philosophers, Plato, Machiavelli, Hobbes, Mill, and Locke stated humankind cannot be trusted
to behave or act wisely and well so it has been mentioned that these great philosophers studied less on
the matter of how to secure human rights and entitlements than they were on the issue of how people in
groups can best be ordered and organized. Additionally, Higgs (2009) has also stated that the collapses
of great organizations such as Enron, Tyco, Lehman Brothers and Worldcom have all shed light on the
importance of true leadership since the main causes of the great failures of these companies were all
dealt with ‘bad’ leadership and its consequences and potential antecedents of ‘bad’ leadership. In his
article, he also mentioned that the causes of leadership failure and deterioration were the result of both
personal mistakes and performance deficient and some of the causal factors are such as not good
listeners, being insensitive to others, fail to take accountability, being awkward and innocuous; a poor
integrity, arrogance; betraying trust, being overly ambitious and having poor communication skills.
Figure 4 shows the ‘bad’ leadership behaviors that fall into 4 main different typologies. These are:
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This encompasses the abuse of power (o serve personal goals or
achieve personal gain; the use of power (o reinlforce sell-image
apd enhance perceptions of personal performance; and the abuse
of power to conceal personal inadequacies.

This focuses on negative impact on subordinates and includes:
Inflicting damage on oithers bullying; coercion; negative impact on perceptions of subardinate
sell-eMcacy; damage o the psyvchological well-being of
subordinates; and nconsistent or arbitrary treatment of
subordinates.

Over-exercise of control O¥bsession with detail; perfectionism and limiting subordinate

initiative.

to satisfy personal needs

This ks the area of behavior ia which leaders cngage in cormipt,
Hule breaking to serve own unethical and, indeed, illegal behaviors,
purposes

Figure 3. 4 Main Different Typologies of ‘Bad’ Leadership Behaviors

Source: Higgs, M. (2009). The good, the bad and the ugly: Leadership and narcissism. Journal of change
management, 9(2), pp. 165-178.

Again, Barnes and Spangenburg (2018) maintained in their study that abusive bad leadership in
organizations have still been one of the most a negative issue in organizations and the necessity for rapid
and continuous change in the global world, leaders must keep up with the high-speed advancements in
technology and business environment. It has also been underlined that work itself is usually challenging
enough for the employees but plus with the possible conflict between employees, bigger problem, a bad
leader, might be an unbearable and frustrating thing for the individuals in organizations. However, most
people have been the victim of poor leadership in organizations and suffered from uncivil behaviors
originated from their leaders or self-centered, selfish leadership.

When focusing on the unbalanced bad leadership, one must bear in mind that narcissistic leaders are one
of the most abusive, aversive, and negative leadership forms as well. Schilling and Schyns (2014)
mentioned in their study that narcissistic leadership depends on the narcissism that it is an antecedent of
abusive, unbalanced leadership because narcissistic leaders are overdramatized, overambitious; they
lack integrity and often exhibit malevolent, self-serving, unethical behaviors. Besides, they think that
they are superior and so they are not subject to the same rules and norms with other individuals in
organizations and they don’t hesitate to act immorally or remorselessly to reach their goals. On the other
hand, they act avidly in the pursuit of achievement, but this personal passion sometimes surpasses
organizational glory, sometimes successfully, but usually ends with disastrous organizational
consequences. Dolce (2020) also stated in their study that the unbalanced, negative leadership is often
distinguished by applying systematic and continuous unwanted behaviors that deteriorate and violate
the organization’s norms, culture, interest and the followers’ well-being, job involvement and
satisfaction, In addition, these destructive behaviors are the causes of bad leadership that depend on the
lack of empathy, less constrained by ethical standards and leader’s insensitivity, shortsightedness, and
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irrationality. The behaviors that are perceived as hostile and irritating by the followers are mainly
“intimidating, offensive language, offensive humor, bullying, sabotaging a team’s or someone else's
efforts, manipulating (Machiavellianism), poor or negative attitude with followers, micromanaging,
arrogance (narcissism), and abusive or unethical behaviors and these destructive behaviors are
experienced by the employees over a certain, longer period in organizations.

Bhandarker and Rai (2019) pointed out in their study that bad or toxic leadership is directly related to
negative outcomes on the employees that are mainly psychological and performance-related effects in
organizations such as lower levels of organizational commitment, unfair promotions, injustice
perceptions, role conflicts, interpersonal deviance and poor work-related attitudes among employees or
teams and decreased job satisfaction, job dedication and work motivation because bad, unbalanced
leaders often abuse subordinates by yelling, criticizing publicly and ridiculing, that surely destruct their
self-confidence, self-respect self-worth and self-efficacy. Dobbs and Do (2019) claimed in their study
that abuses of leadership and authority in various organizations such as within business, politics,
education, and the military have been regarded as the dark side of leadership and a range of forms of
bad leadership constructs are listed as abusive, unethical, or bad that they finally undermine the best
interest of the organizations. It has also been argued that the systematic and repeated destructive
behaviors employed by a bad leader that violate the legitimate interest of the organization by
jeopardizing and sabotaging the organization’s goals, tasks, resources, and effectiveness and
subordinates’ wellbeing, motivation, job involvement or job satisfaction as well.

To be precise, it is so certain that not everyone has been blessed with the chance to be managed by
influential, balanced, and competent leaders. Unfortunately, bad, overambitious leaders are so prevalent
that a lot of employees throughout the world meets them and must work with them. The striking fact is
that some high-profile leaders missed opportunities to provide thoughtful vision and strategy to their
organizations in history and sometimes led to huge failures and costs that cannot affordable. According
to information given above, bad leaders not only destroy themselves in the end but also employees’
faith, involvement, wellbeing, willingness, and engagement of the employees and in the end the whole
organization too. Especially when they are overambitious and passionate for unrealistic success maybe
just for being appreciated and only for self-satisfaction, they usually lose control and show lack of
direction and transparency while making decisions and finally they begin to overlook the organizational
growth goals, how to get there or how to stay afloat so it causes loss of faith of the employees. Then, if
the employees think that their leaders are reckless and don’t even listen to them about the things go
wrong, they might think of leaving the job and it leads to higher levels employee turnover and huge
hidden costs like employee burnout or loss of the company’s reputation.
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CONCLUSION AND RECOMMENDATIONS

This study has focused on the well-balanced leadership within the concept of the Greek myth, the Icarus
paradox in management, for pointing out the qualities of a balanced leader. Having a healthy degree of
ambition and keeping over-excitement under control are the key factors for the balanced leaders. Of
course, ambition will help leaders succeed, but it might also threat the organizational well-being on the
whole if it’s not driven by well-balanced, rational leadership. So, ambition is just like a double-edged
sword for leaders since they have genuine goals in the beginning but over-ambition or aggressive
ambition might result in organizational disaster, because unbalanced, irrational leadership might begin
to torture their followers by overlooking their needs and rational demands at the expense of benefits of
the organization. So to speak, it can be argued that reaching the summit of Mount Everest mustn’t be
meant that throwing one’s body down the mountain, it's about climbing with care, persistence and logic
not with unreasonable ideas and reckless acts. So, it can also be claimed that, perfection is not attainable,
but if perfection is pursued excellence can be caught. In conclusion, one must bear in mind those
authentic, well-balanced leaders are well aware of that they aren’t driven by their own, selfish, personal
ambition but they’re driven by the mission of the organization and they also realize that being over-
ambitious is a terrible substitute for mission.

The successful management depends certainly on the true leadership and it is regarded as the most vital
factor for organizational achievement in today’s business environment, in an increasingly global,
competitive, complex, and volatile world, the authentic leadership is a critical fact for all organizations
(Higgs, 2009). All in all, leaders have a substantive effect on the individuals around them, the culture of
the workplace and the performance of their organizations and their role is to develop its strategies or
make those strategies a reality. Individuals in the organization rely on them to lead and manage in ways
that create a culture that supports problem solving and the long-term effectiveness of their organizations.
They usually observe the organization’s day-to-day operating system and culture and keeping it aligned
with values and the mission carefully and permanently because it enables leaders to achieve
organizational goals. Leadership is mainly associated with action and decision making and a leader
always makes decisions in order to guide and motivate the teams aiming at responding to a particular
set of situations and circumstances such as solving problems in the organization (Lawrence, 2010).

In short, for a balanced leader, firstly, it’s very important to navigate between the polarities in
organization wisely because sometimes the ideas will vary, and followers may have different solution
offerings for the same challenge. Neither of the ideas might be right or wrong but a well-balanced leader
is able to take pre-emptive precautions to avoid potential clash of ideas or conflicts among teams in the
organization by weaving back and forth, in a word, shuttle diplomacy, without offending anyone since
polarities sometimes cannot be solved. Additionally, another distinguishing quality of the well-balanced
leaders is earning the trust of every one of employees by sincerely and truly respecting and loving them
and the followers really perceive and share the same feelings about trust. Building trust across the whole
organization and even with the clients will result in positive organizational outcomes since well-
balanced leaders involve their employees in the decision-making process, execute accordingly, and share
the success with them. Besides well-balanced leaders never think of their employees to share the
responsibility for making the wrong decision and failures because they always regard the failures and
consider how to overcome or change negative outcomes instantly. Therefore, here are some solutions
for not missing the mission and being a true, well-balanced leadership:

Schroeder (2019) also stated that it is obvious that intelligence is vital for the ideal leadership but the
intelligence itself is not always the only key for the ideal leader because the distinguishing feature of
true leadership is the intellect to question anything dealing with the organizational environment and its
surroundings. It can be argued that intelligence is regarded as obtaining information from individuals
before anyone and reproducing and applying it in one’s position. So, it can be assumed that apart from
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mere intelligence, intellect is one of the most striking qualities of a good leader because ideal leaders
usually think and question issues eminently and can make the key decisions, yet they are often reluctant
to follow the herd unconsciously.

Mayfield and Mayfield (2017) again argued in their study that active communication is another key
factor in ideal leadership. Having effective communication skills and using properly at workplace help
to create creative working environment because ideal leadership usually employs better communication
skill and it can help employees to develop creative ideas and creative actions while they are performing
their duties and so, it enhances a follower’s confidence in their leader, promotes emotional support and
cooperation among employees and all of these also help to build more trust among employees because
healthy communication at workplace enables freedom of speech and thought.

Moreover, balanced leaders usually care their followers personally, but it does not mean that they
become close friends with them. By setting the boundaries well with them, leaders also take their time
to get to know about such as their future career plans, their family, hobbies and what really motivates or
upsets them, caring about them as a person and make them feel as they are important for the organization.
Finally, well-balanced leaders also attract the attention by balancing their personal needs with other
individuals’ needs in their organization, by keeping an optimistic view, while remaining realistic every
time, by cultivating consistency, while keeping up with the changes and technological advancements,
by showing empathy to others and by taking chances and doing the right thing at the right time. They
learn from their mistakes, never think of buck passing and they are also distinguished by having
emotional equanimity and a good sense of humor. To be concluded, well-balanced leaders always know
what they don’t know since they think that learning is a continuous process in their entire professional
life, and it never stops even when they become an organizational leader and so, they always quest for
self-improvement and opportunities for their professional development. Last but not least, Pozin (2014)
emphasized in his article for the qualities of a well-balanced leader, he cited the quote from Jim Rohn,
as "The challenge of leadership is to be strong, but not rude; be kind, but not weak; be bold, but not
bully; be thoughtful, but not lazy; be humble, but not timid; be proud, but not arrogant; have humor, but
without folly.".
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GENISLETILMIS OZET

Bu ¢alisma, orgiitler icin ideal, dengeli bir lider nasil olmali sorusuna kavramsal bir ¢ergeve ¢izerek ve
antik bir Yunan mitolojisi olan Ikarus’un hikayesini temel alarak, ¢dziimlemeler getirmis ve sonug
boliimiinde dengeli bir lider nasil olunabilir konusunda 6nerilerde bulunulmustur. Mitolojiye gore
Daedalus ve oglu Ikarus, kral tarafindan hapsedildikleri yiiksek bir kuleden, kuslardan diisen tiiyleri
biriktirip, balmumuyla birlestirip, kendilerine kanatlar yaparak, adadan kagmak i¢in, aday1 saran denizi,
iistiinden ugarak gegmeyi planlamislardir. Nasil ki mitolojide, ikarus’iin havada yiikselisine, balmumu
ve kus tiiyleriyle yapilmig olan kanatlar izin vermisse, babasinin tiim uyarilarina ragmen, ugmanin
vermis oldugu mutluluk ve hi¢ tatmadigi bir duygunun hazzina yenilerek, kisisel, yanlis bir kararla, gok
yiikseklere ¢ikmis ancak onun ugmasini saglayan bu kanatlar, balmumunun erimesiyle diismesine ve
denizde bogularak 6lmesine neden olmustur. Bu hikayeden ¢ikarilmasi gereken sonug ise, babasinin ¢ok
algaktan sakin u¢gma denizin nemi balmumuna zarar verir ve diigsersin, ¢cok yiikseklere ¢ikma giines
kanatlar1 birbirine baglayan balmumunu eritir yine diisersin demesine ragmen, oglu Ikarus, goge
yiikseldik¢e heyecanlanmis, giinese ulasma hirsi onu kendinden gegirmis, kisisel arzusuna yenilip,
babasinin tiim uyarilarina kulak asmayarak, kontrolsiiz davraniglara devam etmis ve kanatlarindaki
balmumu erimis, babasi Daedalus’un gozleri oniinde denize diiserek kendi sonunu getirmistir. Bu
calismada ikarus paradoksu, giiniimiiz liderleriyle 6zdeslestirilmis, bir lideri lider yapan dzellikleri, lider
sayet Orgiitsel hedefleri higce sayip, yanlig kararlar vermeye baslarsa veya kisisel hirslarina ve
mutluluguna yenik diiserse, duygularin karar verme siirecini etkilemesine izin verirse onun basarisiz
olmasina ve hatta orgiitiin biiylik zarara ugramasina veya yok olmasina neden olabilir.

Ik olarak bu calismada, gercek dengeli bir lider nasil olmalidir sorusuna cevap aranmustir ve kotii
liderlik 6zelliklerine de 151k tutulmustur. Liderler, kendilerini takip edenler iizerinde olumlu etkide
bulunurlar ve onlara ilham verirler. Ayn1 zamanda bir lider, diger bireyler {izerinde samimiyet, diiriistliik
ve giiven hissi olusturarak bireylerde olumlu etkide bulunan kisidir ve yonetimi altindaki kisilerin sadece
gorev ve sorumluluklarini yerine getirmelerinde olumlu etki yapmaz, onlarin sosyal ve aile hayatinda
da olumlu izler birakir. Ciinkii, gercek bir lider sadece hedeflerine ulasma da idealist degildir ve iletisim
kurdugu tiim bireylerin refahimi diisiiniir ve onlarin da hayatlarindan mutlu olmasini ister ve empati
kurmanin ¢ok 6nemli oldugunu da bilirler. Kisacasi, dengeli, gergek liderler farkindalik diizeyi yliksek
diizeyde olan kisilerdir ve kendi zayif ve gii¢lii yonlerini ¢ok iyi bilirler ve yapmak istedikleri isleri ve
ulasmak istedikleri hedefler konusunda akillari ¢gok nettir ve kendi kisisel hirslarina yenilmezler.

Acikeasi, giiniimiiz diinyasinda, 2020’lerde bas dondiiriicli diizeyde teknolojik ilerlemeler meydana
gelmis, insansiz hava araglar1 sadece savunma sanayinde degil, kargo teslimatinda kullanilmaya, organ
nakli bekleye hastalara bekledikleri organi ulastirmada umut 15181 olmus, kripto paralar ortaya ¢ikmis ve
otonom araglar trafikte goriilmeye baslanmistir. Yani, teknolojik gelismeler, artik insan hayatinin tiim
alaninda ve kiiresel capta yenilikler getirmistir. Bu hizli degisim riizgarinin etkileri, nihai tiiketicilerin
iirlin ve hizmetlerden beklentileri kapsaminda ve sosyal yasamda meydana gelen degisiklikler
ortaminda, her konuda yorum yapan, her soruya cevap veren sadece karizmatik liderler degil, sorumlu
olduklan orgiitlerini 6grenmeye, denemeye, cesaretlendirmeye ve degistirmeye odaklayabilen, 21.
yiizy1iln liderligini yeniden tanimlamay1 gerektirmistir.

Bu baglamda, bu c¢alisma, liderlerin 21. yiizyilin gerektirdigi, sahip olmas1 gereken, 6rnegin teknolojik
gelismeler ayak uydurma, yeniliklere agik olma, hizli gelismelere uygun zamanda ve yollarla karsilik
verebilme gibi Ozelliklerin yam sira, bilgi paylasimin gittikce hizlandigr gliniimiiz diinyasinda,
caliganlarin ¢agin kosullarma uygun bir sekilde yonlendirmesini saglamasi ve ideal ve daha dengeli
liderlik 6zelliklerine sahip olunmasini vurgulamaktadir. Bunlara ek olarak, temel liderlik 6zelliklerinin
yan sira, hizla degisen diinya gercekliklerini kabullenebilen, kendi hirslarina yenik diismeyen,
hedeflerde de alt sinirlara asla odaklanmayan, uzun vadeli hedeflere sahip, iyimserlik, cesaret, umut,
esneklik ve 0z-biling nitelikleri tasiyan, aym zamanda iyi bir dinleyici ve karsisindakilerin,
caligsanlarinin fikirlerini dikkate alan, empati duygusu gelismis, adil ve dengeli kararlar veren diiriist,
siirekli olarak arastiran sefkatli ve prensip sahibi liderlere daha fazla ihtiya¢ duyulmaktadir. Aksi halde,
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liderler, orgiitsel hedeflere ulasmada giicliik yasayacaklar, tipki Ikariis paradoksu gibi agmazlar
yasayabilecek, yanlis kararlar verecek veya kisisel hirs ve arzularina yenik diiserek sadece kendisinin
yasayacagi bir basarisizlik degil ¢aliganlarin ve sonunda orgiitiin biitlinsel olarak karsilagabilecegi biiyiik
bir basarisizlikla yiizlesebilecektir.

Sonug olarak, bu ¢aligma, giiniimiiz diinyasindaki liderlerin sahip olduklar1 6zelliklerin yani sira, giiclii
ve zayif yonlerinin farkinda olan, sadece gii¢lii yonlerine odaklanarak kisisel hirslarina yenilmeyen,
orgiitte seffaf ve giivene dayali iligkileri tesvik ederek hem kendinde hem de takipgilerinde 6zgiiven,
iyimserlik, ahlaki degerler, duygusal zeka ve umut gibi olumlu insani duygulari benimsemeli ve tiim
orgiitte bunlar tesvik etmelidir. Zira, glinlimiizde ¢alisanlar 20. yiizy1l diinyasindaki liderlik anlayisini
ve uygulamalar1 artik benimsememektedir, yani calisanlar artik klasik planlama, kontrol ve komut
asamalarii benimseyen tekdiize liderlerine tahammiil edemeyecek kadar degismislerdir. Kisaca, artik
liderler siirekli kendilerini gelistirmeli ve yeniliklere agik olmali, ayn1 zamanda liderler pozitif enerji,
samimiyet, ahlaki karakter, diiriistliik, 6z disiplin anlayisi, iyi bir dinleyen, acik ve seffaf amaclara sahip
olma, empati kurma, kisisel hirslarina bagkalarini kurban etmeme, iyimserlik, cesaret, umut veren,
giivenilir, esneklik ve insani degerlere sahip olma gibi niteliklere sahip olmasi ve bunlar1 Grgiitiin
tamamina inandirmasi gerekmektedir.
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