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There are two big problems related to leadership today: unequal representation and
high failure rates among leaders. This conceptual paper argues that commonly shared
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leadership culture were explained, we introduce a multilevel, multi-actor process model
named the bottleneck metaphor of leadership culture. This metaphor describes how
leadership cultures are co-constructed by multiple actors based on their involvement
in leader selection and reproduce themselves in groups over time based on emergent
leaders’ characteristics. Next, a diagnostic tool called “the leadership mirror” is proposed
for organizations that want to assess their leadership culture’s current state as a
starting point for further interventions. Specific suggestions are made for various actors,
ranging from individuals to organizations, for their possible roles in preventing undesired
leadership cultures.

Keywords: leadership emergence, organizational culture and climate, cultural change, leadership metaphors,
bottleneck effects, diversity in leadership, leadership crisis

INTRODUCTION

“One of the key problems today is that politics is such a disgrace, good people don’t go into
government. #WhylmGettingIntoGovernment” Donald Trump, 45th President of the USA.

“People want an authority to tell them how to value things, but they choose this authority not
based on facts or results. They choose it because it feels authoritative and familiar.” Michael Burry,
the first investor to recognize and profit from the American Mortgage Crisis in 2008.

Leadership is a significant factor in the success of groups of people in many levels, from small
teams to companies, countries, and international organizations (Hogan et al., 2018). Today, there
are two perpetuating problems of leadership. The first one is that toxic, abusive, and destructive
leaders keep getting selected and followed despite the harm they cause (Lipman-Blumen, 2005,
2006; Padilla et al., 2007). Besides rarely leading their groups to their objectives in a sustainable
manner, such leaders cause distress and negative consequences for many of their followers
(Kili¢ and Giinsel, 2019). Although there are some successful leaders, leadership failures abound;
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research shows that leadership failure rates are much higher
than ideal (Aasland et al., 2010; Hogan et al., 2010). The second
issue is the inequality in representation in leadership positions
(Bebbington and Ozbilgin, 2013). Despite societal shifts in recent
years, leadership is still exclusive and mostly reserved for a few
elites like rich and privileged white men (Eagly and Chin, 2010;
Randsley de Moura et al., 2018).

The common point of these two issues is persistence. Their
existence continues despite all the efforts and resources spent
to prevent them, such as leadership development programs in
organizations and equality measures taken by the governments
(Bullough and de Luque, 2015; Hogan et al., 2018). Why do
these issues persist despite all efforts to eradicate them? What do
individuals and organizations do to eliminate them and alleviate
the inequality and ineffectiveness associated with leadership?

This conceptual paper provides answers to these questions.
It uses literature from various fields and disciplines, such
as industrial and organizational psychology, business and
management, political science, sociology, and economics. The
paper’s main argument is a gestalt of shared values, assumptions,
and beliefs about leaders and leadership endorsed by many
humans. In return, this universal leadership culture causes and
maintains these two seemingly unrelated problems.

People do not make leadership-related decisions in social
isolation (Lord et al., 2020). Therefore, to fully understand these
decisions and their roles in leadership-related problems, we need
to start thinking about the leadership cultures surrounding such
judgments (Day et al.,, 2014). Furthermore, the current issues of
unequal representation and high leadership failures oblige us to
identify the mechanisms that produce leadership cultures (Hogan
et al, 2018). This objective requires a broad perspective to
consider the complex, multi-actor nature of the co-construction
of leadership cultures over time (Castillo and Trinh, 2018) and on
different levels ranging from team to universal (Lord et al., 2020)
based on the characteristics and decisions of the multiple actors
involved in recruitment processes (April et al., 2010).

Studies  investigating the existing leadership-related
assumptions and beliefs are still mostly limited to the individual
level and focused on how these affect individuals' leadership-
related decisions (Lord et al., 2020). In addition to that, most of
these studies ask how people judge others, but not their own,
leadership prospects based on the perceived fit to leadership-
related values, assumptions, and beliefs (Epitropaki et al.,
2017).

However, individuals’ assessments of self-compatibleness to
leadership roles are equally important as their judgments about
others regarding leader emergence (Hoyt and Murphy, 2016;
Epitropaki, 2018; Aycan and Shelia, 2019). Hence, this paper
aimed to discuss the characteristics of underlying leadership
cultures that affect self- and other-directed leadership judgments
that lead to leader emergence in groups. Furthermore, research
on how assumptions and beliefs take shape and form on the
individual or shared level is still nascent (Day et al, 2014;
Wellman, 2017; Acton et al., 2019). The current paper aimed
to provide theoretical answers to how leadership cultures take
shape and change over time. It also discusses how organizational
leadership cultures can be improved based on different actors’

decisions and behaviors that lead to leadership emergence (April
etal., 2010).

The current paper first defined leadership culture and
explained it on several levels: individual to universal (or global).
Then, the possible ways that leadership cultures might influence
leadership-related decisions and outcomes are reviewed.
Next, a multi-actor, multilevel process model, the “bottleneck
metaphor of leadership culture,” is proposed. It describes how
leadership cultures are co-constructed and reproduced over time,
perpetuating the two previously mentioned problems. Afterward,
a diagnostic approach, “the leadership mirror,” is described for
organizations that want to assess their leadership culture’s
current state as a starting point for possible interventions. The
section before the closing section includes several suggestions
for various actors (i.e., existing leaders, followers/possible future
leaders, and organizations) about developing better leadership
cultures. The paper concludes with a discussion of potential
implications of the new metaphor for future research directions.

THE CONCEPT OF LEADERSHIP CULTURE

Leadership culture is defined as the shared values, assumptions,
and beliefs about leaders and leadership that help members of
an organization decide and behave accordingly in leadership-
related matters (Day et al, 2014). In other words, it is a
shared understanding of ideal and typical leaders. These include
the spoken and unspoken norms that determine how leaders
should behave and who are expected and allowed to be the
group’s leaders.

The concept has its theoretical roots in the theory of leader
categorization (Lord et al., 1984). This well-known theory asserts
that individuals hold assumptions and beliefs, namely, implicit
leadership theories (ILTs), about leaders and leadership (Day
et al., 2014; Lord et al., 2020). Leadership culture forms when
many organization members share similar assumptions and
beliefs about leaders and leadership (Day et al., 2014).

Although its original conceptualization refers to the shared
understandings of leadership on the organizational level (Day
et al., 2014), the concept applies to groups at any level in theory.
For example, within the scope of a well-recognized research
project called GLOBE Study of Leadership (House et al., 2004),
researchers modified the concept of ILTs to address leadership
values shared at the national level. The resulting construct was
called “culturally endorsed implicit leadership theories” (CLTs)
and was used to measure and compare different countries’
leadership cultures.

However, CLTs based on the individual-level construct of
ILTs might not fully capture the whole of leadership culture.
In addition to shared values about leadership included in the
GLOBE Study, leadership culture also encompasses assumptions
and beliefs about who should be the leaders and how leaders
are expected to behave (Day et al, 2014). However, these are
not included in CLTs (Hanges and Dickson, 2004; Javidan et al.,
2010). Still, the GLOBE Study is critical because its findings
indicate that distinct leadership cultures may exist on the national
level while uncovering six dimensions of leadership-related
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values that are common cross-culturally, which implies some
degree of universality in the human understanding of leadership
(Hanges and Dickson, 2004; Day et al., 2014).

Universally shared understandings about leadership may
include some of the deepest, almost instinctual presuppositions
about leadership. These must be the hardest to challenge and
change. Possible examples may comprise commonly observed
associations of leadership with dominance (Maner, 2017), power
difference (Vanderslice, 1988; Wolff and Keith, 2019), hierarchy
(O’'Toole et al., 2002), gender (Schein et al., 1996), charisma
(Menges et al., 2015; McKee et al., 2017), and perks and privileges
like fat paychecks and high levels of social prestige (Regan, 2016).
Although there are variations, such pairings with leadership are
observed in almost every culture (Den Hartog et al., 1999). In
terms of leadership understanding, these consistencies among
different nations and societies show that humans might be
sharing a universal (or global) leadership culture.

On the more macro levels, universal and national leadership
cultures can encourage specific categories of individuals
(Epitropaki, 2018) to aspire for leadership positions more
than others (Davies et al, 2017; Badura et al, 2020). They
can also intimidate certain groups of candidates. Women and
introverts, people with disabilities, and those with disadvantaged
socioeconomic backgrounds that do not match the collective
expectations for leaders and leadership might be more worried
about leading (Bebbington and Ozbilgin, 2013; Epitropaki, 2018;
Aycan and Shelia, 2019). Besides influencing self-assessments,
shared understandings about leadership can also affect opinions
regarding the suitability of different categories of candidates in
leadership roles and cause stereotypes to occur (Lord et al., 2020).
Due to the anticipation of these stereotypes, various groups of
people, such as males and females, might feel that they fit and
perform differently under different leadership cultures than each
other (Eagly et al., 1992, 1995).

Similarly, in more micro scales, judgments about the same
targets’ (self and others) appropriateness for the different
leadership positions and roles might change due to the different
leadership cultures perceived to be surrounding the seat in
question (Aycan and Shelia, 2019). Candidates who are unwilling
to accept offers of particular leadership positions might respond
differently to an offer of another rank in the organization
or similar positions in other companies (Epitropaki et al,
2017; Zaccaro et al., 2018). Therefore, what matters for each
candidate might be the degree of the perceived fit between their
values, assumptions, and beliefs and the perceived leadership
culture of the particular leadership position (Day et al., 2014).
Candidates might reject offers based on the long working hours
and the anticipated possibility of work-life imbalance (Aycan
and Shelia, 2019) because of the expectations mandated by the
surrounding leadership cultures to leaders. Like any other beliefs
and assumptions, these beliefs should also be considered as
included in the perceived leadership culture of the position in
question (Day et al., 2014).

The same logic for micro levels also applies to differing
suitability judgments for different categories of people other
than the self in terms of the perceived fit between them and

various leadership positions based on leadership cultures (Ayman
and Korabik, 2010; Badura et al., 2020; Lord et al., 2020). For
example, people tend to associate certain leadership positions
more with male and female genders (Ayman and Korabik,
2010). A wide variety of personal and position-related factors
can affect these fitness assessments, like the demographic and
personality characteristics of targets and the role expectations
and working conditions/hours for the leadership position
(Ayman and Korabik, 2010; Badura et al., 2020; Lord et al,,
2020). Consequently, people from different categories might be
judged as more or less suitable for leadership roles surrounded
by different leadership cultures (Ayman and Korabik, 2010).

Leadership culture is different from the traditional approaches
to study cultural change, such as Schein’s classic book on the role
of leaders in the production of organizational culture (Schein,
2004) or Schneider’s attraction-selection-attrition (ASA) model
(Schneider, 1987) that explains the role of members’ personalities
in the organizational culture change. It is relatively freer from
some of the criticisms directed toward Schein’s and Schneider’s
works that criticize organizational culture as a too complex
and comprehensive construct to be only explained by leaders’
influences or the personalities of members (Hofstede, 1986;
Edwards et al., 2006).

Instead of dealing with a broad concept of organizational
culture with more comprehensive but more challenging to define
boundaries, the idea of leadership culture is exclusively about
how leadership is defined and understood and the what are the
expectations for leaders in a group (Day et al., 2014). This way,
it deals with a much less complicated and more easily definable
construct than a concept like the organizational culture that
includes much larger numbers of factors than leadership culture
(Day et al,, 2014).

Although it is more straightforward than the broader concept
of culture, measuring leadership culture is still not an easy
task (Day et al, 2014). When leadership culture is measured
directly with self-report questionaries, organizational members
may deliberately or unintentionally provide inaccurate answers.
This problem occurs possibly due to the distinctions between
espoused and in-use assumptions and beliefs (Argyris, 1976a,
cited in Argyris, 1976b; Schein, 2004, cited in Schein, 2004)
that shape the group’s leadership culture. Espoused leadership
theories represent the group’s ideas about leadership, a state
where group members collectively wish to be at (or pretend to
wish) in leadership (Schein, 2004).

In contrast, in-use theories are the ones that are currently
operating and affecting the leadership outcomes of the group
(Schein, 2004). Ideally, these two are aligned, but measuring
leadership culture may be especially difficult when they are
not. Like people, organizations also want to appear socially
desirable (Brown et al., 2006). Thus, value-laden declarations
by organizations, such as value charts and vision and mission
statements, might not always reflect the truths about their real
leadership culture. Sometimes, organizational members might
not even be aware that what they think they have does not match
the leadership culture they have (Brown et al., 2006; Day et al.,
2014).
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LEADERSHIP CLIMATE

Leadership culture is defined and used together with a parallel
construct: the leadership climate, which refers to how a given
group of people perceive and experience their group’s leadership
culture (Day et al., 2014). It is an interface in which members
use their assumptions and beliefs about leadership to perceive
and interact with the collective’s leadership culture that developed
over time. In other words, the leadership climate is produced
and experienced within each cross-section of time. In contrast,
leadership culture is the longitudinally accumulated product of
many interactions in past leadership climates (Day et al., 2014).

There is a recursive relationship between leadership culture
and climate. Leadership culture, coupled with members’
leadership-related assumptions and beliefs that they bring into
the picture, serves as the underlying framework for the existing
leadership climate perceptions (Day et al., 2014). In return,
depending on the outcomes they produce, the current leadership
climate contributes to the future developments and changes in
the group’s leadership culture through the related decisions and
members’ actions over time (Day et al., 2014).

As a construct based on perception, leadership climate is
much more dependent on the current leaders’ characteristics
and the followers who interact with them (Day et al, 2014;
Swart-Opperman and April, 2018). Thus, a leader who does not
comply with the group’s leadership culture can cause a group to
experience an entirely different leadership climate than expected
from its leadership culture. Members can also experience a
misaligned leadership climate due to outside factors such as a
societal-level crisis or insider myths produced via gossiping and
inaccurate storytelling about leaders (Popper, 2012; Popper and
Castelnovo, 2018; Wantaate, 2019).

On the other hand, leadership culture is produced by past
leaders and followers who served in the organization over time;
thus, it is much more rooted and resistant to change. It has a
significant role in how the existing group members experience
the leadership climate. However, the future leadership culture
change can mostly come from the leadership-related decisions
and actions taken in the current leadership climate (Day et al.,
2014). Thus, the leadership climate is like the engine producing
the change in the group’s leadership culture in the long run.
Any attempt to change the leadership culture should start by
modifying the leadership climate in the desired direction. In
other words, misalignments between leadership climates and
cultures could be intentionally introduced to the systems to create
a change in leadership cultures (Day et al., 2014).

The author of the current paper argues that any human group
can have a distinct leadership culture and climate regardless
of its size and function. Although leadership cultures at higher
levels influence the lower levels, indigenous leader cultures
and climates of the smaller subunits under the larger shared
structures (i.e., organizational or national leadership cultures
and climates) can still exist. For example, different business
sectors operating in the same economy can have different
leadership cultures. Furthermore, organizations from the same
business sector located in different countries can share similar
understandings about leadership due to the shared nature of the
work they do.

Similarly, different departments and branches of
organizations can have distinct leadership cultures and climates
diverging from the organizational-level leadership culture due to
the particular leaders in those sections. Lastly, the two concepts
apply to the team level since different teams under the same
corporate umbrella can have different leadership types and
develop various leadership understandings (Scott et al., 2018).

Figure 1 presents the different levels of leadership cultures and
climates proposed in the current paper. Theoretically, leadership
cultures and climates that exist at higher levels influence the
leadership cultures and climates of the lower levels that they
incorporate. Likewise, changes in the leadership cultures and
climates at each level can trigger changes in their superordinate
levels.

As the bottom line, the leadership culture and climate
determine who will be the leaders or followers and what
kind of leadership types a group endorses and gets (Tom,
1971; Schneider, 1987; Schein, 2004; Day et al., 2014). Thus,
these two concepts might have theoretical links with critical
group outcomes, such as leadership effectiveness, representation
equality, and overall group performance. If human groups were
rational organisms, group learning mechanisms due to negative
or positive outcomes in terms of the group’s benefits (Rescorla
and Solomon, 1967) would improve any group’s leadership
culture over time. Unfortunately, the social and cognitive realities
of humankind are not that simplistic. People themselves, who are
the basic units of these group formations, are not entirely rational
beings in their decisions and behaviors (Tversky and Kahneman,
1974).

POSSIBLE SYMPTOMS OF EXISTING
LEADERSHIP CULTURES

There is no research that we know of which compiles and lists
all the widely shared assumptions and beliefs about leadership.
However, by looking at symptoms and figuring out what types
of people are more likely to become leaders in the current
conditions, it is possible to have a rough picture.

Indeed, some groups of people are represented more often in
leadership roles than others (Eagly and Chin, 2010; Bebbington
and Ozbilgin, 2013). Individuals who are male, heterosexual,
tall, attractive, and with privileged socioeconomic and racial
backgrounds become leaders more often than other people (Ilies
et al, 2004; Eagly and Chin, 2010; Bebbington and Ozbilgin,
2013). Specific personality characteristics such as dominance
and assertiveness increase individuals’ chances to become leaders
(Judge et al., 2009; Ensari et al., 2011). Other characteristics such
as agreeableness and introversion decrease the odds (Judge et al.,
2002; Dilchert, 2007; Spark et al., 2018).

Interestingly, having the so-called dark personality traits
(narcissism, psychopathy, and manipulativeness) also increases
the likelihood of becoming a leader (Babiak et al., 2010; Wisse and
Sleebos, 2016). Narcissistic and psychopathic personality traits
are about four times more prevalent among leaders than the
general population (Babiak et al., 2010; Smith and Lilienfeld,
2013; Wisse and Sleebos, 2016; Landay et al., 2019). These
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FIGURE 1 | The different levels of leadership cultures and climates.

Global Leadership Culture

National Leadership Culture

Organizational Leadership Culture

Departmental Leadership Culture

findings indicate that some people are welcomed for leadership
roles more than others.

Besides the unequal representation, other problems can
also be traced back to today’s universal leadership culture.
It might also be the reason behind the high prevalence of
unethical and exploitative leader behaviors and the alarming
rates of failure among leaders (Aasland et al., 2010; Hogan

et al., 2010). These performance-related issues might be due
to the gap between characteristics that predict an effective
leadership and the features that help to emerge as leaders (Hogan
et al., 2018). Universal leadership culture seems to favor the
latter more.

Research on leaders’ effectiveness suggests that good leaders
should be competent and good at communication and team
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building (Luthans, 1988; Dal B6 et al., 2017; Chamorro-Premuzic,
2019). They should be open to feedback and criticisms (Collins,
2001; Cain, 2012; Tost et al., 2013). Having integrity is a must for
effective leadership (Hooijberg et al., 2010). Being too dominant
or assertive is negatively related to leader effectiveness (Tost et al.,
2013). Instead, researchers suggest a healthy mix of humility and
motivation for leaders (Collins, 2001; Owens et al., 2015). They
must listen to what others think and need and be willing to
delegate when needed (Wang et al., 2014).

On the other hand, the literature on leader emergence depicts
a very different picture (Hogan et al., 2010, 2018). Political
ability and manipulativeness work better for success in emerging
as a leader (Luthans, 1988). Compared to the effectiveness
requirements, what is essential here is not necessarily being
but appearing confident, calm, and motivated (Hogan and
Kaiser, 2005). Some call this mixture of perceived characteristics
required for political and business leaders to emerge as the
fearless presence (Babiak et al., 2010) or the fearless dominance
(Lilienfeld et al., 2012).

Having facial features perceived as dominance signaling and
being tall and masculine are pros for emergence (Judge and
Cable, 2004; Anderson and Kilduff, 2009; Antonakis and Dalgas,
2009; Ensari et al, 2011). Instead of the healthy blend of
humility and motivation, people who are good at emerging have
a mixture of charisma and motivation that helps them to be
bold at claiming and getting into leadership positions (Collins,
2001). More puzzlingly, the candidates who are perceived to be
extroverted, assertive, and dominant and the arrogant, selfish,
and egoistic individuals appear as more leader-like in the eyes of
other people (Boudreau et al., 2001; Spark, 2020).

To sum up, today’s leaders, in many aspects, constitute a
homogenous group to some extent. Many leaders share similar
characteristics like narcissism, masculinity, and assertiveness
(Epitropaki, 2018). They are also usually from similar and
mostly specific socioeconomic status (SES) levels, ethnicities,
genders, and sexual orientations (Bebbington and Ozbilgin,
2013). Furthermore, a considerable portion of today’s leaders fails
in sustainably delivering positive results for the organizations
they lead (Aasland et al., 2010; Hogan et al., 2010). Polls indicate
that political and organizational leaders are among the least
trusted professions by the public in almost every society for the
last two decades, and the trust rates continue to decrease (Ipsos,
2019; Reinhart, 2020). At the same time, political discourses that
emphasize populism and tribalism are dangerously on the rise
and threaten the democracy in many countries of the world
(Mofftitt, 2016; Roth, 2017; Fukuyama, 2018).

All these problems about leadership that accentuate rather
than be on the mend indicate that there might be a deep-rooted
common cause that produces and maintains the undesirable
outcomes. What is worse is that things are going even worse
as time passes. Universal leadership culture, in other words the
assumptions and beliefs about leaders and leadership shared by
humanity, can be the underlying reason. These associations of
being and looking leader-like might be deeply ingrained in the
universal leadership culture. Even 5-year-old children’s decisions
reflected some of these when asked to select between the pictures
of actual candidates running in the elections (Antonakis and

Dalgas, 2009). They tend to choose dominant-looking candidates
to be the captains of their imaginary boats.

It is not the case that only leadership scientists know the
requirements of effective leadership. Laypeople also seem to
be aware of these characteristics; when the qualities of ideal
leaders are asked for, the answers resemble the findings of
the research on effective leadership (Kouzes and Posner, 2010).
However, candidates who make ineffective and unethical leaders
are repeatedly chosen (Hogan and Kaiser, 2005; Lipman-Blumen,
2005, 2006; Padilla et al., 2007; Aasland et al., 2010; Hogan
et al.,, 2010, 2018). This paradoxical situation again signals an
underlying, probably unconscious, and deeply internalized factor
that prevents us from making better decisions in leadership-
related matters (Brunell et al., 2008).

The universal leadership culture might be the factor that
causes people to select familiar and authoritative over factual
and beneficial without realizing their roles in creating adverse
leadership outcomes (Bligh and Kohles, 2012; Peus et al., 2012).
Today, researchers know that power can corrupt (Giurge et al,,
in press), even at the neurological level (Hogeveen et al., 2014).
However, it might be corrupting because of the deeply rooted
assumptions and beliefs about leadership. If humans want better
leaders than the current ones, the existing leadership cultures on
almost all levels that are more welcoming to the characteristics
related to success in emergence than effectiveness should be
modified or replaced with better alternatives.

Exceptions of this need for leadership culture change
only include a couple of particular leadership cultures. Some
leadership cultures might need to be preserved due to their
specific contexts that render authoritative and disciplined
leadership necessary (Popper, 2012). For example, teams
operating in the military, oil platforms, and other similar field
settings that require quick decisions and executions might be
better off with the existing leadership cultures.

BOTTLENECK METAPHOR OF
LEADERSHIP CULTURE

Readers might ask what are the origins of the leadership cultures
that we have today and need to change so badly? Why did
they develop into the way they are today? The current paper
focuses more on how leadership cultures can be improved to
provide more equality and effectiveness in leadership cadres.
Before moving to the intended and directed changes, we would
like to offer some possible answers to these questions.

There are three explanations that we can think of as to
why today’s universal leadership culture is more aligned with
qualities for leadership emergence than leadership effectiveness.
The first comes from the evolutionary perspective on leadership.
According to this view, today’s leadership emergence-related
qualities were functional for survival in human groups past
environments (van Vugt et al., 2008). Thus, these were naturally
selected and have evolved to become the qualities that people
unconsciously search for when they judge potential leaders
(White, 2011).
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The second explanation, which complements the first, comes
from the psychological perspective on leadership-related choices.
According to the idea, followers took comfort in leaders by
granting them the authority to deal with the world’s uncertainties
and unknowns on their behalf (Hogg and Adelman, 2013). People
need leaders who appear confident, sure, and authoritative in
uncertain times (Post, 1986). They hope that these strong,
sometimes tyrannical leaders are more cunning and less merciful
in dealing with outsiders and hostile groups than their relations
with in-group members (Haller and Hogg, 2014). Hence,
whenever the uncertainties increase, such as during crises
and war times, public support rates for these leaders increase
(Randsley de Moura et al., 2018).

The evolutionary explanation is problematic due to three
reasons. Some people might defend existing leadership cultures
and claim that we should preserve those. Because they are natural
selection products, they must be optimal (Salter, 1995; White,
2011). Thus, the evolutionary explanation can quickly lead to
the formation of naturalistic fallacies (Frankena, 1939), which
many right-wing ideologues cling to Salter (1995), claiming that
what is natural in terms of authority and leadership is equal to
what is right (White, 2011). Naturally, this is not the fault of the
evolutionary hypothesis per se, but its threat is real.

Secondly, not all products of evolutionary processes
are functional; there can be mismatches between today’s
requirements and what was useful in the past (van Vugt et al.,
2008). For example, in past environments, having a body that can
hold extra reserves in the form of body fat would be advantageous
in terms of survival (Power, 2012). However, in today’s changed
conditions, it might lead to obesity. Similarly, the authoritative,
dominant, and masculine leaders could be what human groups
needed in the past. However, they may have become obsolete
in modern conditions (van Vugt et al, 2008). Alternatively,
some evidence shows that instead of evolution, these might be
the products of modernity and produced by cultural evolution
after the advent of agriculture and large-scale societies (Garfield
et al.,, 2020). In one way or another, today’s business and work
environments are too fast-paced, uncertain, and complicated
for groups to trust and depend on a few persons abilities and
goodwill (Rodriguez and Rodriguez, 2015; Bawany, 2016).

Thirdly, theoretical arguments about the existence of group
selection as a natural selection mechanism are not concluded
yet (Jeler, 2015). Evolutionary mechanisms are supposed to work
through individuals’ survival and reproductive successes, not
groups (Wade, 1978). As previously discussed, leadership culture
is a group dynamic; thus, validation attempts of the existing
leadership cultures based on the evolutionary explanations
should be approached cautiously. If group selection exists, then
it becomes evident that human social evolution is the most
appropriate phenomenon for this mechanism to operate (Bowles,
2006). However, the claim of group selection leading to strong
authoritarian leaders requires making weak assumptions and
historical arguments about past environments of evolutionary
adaptiveness (van Vugt et al., 2008).

The psychological explanation must also be approached with
caution. It explains people’s preferences for certain types of
leaders in war and conflict situations. However, it does not

explain why authoritative leaders still exist even during more
prosperous and peaceful times. Besides, why these leaders are
still common in more micro levels like team and organization
levels, where there is no large-scale violence or wars, remains
unanswered. Therefore, this explanation might be useful in
explaining why certain types of leaders are preferred more
at certain times. However, it does not validate the current
leadership culture’s assumptions and nullify the apparent need to
change these.

The third explanation comes from an ecological perspective.
According to this perspective (Powers and Lehmann, 2014), the
agricultural revolution that happened around 10-13,000 years
ago introduced authoritative and dominant leaders to human
societies for the first time. Before the private ownership concept,
there was no mechanism to coerce individuals to obey authority
except physical force. People would simply leave the area to
hunt and gather resources in other areas instead of tolerating
dominance efforts plaguing a place (Garfield et al, 2020).
However, the agricultural revolution introduced the concept of
controlled access to resources, thus rendering domination to be
possible. After thousands of years of coercion, humans might
have developed familiarity with and fondness for hierarchical,
authoritative, dominant, and masculine leaders (O’Toole et al.,
2002).

Whatever the correct answer as to why people prefer certain
kinds of leaders, the author of the current paper leans toward the
idea that humans take their leader selection decisions based on
familiarity. Even the artificial intelligence (AI)-based recruitment
tool developed by Amazon Company had to be shelved after it
started to favor typical candidates for technical jobs (Amazon
ditched AI recruitment tool, 2018). The algorithm was designed
in such a way that it could learn characteristic features of
professions on its own using data available on the internet.

Unexpectedly, learning about job occupants’ typical features
led the program to make recruitment choices based on
demographics; thus, it became discriminatory. The next section
will discuss how leadership cultures can be intentionally changed
toward more desired directions to obtain leadership cultures
conducive to equality and effectiveness. It starts with a discussion
on alternative strategies in terms of efficiency and feasibility.

Changing the Leadership Culture

How can something as complex and deeply rooted as universal
leadership culture with a perpetuating and persistent nature
be changed? As mentioned in previous sections, anyone who
wants to improve the leadership culture should change the
leadership climate to create a misalignment between these two
structures. The critical question here is, which is the best level
to introduce misalignments to trigger a feasible, efficient, and
sustainable change in leadership cultures at many levels most
easily? Simultaneously targeting leadership cultures at all levels
would, of course, be ideal. However, this strategy would not be
feasible due to the massive amounts of resources required. We
believe that the best option to start a full-scale change in the
leadership culture at different levels is to target the organization’s
leadership climate and leadership culture.
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Targeting only the universal-level leadership culture would
not be realistic due to the massive scale of the required
interventions. On the other hand, targeting national-level
leadership cultures would require intervening in countries
politics. Thus, this strategy might face too much resistance from
the existing political leaders like dictators, who are unwilling to
give up their vast amount of power (Buchanan and Badham,
2020). Such leaders do not care about getting positive results
for the people; all they care about is preserving their grasp on
authority for as long as possible (Larcom et al., 2014).

For this purpose, some leaders even tend to engage in negative
selection. They deliberately promote incompetent individuals
to leadership positions and eliminate competent candidates to
prevent contenders to their rule (Egorov and Sonin, 2011). Not all
political leaders are dictators, of course, but as readers themselves
may have noticed; the current political panoramas are not very
promising. Most governments of today’s world have started to
look like “kakistocracies” (Abadjian, 2010; Okafor et al., 2014;
Adams and Crosby, 2017). It is a term used for government
systems controlled and ruled by the worst and least deserving,
the most incompetent, and the least ethical members of society
(Amorado, 2012).

On the other hand, organizational leaders are more open
to changes if they know that the changes will bring in profits
in the short term and sustainability in the long term (Kanter,
2003). Conveniently, change and innovation are frequently and
seriously discussed topics in the business world (Dunphy et al.,
2003; Arifin, 2020). Most humans living in modern societies
work in various organizations. Among other mechanisms, people
are mostly socialized to their societies’ culture by their family
members at a young age (Schein, 2004). If the organizational
leadership cultures start to change, employees might socialize
their children and young relatives to the new understandings
of leadership that they are exposed to at work. Thus, some
of the changes in the next-generation’s leadership cultures
on the national or even the universal level can be realized
based on modifications made at today’s organizational-level
leadership cultures.

Leadership Culture as Bottleneck

How the leadership cultures of organizations can be changed is
an important question. We propose that, unless measures are
taken against it, an organization’s existing leadership culture at
a given time point can act as a bottleneck. Getting rid of this
bottleneck might be challenging. This challenge is because of
its self-feedbacking nature, which possibly perpetuates the same
assumptions that limit who can desire leadership positions and
become the organization’s leaders.

As the first principle of the bottleneck argument, everyone,
regardless of whether they are insiders or outsiders to the
group, should be considered as a potential candidate for the
group’s leadership positions in theory. Thus, like other selection
processes in organizations (Truxillo et al., 2017), the candidate
pool’s initial diversity levels for leadership positions in terms
of various individual difference variables must be very high. In
principle, everyone, both the in-group and out-group members,

can be considered as potential leaders for the group regardless of
their characteristics.

However, individuals self-select themselves and become (or
not become) applicants for each leadership position (Epitropaki,
2018). These choices are made based on the fitness that
candidates anticipate between themselves and the leadership
culture of the position that they perceive (Day et al., 2014;
Lord et al, 2020). They reach some conclusions about the
underlying leadership cultures by observing the leadership
climates regarding these positions (Day et al., 2014). As discussed
in previous sections, the most apparent leadership culture
indicators are the existing leaders occupying the same or similar
ranks and positions.

Candidates observe the existing leaders and, whether
consciously or not, calculate an approximation of the position’s
leadership culture. Calculations are likely to be made based
on perceived traits of the past candidates who were welcomed
to the organization’s leadership positions (Cantor and Mischel,
1977). The ones who feel that their characteristics are compatible
should be the people who apply for the role. In contrast,
others might withdraw if they think they are incompatible with
the surrounding leadership culture (Day et al, 2014). Thus,
possible effects on the candidates’ self-nominations to leadership
positions constitute why the leadership culture might act as a
bottleneck that reduces the diversity in leadership positions. This
part is the first stage of the bottleneck of leadership culture.
In this phase, the existing organizational leadership culture acts
as a bottleneck on the candidate’s self-selection to compete for
leadership positions.

In addition to affecting candidates’ decisions to become
applicants, leadership culture can also influence the authorities’
decisions about which applicants to select and promote the
group’s available leadership positions. Like candidates, leaders,
or judges who choose them, also have opinions about the
group’s leadership culture based on their observations on the
current leaders’ typical characteristics in these positions. Thus,
the group’s leadership culture acts as a bottleneck, affecting
the group’s leadership emergence processes again. This part is
called the second stage of the bottleneck of leadership culture.
In return, applicants appointed as the group’s new leaders might,
directly and indirectly, affect the leadership culture perceived by
the candidates and judges in future selection scenarios. These
long-term effects constitute the third stage of the bottleneck of
leadership culture. In this phase, it reproduces itself through
the leaders it allows to emerge and gets even tighter and more
exclusive compared to its initial permeability.

Reproduction happens because the selected applicants
become the new authorities who steer the group as expected
from group leaders. They can now give directions, provide values,
and modify the group’s culture thanks to the new authority given
to them. It is also possible that they would be heavily involved in
selecting the group’s future leaders; thus, there is always the risk
of homophilic reproduction (McPherson et al., 2001). The term
refers to some leaders’ problematic tendencies of exclusively
attracting and selecting or promoting candidates who are very
similar to themselves in various individual difference variables
(Samdanis and Ozbilgin, 2020).
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Even if they do nothing directly, by just being themselves,
the existing leaders may affect the perceptions of whom and
how the typical leaders of the group should be. Thus, they
influence the perceived leadership climate and are considered the
embodiments of the group’s leadership culture. Consequently,
leadership culture becomes restrictive to diversity in leadership
positions not once but twice, affecting candidates’ decisions to
apply and leaders’ decisions regarding selection or promotion.
These restricting effects occur each time a leader selection
procedure takes place. Over time, they accumulate and change
the group’s leadership culture used in future leader emergence
processes; thus, it gradually gets less inclusive.

We decided to use the bottleneck metaphor to refer to
how leadership culture can restrict who become leaders in a
collective. The radius of its passing changes each time based
on the characteristics of the individuals who could emerge as
leaders. Inspiration for the metaphor came from the bottleneck
and the founder effects (Templeton, 1980; Lande, 1988) from the
population genetics literature (Templeton, 1980; Lande, 1988).
Together, these two concepts explain evolutionary outcomes of
sudden selection pressures, like natural disasters, that critically
reduce a population’s size between two generations and cause
genetic pools to lose diversity over time (e.g., Garoff et al., 2020).

In this line of explanations, the bottleneck effect refers
to sudden and arbitrary selection pressures and processes
that determine who survives (or selected) and who does not.
Examples of bottleneck events include earthquakes, floods,
wildfires, and similar disastrous events, eliminating some of the
population. The founder effect refers to the reduced genetic
diversity of the next generations due to the bottleneck events.
Bottlenecks and founder effects decrease the diversity of the
genetic pool of population when the selection pressures, by sheer
coincidence, cause only certain types of members to survive,
reproduce, and form the new genetic pool. The bottleneck
metaphor warns organizations that the leaders they choose today
can both influence the leadership climates of today and the
leadership cultures they will have in the future.

In social sciences, there were few incidents where similar
metaphors refer to selection scenarios that are deemed
dysfunctional because of their inability to provide desired
and targeted outcomes. For example, Fishkin (2014) used the
bottleneck metaphor to argue that selection procedures like
current university entrance exams must be illegitimate and
arbitrary. He argued that instead of achieving the intended
purposes, they act as bottlenecks reinforcing the existing
inequalities like underprivileged groups’ lack of access to societal
opportunity structures.

Just like the biological mechanisms explained previously,
leadership cultures might act as bottlenecks that create the
selection pressures and determine who becomes the next
generation of leaders and who does not? Leadership cultures and
climates on higher levels, like universal and national, constitute
the luggage people carry with them to their organizations. Every
person who joins an organization brings their ideas, or mental
models, about how things are and how they should be in the
world around them (Schein, 2004). Mental models are acquired
through the socialization processes that people go through and

tend to reflect the reinforced assumptions in their families,
national cultures, or previous groups (Schein, 2004). Through
intensive socialization processes, mental models become deeply
ingrained. Any changes in them require unlearning what
people already internalized (Schein, 2004). Thus, even when
there are efforts and precautions at the organizational level to
increase leadership cadres’ diversity and effectiveness, due to
the strong influences of deeper mental models acquired through
previous socializations (Hofstede, 1986; Schein, 2004), these
attempts might still look like swimming against the current.
Unless organizational-level leadership culture is continuously
monitored and supported in the desired directions, positive
effects are likely to vanish quickly (van den Brink, 2020).

The characteristics of the individuals who were able to emerge
as leaders under the existing assumptions and beliefs about the
organization’s leadership pose the future selection pressures in
the following leader selection and emergence scenarios. Thus, if
they are not checked continuously and intervened in, leadership
cultures tend to produce even more exclusivist versions of
themselves that constitute further bottlenecks in the future. In
other words, whether the current leadership culture constitutes
arbitrary bottlenecks for certain groups of people must be
checked. Otherwise, organizations cannot achieve maximum
potential in terms of leadership diversity. This issue can pose
profound fairness and effectiveness problems. Moreover, when
the effects of the universal and national leadership cultures
on the organizational leadership cultures through the luggage
the members bring into organizations are considered, the issue
becomes even more problematic. Higher-level leadership cultures
might further contribute to bottlenecks that cause the persistence
of unequal representation and high leadership failure rates
in organizations.

On the macro levels, the gains made at the universal and
national levels achieved in the past few decades in terms of
leadership effectiveness, equality, and diversity should be kept
under constant monitoring for their continuity due to the
harmful effects of cultural bottlenecks. Similarly, organizations
should consider the sustainability of the effects in the long
run rather than merely implementing short-term intervention
programs like diversity training with impermanent effects (van
den Brink, 2020). Figure 2 depicts how a given group’s leadership
culture acts as a recursive bottleneck decreasing the diversity that
exists in the group’s leadership positions over time.

Besides restricting diversity, which is beneficial for a group’s
overall performance by creating competitive advantages (Peteraf,
1993), bottlenecks can also negatively affect a group’s leader
effectiveness. Individuals who feel entitled to lead or see
themselves over group norms are more likely to snatch available
leadership positions. They are more inclined to apply and they
more easily get selected than the responsible candidates who
think a lot before acting (Grijalva et al., 2015).

These snatchers include individuals with dark traits (i.e.,
certain types of subclinical narcissism, psychopathy, and
manipulativeness), high levels of risk-taking tendencies, and
personality characteristics like dominance and assertiveness
(Ensari et al, 2011; Wisse and Sleebos, 2016). Being bold
is a critical factor in order to emerge as a leader (Nevicka
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FIGURE 2 | lllustration of how a given group’s leadership culture acts as a recursive bottleneck decreasing the diversity that exists in the group’s leadership positions
over time.

et al, 2011). Thus, some people are more likely to pass the the unequal representation issue. They also encompass some
bottleneck, although they do not deserve to lead more than the  of the less competent candidates who are not aware of their
other candidates (Lanaj and Hollenbeck, 2015). These include  shortcomings as much as more competent individuals are
men who feel more confident within the current leadership ~ (Dunning, 2011), contributing to the ineffectiveness problem.
cultures than women (Chamorro-Premuzic, 2019), adding to  As previously discussed, commonly shared assumptions and
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beliefs about leadership and leaders, namely, the universal- and
national-level leadership cultures, are usually more encouraging
and accepting of these people. Higher-level leadership cultures
legitimize some people (e.g., males over females) and traits more
than others (e.g., masculinity more than femininity; Ayman and
Korabik, 2010). These discrepancies in legitimacy perceptions
cause power and influence to be more easily given to typical
rather than atypical leaders (Samdanis and Ozbilgin, 2020). As
legitimate power is highly required for introducing changes
in organizational cultures (Clement, 1994), vicious cycles that
produce unequal leadership and ineffective leaders are more
likely than virtuous cycles even in organizations where these were
initially in good shape.

LEADERSHIP MIRROR

Since the idea of changing a leadership culture intentionally in
the desired direction is still in its early phases, we cannot provide
an exact recipe for potential interventions. However, we can
provide a diagnostic tool as a starting point for organizations
that want to assess and change their leadership cultures. We
named this method the “leadership mirror.” Its basic premise
is to identify groups of candidates who want and who do
not want to take leadership positions in an organization in
general or for a particular leadership position. These groups
should then be compared to each other based on the chosen
individual characteristics to see whether the existing leadership
culture acts as a bottleneck that discriminates in undesired
ways. These comparisons can be based on the demographics,
personality traits, individuals assumptions and beliefs about an
ideal leadership, or on various amalgams. The aim is to draw an
approximation of an organization’s leadership culture based on
the group differences between the candidates who want or who
do not want to apply.

To do that, organizations can ask the same question to
these people in different ways: whether they want to lead in
this organization in general or in specific leadership positions.
The use of available agentic constructs in the literature related
to leadership selection decisions, like worries about leadership
(WAL) (Aycan and Shelia, 2019) and motivation to lead (MTL)
(Chan and Drasgow, 2001), might be useful in obtaining more
nuanced assessments of leadership cultures.

WAL measures three different types of commonly observed
that individuals experience when they imagine
themselves being in a leadership position in the future
(Aycan and Shelia, 2019). These different concerns include
worries about failure, harming oneself and others, and not
being able to balance work, family, and other requirements of
life spheres.

MTL measures three types of motivations that people have
that make them aspire and pursue leadership positions (Chan
and Drasgow, 2001). The first motivation is wanting to lead
because of liking the concept of leadership and seeing it as a
part of the self-identity (affective-identity MTL). The second
dimension is wanting to lead because of a sense of duty

worries

and obligation felt toward the community (social-normative
MTL). The third dimension is wanting to lead because of not
being too calculative about the possible pros and cons related
to leading.

The WAL questionnaire’s referent structure is suitable for
modifying the survey questions to refer to the exact leadership
role that is asked of candidates to consider (Aycan and Shelia,
2019). MTL questions are, on the other hand, more about the
participants’ general trait-like motivational attitudes toward the
idea of them becoming a leader (Chan and Drasgow, 2001;
Bobbio and Rattazzi, 2006; Badura et al., 2020). Compared to
the MTL, the WAL is more of a state than a trait. Thus, it
might be more suitable for use as a tool within the scope of
the proposed application of the leadership mirror perspective in
measuring leadership culture. However, by adding one question
asking whether the participant wants the leadership position in
question or not, the MTL can also be a useful proxy measurement
of leadership cultures.

The WAL and MTL are reported to be orthogonal, meaning
they are independent of each other in terms of the variances
they explain in leader selection decisions. Thus, using WALs and
MTLs constructs together as proxy measurements of leadership
cultures would be the best practice of the leader mirror approach.
Previous theories and findings indicate that whether they assess
themselves or others, people have both avoidance and approach
motives in their leadership-related judgments (Kark and Van
Dijk, 2007; Van Quaquebeke et al, 2010). Moreover, such
decisions have two aspects: they can simultaneously depend on
value congruence and incongruence between individuals’ values
and those perceived to be dictated by the position (Schuh et al.,
2018). Using the WAL and MTL together coincides with both
types of such motives, thus capturing a more holistic picture of
the leadership culture.

Furthermore, both constructs’ multidimensional nature lends
themselves to even more detailed assessments of leadership
cultures. For example, people’s scores on the subdimensions of
WAL and MTL can be used in conjunction with each other to
identify candidate profiles by using the latent profile analysis
(LPA) method (Howard and Hoffman, 2018). This method would
give a more detailed picture of the types of employees who want
and who do not want a particular leadership position due to
the leadership culture they perceive. Alternatively, the scores
on the subdimensions of these two questionnaires can be used
to compare the profiles of the existing leaders to those of the
candidates and applicants (Auvinen et al., 2020).

Using the leadership mirror approach, organizations can find
answers to what categories of people want or do not want to
lead within them. Then they can learn the reasons behind these
by applying qualitative research methods such as focus group
interviews. They can use the information obtained to modify
the leadership cultures or perceptions about them in desired
ways. Hence, they can turn the leadership positions more alluring
for the targeted candidates and drive others away, even from
applying. This way, they can save time and money and increase
the applicant pool’s quality while monitoring future leadership
culture bottlenecks.
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IMPLICATIONS AND FUTURE DIRECTIONS

Different parties who have roles in forming and modifying
organizational leadership cultures might want to know what they
can do to prevent negative leadership cultures. In this section of
the paper, we will provide suggestions for each of these actors.

Individuals might think they are powerless and helpless
against the larger collective structures such as leadership culture
(Kossek et al., 2017). Atypical candidates must not forget that
their decisions and actions impact them and the collective
opinions about the groups they might represent in leadership
positions (Samdanis and Ozbilgin, 2020). Compared to the more
typical candidates, being selected as leaders will also be much
more challenging for them (Phelan et al., 2008). Suppose they
ever become leaders against all the odds. In that case, their
mistakes will be evaluated and judged much more harshly than
the tolerance shown to more typical leaders by communities
(Rudman and Glick, 2001). In addition to these, there is
always the risk of turning into a somewhat typical leader who
perpetuates the existing obsolete leadership culture existing in
human groups (Harvey, 2018; Baykal et al., 2020).

Still, there is hope. In other words, all possible candidates for
leadership positions, almost everyone besides the current leaders,
should be aware of the power and influence of their decisions
or the absence of them about pursuing and claiming leadership
positions on the surrounding leadership cultures. In a leadership
position, the presence of an individual, or lack thereof, is vital
to breaking the presumptions about who typically can be and
who cannot be in this role (Eagly, 2018a). Even getting selected
is not necessary to shatter groundless and harmful associations
in people’s minds regarding who can be and who cannot be the
leaders. Self-nomination and application to leadership positions
are also challenging these on their own (Mariani et al., 2015).
Considering the increased diversity rates in the candidate pool
of the following congressional elections, Clinton might have
sparked a social movement among women, youth, and other
underrepresented groups by losing to Trump in 2016 (Cargile
et al., 2020).

Existing leaders must be aware of their crucial direct and
indirect gatekeeper roles in creating and reproducing bottlenecks
of leadership culture (Broockman, 2014). It should always be
kept in mind that leaders influences within the scope of
bottlenecks are not limited to what they do or whom they
select and promote. These also include the things that they
choose not to do and the characteristics of the candidates
that they did not consider for the vacant seats. Moreover,
how followers and potential candidates perceive leaders’ and
organizations’ behaviors and decisions is essential (Jacobsen and
Bogh Andersen, 2015). Thus, current leaders should ensure that
they precisely convey the messages they want to communicate
regarding their organizations™ leadership culture to candidates
and applicants.

Organizations should acknowledge three things about the
leadership culture that can impose bottlenecks for much-
desired leadership diversity and effectiveness. Suppose the
group’s leadership culture is permitted to develop and change
in its natural course. In that case, bold candidates will

fill vacant positions sooner or later, despite their possible
shortcomings (Nevicka et al., 2011). The leadership cultures
of the organizations will increasingly become inconducive to
diversity and effectiveness over time. Thus, changes in them
should be continuously monitored and managed. Human
resource specialists working in organizations must ensure that
they always have a highly diversified group of leaders. Expecting
a homogenous group of leaders to select and empower a diverse
group of next-generation leaders is paradoxical (Bebbington and
Ozbilgin, 2013). The same warning also applies to the degree of
homogeneity in leader selection committees, even for the times
that these collectives consist only human resource specialists and
do not include leaders (Daskalova, 2018, 2019).

Secondly, organizations should not solely focus their attention
and efforts on one part of the big picture of the leadership
problems (Allio, 2007). Leadership culture is developed and
changed co-constructively. Thus, organizations must prioritize
developing better leadership systems and cultures simultaneously
while aiming for better leadership (Padilla et al., 2007; Day et al,,
2014). Instead of attending only to separate parts of leadership
problems, like unequal representation and lack of effectiveness,
they should work on improving both individual members and
organizational structures (Schein, 2004; Day et al., 2014; Kossek
et al., 2017).

Thirdly, companies must acknowledge that just because they
think they have a healthy leadership culture, it does not mean
that candidates perceive it similarly (Schein, 2004; Day et al,
2014; Jacobsen and Bogh Andersen, 2015). Having a conducive
leadership culture in terms of diversity and leader effectiveness
is not enough; candidates must be perceiving it in the same
sense (Schein, 2004; Day et al., 2014). This point is critical. The
order of events described in the bottleneck metaphor indicates
that sustained diversity in the candidate pools is the primary
condition to avoid overly exclusive leadership cultures harming
organizations. Organizations should guarantee that the right
678 messages about the leadership culture are broadcast and
transmitted. One rogue leader, or some baseless myths and
rumors about the group’s leaders and leadership structures, can
contort the candidates’ perceptions about the group’s leadership
culture in many negative ways (Foster, 2000; Popper, 2012; Day
et al., 2014; Popper and Castelnovo, 2018; Wantaate, 2019).

Governments and other policy-making agencies also have
their responsibilities in creating, maintaining, and developing
leadership cultures. Policies like quotas can be beneficial to
increasing diversity, but to reach their maximum potentials, they
should be supported with the right kind of leadership cultures
(Pande and Ford, 2011; Bullough and de Luque, 2015; Mélders
etal., 2018).

Otherwise, the places reserved for the categories of people
with specific demographics, like parliament seats allocated
to women, might be filled with individuals whose other
characteristics, like personalities, are compatible with the existing
obsolete leadership cultures (Fitzsimmons, 2012; Harvey, 2018;
Baykal et al, 2020). Solutions to leadership diversity and
effectiveness problems require radical changes in the prevailing
leadership cultures (Al Ariss et al, 2014). Candidates have
multiple combined characteristics like gender, sexual orientation,
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race, age, class, and ideology. Thus, instead of focusing on each
variable in isolation, sensible intervention policies must be based
on the intersectional understanding of individual differences
(Kamasak et al., 2019).

Furthermore, people should stop trying to fit women and
other less represented groups in leadership positions designed
according to the mainstream understandings about leaders and
leadership (Braun et al., 2017; Kossek et al., 2017). Existing
leadership cultures have mostly produced toxic, abusive, and
homogenous groups of leaders; thus, these need to change,
not the other way around (Beard, 2017; Hogan et al., 2018;
Chamorro-Premuzic, 2019). Besides, binary definitions of gender
and sexual orientation are outdated now. Thus, using binary
conceptualizations in the twenty-first century to generate
solutions for gender-related inequalities is a bit self-handicapping
and an inconsistent strategy (Eagly, 2018b; Bae et al., 2019).

Lastly, we want to discuss the bottleneck metaphor’s
implications for current and future research about leadership.
The bottleneck metaphor indicates that there can be possible
biases, especially in the findings of leadership effectiveness studies
that sample existing leaders. Thus, such studies might be prone to
various self-selection and survivorship biases (Brown et al., 1992;
Epitropaki, 2018). Thus, researchers must cautiously approach
these findings. The topic of reluctant leaders remains severely
under-investigated in the leadership literature (Epitropaki, 2018;
Aycan and Shelia, 2019). Future studies must extend the
leadership emergence literature to encompass not just applicants
but candidates as well.

Consequently, researchers who study leader effectiveness
should acknowledge that their participants are limited to those
who select themselves as leadership candidates. Thus, the results
might not reflect the full picture of leader effectiveness. Current
leaders might not be the best sources to investigate the negatives
about companies’ existing leadership cultures or the unfairness in
the leader selection processes. After all, the same bottlenecks that
they asked to identify and discuss are what produced them.

Naturally, discussing all the possible questions about
leadership culture and its bottleneck functions in leader selection
scenarios in just one conceptual paper is not an accomplishable
task. Readers should treat this article as an igniter that
hopes to draw attention to some of the less investigated
leadership literature topics. These include the impacts of shared
assumptions and beliefs about leadership, reluctant leaders, and
possible biases in the findings of leadership studies. The paper
will serve its purpose if it ignites further discussions and inspires
new studies about leadership cultures at different levels and
avenues where leadership exists.

Due to space-related concerns and lack of available findings,
some issues related to the concepts and ideas presented in this
paper were not covered. How leadership cultures at different
collective levels form and influence leader selection decisions
other than the organizational level need more discussion and
research. Similarly, essential questions like how differently the
bottlenecks operate in different leadership avenues, such as
political leadership, business leadership, and leadership in non-
governmental and voluntary organizations, remain unanswered.

The mechanisms of the bottleneck metaphor of leadership
culture discussed for organizations might operate differently

in political settings since relationships between followers and
leaders differ from each other in each arena. Political leaders
are more distant to their followers compared to organizational
leaders who closely and bidirectionally interact with their
followers almost every day; thus, the symbols and meanings are
much more important in political compared to organizational
leadership (Popper, 2012).

Future studies can also investigate the “as is” and “should
be” forms of leadership cultures at different levels to identify
the differences between the existing and the desired leadership
culture. This approach is the same as what the Globe Study did
to measure cultural value dimensions. Unfortunately, they did
not apply the same method to the measurements of leadership-
related values in this very comprehensive research project (House
et al., 2004).

Lastly, the factors causing the differences between the
perceived and the actual leadership culture and the effects of such
gaps on group outcomes promise lucrative research areas. We
already suggested some mechanisms: leaders who do not act in
parallel with the leadership culture that the organization wants
to adhere to or the myths and rumors created by gossiping and
inaccurate storytelling about leaders (Popper, 2012; Popper and
Castelnovo, 2018; Wantaate, 2019). Future studies on these and
other mechanisms that possibly cause differences between the
perceived and the actual leadership culture are severely needed.

Some of the ideas discussed in this paper can also pave the way
for a more situational understanding of leadership emergence.
Leadership researchers and practitioners, for a relatively long
time, are aware that leadership effectiveness depends not only
on the leaders but also on the conditions and settings that they
lead in Fiedler (1966), Sims et al. (2009), and Thompson and
Glaso (2018). These include individual characteristics of their
team members and team-level features (Swart-Opperman and
April, 2018). We should also start acknowledging that leadership
emergence-related judgments of individuals, when they evaluate
themselves and others, are too situational and contingent to
settings. Thus, human resource professionals and researchers
must not be quick to assume that candidates who do not want
a specific leadership position lack desire and motivation for
leadership. Their discomfort might be specific to the position;
in other roles or organizations, they might be in peace with
the idea of them being leaders. Hence, new theories of leader
emergence that better incorporate the possible contingencies
must be developed.

CONCLUSION

To sum up, collective assumptions and beliefs about leaders
and leadership, in other words leadership culture, might cause
unequal representation in leadership positions and high leader
failure rates. They might be resistant to change because they
simultaneously affect both the existing and potential leaders’
decisions in leader emergence processes.

Change in universal leadership culture can be accomplished
most efficiently by changing the current leadership cultures
existing at organizational levels. However, an organization’s
leadership culture acts as a bottleneck that only allows candidates
who perceive themselves and are perceived by others as
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compatible. Hence, these tend to reproduce themselves and the
leadership cultures seen at higher levels. It is possible to change
a leadership culture by introducing intentional misalignments
between the leadership culture and climate. The most obvious
indicators of the leadership culture underlying the leadership
climate in an organization are the perceived commonalities
among the existing leaders.

Organizations need to know how different groups of
candidates perceive their leadership cultures. They must figure
out who is or who is not attracted to their leadership positions.
They can use the questionnaires of the available agentic
constructs related to leadership emergence to obtain more
detailed answers to these questions. Lastly, leadership cultures
have their implications for many different actors on various
levels. Thus, the multilevel, multi-actor nature of co-construction
of change in leadership cultures must not be ignored when
theories and interventions are developed.

REFERENCES

Aasland, M. S., Skogstad, A., Notelaers, G., Nielsen, M. B., and Einarsen, S. (2010).
The prevalence of destructive leadership behavior. Br. J. Manag. 21, 438-452.
doi: 10.1111/.1467-8551.2009.00672.x

Abadjian, V. (2010). Kakistocracy or the true story of what happened in the
post-Soviet area. J. Eurasian Stud. 1, 153-163. doi: 10.1016/j.euras.2010.04.009

Acton, B. P, Foti, R. ], Lord, R. G., and Gladfelter, J. A. (2019). Putting emergence
back in leadership emergence: a dynamic, multi-level, process-oriented
framework. Leadership Quart. 30, 145-164. doi: 10.1016/j.leaqua.2018.07.002

Adams, K. A., and Crosby, A. (2017). The 2016 election, authoritarian childrearing,
and our suicidal trajectory. . Psychohist. 45, 2-11.

Al Ariss, A., Ozbilgin, M., Tatli, A., and April, K. (2014). Tackling Whiteness
in organizations and management. J. Managerial Psychol. 29, 362-369.
doi: 10.1108/JMP-10-2013-0331

Allio, R. J. (2007). Bad leaders; how they get that way and what to do about them.
Strategy Leadership 35, 12-17. doi: 10.1108/10878570710745785

Amazon ditched Al recruitment tool (2018). Amazon Ditched Al Recruitment Tool
That Favored Men for Technical Jobs. The Guardian. Available online at: https://
www.theguardian.com (accessed June 23, 2020).

Amorado, R. V. (2012). Kakistocracy. Asian Horizons 6, 21-40.

Anderson, C., and Kilduff, G. J. (2009). Why do dominant personalities attain
influence in face-to-face groups? The competence-signaling effects of trait
dominance. J. Personal. Soc. Psychol. 96, 491-503. doi: 10.1037/a0014201

Antonakis, J., and Dalgas, O. (2009). Predicting elections: child’s play! Science 323,
1183-1183. doi: 10.1126/science.1167748

April, K., Riabtsev, K., and Peters, K. (2010). Leadership capabilities, management
selection-game theoretic modelling. Probl. Perspectiv. Manage. 8, 207-218.

Argyris, C. (1976a). Theories of action that inhibit individual learning. Am.
Psychol. 31:638.

Argyris, C. (1976b). Leadership, learning, and changing the status quo. Organ. Dyn.
4,29-43.

Arifin, K. (2020). “Factors influencing employee attitudes toward organizational
change: literature review,” in 5th ASEAN Conference on Psychology,
Counselling, and Humanities (ACPCH 2019) (Gelugor: Atlantis Press),
188-191. doi: 10.2991/assehr.k.200120.039

Auvinen, E., Huhtala, M., Kinnunen, U., Tsupari, H., and Feldt, T. (2020). Leader
motivation as a building block for sustainable leader careers: the relationship
between leadership motivation profiles and leader and follower outcomes. J.
Vocation. Behav. 120:103428. doi: 10.1016/j.jvb.2020.103428

Aycan, Z., and Shelia, S. (2019). “Leadership? no, thanks!” a new construct: worries
about leadership. Eur. Manag. Rev. 16, 21-35. doi: 10.1111/emre.12322

Ayman, R., and Korabik, K. (2010). Leadership: why gender and culture matter.
Am. Psychol. 65, 157-170. doi: 10.1037/a0018806

AUTHOR CONTRIBUTIONS

MO is the sole author of this paper. Thus, MO completed all
the tasks, including the literature review, argument generation,
manuscript writing, figure drawing, and reference listing
and checking.

FUNDING

This work was supported by Kog¢ University Graduate School of
Social Sciences and Humanities.

ACKNOWLEDGMENTS

I thank Zeynep Aycan, Caglar Ak¢ay, Mehmet Eskin, and my
dear wife Meryem Seyda Ozcan for their comments and feedback
on various stages of the writing of this article.

Babiak, P., Neumann, C. S., and Hare, R. D. (2010). Corporate psychopathy: talking
the walk. Behav. Sci. Law 28, 174-193. doi: 10.1002/bs1.925

Badura, K. L., Grijalva, E., Galvin, B. M., Owens, B. P., and Joseph, D. L. (2020).
Motivation to lead: a meta-analysis and distal-proximal model of motivation
and leadership. J. Appl. Psychol. 105, 331-354. doi: 10.1037/apl0000439

Bae, K. K,, Strejcek, B., Toneva, Y., and Yoon, M. Y. (2019). “Beyond biological
sex: the importance of the psychological study of gender in organizations,”
in Academy of Management Proceedings, 2019, 11534. Briarcliff Manor, NY:
Academy of Management. doi: 10.5465/AMBPP.2019.11534symposium

Bawany, S. (2016). Leading in a VUCA business environment. Leadership
Excellence Essentials 12, 39-40.

Baykal, E., Soyalp, E., and Yesil, R. (2020). “Queen bee syndrome: a modern
dilemma of working women and its effects on turnover intentions,” in Strategic
Outlook for Innovative Work Behaviours, eds H. Dinger and S. Yuksel (Cham:
Springer), 165-178. doi: 10.1007/978-3-030-50131-0_9

Beard, M. (2017). Women and Power: A Manifesto. London: Profile Books.

Bebbington, D., and Ozbilgin, M. (2013). The paradox of diversity in leadership
and leadership for diversity. Manag. Int. 17, 14-24. doi: 10.7202/1015
808ar

Bligh, M. C., and Kohles, J. C. (2012). Approaching leadership with a follower
focus. Zeitschrift fiir Psychol. 220, 201-204. doi: 10.1027/2151-2604/a000114

Bobbio, A., and Rattazzi, A. M. M. (2006). A contribution to the validation of the
motivation to lead scale (MTL): a research in the Italian context. Leadership 2,
117-129. doi: 10.1177/1742715006057240

Boudreau, J. W., Boswell, W. R, and Judge, T. A. (2001). Effects of personality on
executive career success in the United States and Europe. J. Vocation. Behav. 58,
53-81. doi: 10.1006/jvbe.2000.1755

Bowles, S. (2006). Group competition, reproductive leveling, and the
evolution of human altruism. Science 314, 1569-1572. doi: 10.1126/science.
1134829

Braun, S., Stegmann, S., Hernandez Bark, A. S., Junker, N. M., and van Dick,
R. (2017). Think manager—think male, think follower—think female: gender
bias in implicit followership theories. . Appl. Soc. Psychol. 47, 377-388.
doi: 10.1111/jasp.12445

Broockman, D. E. (2014). Do female politicians empower women to vote or run
for office? A regression discontinuity approach. Electoral Stud. 34, 190-204.
doi: 10.1016/j.electstud.2013.10.002

Brown, S. J., Goetzmann, W., Ibbotson, R. G., and Ross, S. A. (1992).
Survivorship bias in performance studies. Rev. Financial Stud. 5, 553-580.
doi: 10.1093/rfs/5.4.553

Brown, T. J., Dacin, P. A., Pratt, M. G., and Whetten, D. A. (2006).
Identity, intended image, construed image, and reputation: an interdisciplinary
framework and suggested terminology. J. Acad. Market. Sci. 34, 99-106.
doi: 10.1177/0092070305284969

Frontiers in Psychology | www.frontiersin.org

14

February 2021 | Volume 12 | Article 635751


https://doi.org/10.1111/j.1467-8551.2009.00672.x
https://doi.org/10.1016/j.euras.2010.04.009
https://doi.org/10.1016/j.leaqua.2018.07.002
https://doi.org/10.1108/JMP-10-2013-0331
https://doi.org/10.1108/10878570710745785
https://www.theguardian.com
https://www.theguardian.com
https://doi.org/10.1037/a0014201
https://doi.org/10.1126/science.1167748
https://doi.org/10.2991/assehr.k.200120.039
https://doi.org/10.1016/j.jvb.2020.103428
https://doi.org/10.1111/emre.12322
https://doi.org/10.1037/a0018806
https://doi.org/10.1002/bsl.925
https://doi.org/10.1037/apl0000439
https://doi.org/10.5465/AMBPP.2019.11534symposium
https://doi.org/10.1007/978-3-030-50131-0_9
https://doi.org/10.7202/1015808ar
https://doi.org/10.1027/2151-2604/a000114
https://doi.org/10.1177/1742715006057240
https://doi.org/10.1006/jvbe.2000.1755
https://doi.org/10.1126/science.1134829
https://doi.org/10.1111/jasp.12445
https://doi.org/10.1016/j.electstud.2013.10.002
https://doi.org/10.1093/rfs/5.4.553
https://doi.org/10.1177/0092070305284969
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

Ozcan

Bottleneck Metaphor of Leadership Culture

Brunell, A. B, Gentry, W. A., Campbell, W. K., Hoffman, B. J., Kuhnert, K. W., and
DeMarree, K. G. (2008). Leader emergence: the case of the narcissistic leader.
Personal. Soc. Psychol. Bulletin 34, 1663-1676. doi: 10.1177/0146167208324101

Buchanan, D., and Badham, R. (2020). Power, Politics, and Organizational Change.
London, UK: SAGE Publications Limited.

Bullough, A., and de Luque, M. S. (2015). Women’s participation
in entrepreneurial and political leadership: the importance of
culturally endorsed implicit leadership theories. Leadership 11, 36-56.
doi: 10.1177/1742715013504427

Cain, S. (2012). Quiet: The power of introverts in a world that can’t stop talking. New
York, NY: Crown Publishers.

Cantor, N., and Mischel, W. (1977). Traits as prototypes: effects on recognition
memory. J. Pers. Soc. Psychol. 35, 38-48. doi: 10.1037/0022-3514.35.1.38

Cargile, 1. A., Davis, D. S., Merolla, J. L, and VanSickle-Ward, R. (2020).
The Hillary Effect: Perspectives on Clinton’s Legacy. Bloomsbury Publishing.
doi: 10.5040/9781838603960

Castillo, E. A., and Trinh, M. P. (2018). In search of missing time: a review
of the study of time in leadership research. Leadership Quart. 29, 165-178.
doi: 10.1016/j.leaqua.2017.12.001

Chamorro-Premuzic, T. (2019) Why Do So Many Incompetent Men Become
Leaders? (and how to fix it). Boston, MA: Harvard Business Review Press.

Chan, K. Y., and Drasgow, F. (2001). Toward a theory of individual differences and
leadership: understanding the motivation to lead. J. Appl. Psychol. 86, 481-498.
doi: 10.1037/0021-9010.86.3.481

Clement, R. W. (1994). Culture, leadership, and power: the keys to organizational
change. Business Horizons 37, 33-40. doi: 10.1016/S0007-6813(05)80225-3

Collins, J. (2001). Good to Great: Why Some Companies Make the Leap and Others
Don’t. New York, NY: Harper Business.

Dal Bé, E., Finan, F., Folke, O., Persson, T., and Rickne, J. (2017). Who becomes a
politician? Quart. J. Econ. 132, 1877-1914. doi: 10.1093/qje/qjx016

Daskalova, V. (2018). Discrimination, social identity, and coordination: an
experiment. Games Econ. Behav. 107, 238-252. doi: 10.1016/j.geb.2017.10.007

Daskalova, V. (2019). Discrimination in Collective Decisions. Belfield, Dublin:
School of Economics and Geary Institute, University College Dublin.

Davies, S., Broekema, H., Nordling, M., and Furnham, A. (2017). Do women want
to lead? Gender differences in motivation and values. Psychology 8, 27-43.
doi: 10.4236/psych.2017.81003

Day, D. V., Griffin, M. A, and Louw, K. R. (2014). “The climate and culture
of leadership in organizations,” in The Oxford Handbook of Organizational
Climate and Culture, Oxford Library of Psychology, eds Schneider, B., and
Barbera, K. M. (Oxford: Oxford University Press), 101-118.

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A,
Dorfman, P. W., Abdalla, 1. A, et al. (1999). Culture specific and
cross-culturally generalizable implicit leadership theories: are attributes
of charismatic/transformational leadership universally endorsed? Leadership
Quart. 10, 219-256. doi: 10.1016/5S1048-9843(99)00018-1

Dilchert, S. (2007). Peaks and valleys: predicting interests in leadership and
managerial positions from personality profiles. Int. J. Select. Assess. 15,317-334.
doi: 10.1111/j.1468-2389.2007.00391.x

Dunning, D. (2011). “The Dunning-Kruger effect: on being ignorant of one’s own
ignorance,” in Advances in Experimental Social Psychology, eds Olson, J. M.,
Zanna, M. P., Olson, J. M., and Zanna, M. P (San Diego, CA: Academic Press),
247-296. doi: 10.1016/B978-0-12-385522-0.00005-6

Dunphy, D, Griffiths, A., and Benn, S. (2003). Organizational change for corporate
sustainability. London, England: Routledge.

Eagly, A. H. (2018a). Some leaders come from nowhere: their success is uneven. J.
Soc. Issues 74, 184-196. doi: 10.1111/j0si.12263

Eagly, A. H. (2018b). The shaping of science by ideology: how feminism inspired,
led, and constrained scientific understanding of sex and gender. J. Soc. Issues 7,
871-888. doi: 10.1111/josi.12291

Eagly, A. H., and Chin, J. L. (2010). Diversity and leadership in a changing world.
Am. Psychol. 65:216. doi: 10.1037/a0018957

Eagly, A. H., Karau, S. J., and Makhijani, M. G. (1995). Gender and the
effectiveness of leaders: a meta-analysis. Psychol. Bulletin 117, 125-145.
doi: 10.1037/0033-2909.117.1.125

Eagly, A. H., Makhijani, M. G., and Klonsky, B. G. (1992). Gender and
the evaluation of leaders: a meta-analysis. Psychol. Bulletin 111, 3-22.
doi: 10.1037/0033-2909.111.1.3

Edwards, J. R., Cable, D. M., Williamson, I. O., Lambert, L. S., and Shipp, A. J.
(2006). The phenomenology of fit: linking the person and environment to the
subjective experience of person-environment fit. . Appl. Psychol. 91, 802-827.
doi: 10.1037/0021-9010.91.4.802

Egorov, G., and Sonin, K. (2011). Incumbency Disadvantage in Non-Democracies
(Working Paper).

Ensari, N., Riggio, R. E., Christian, ], and Carslaw, G. (2011). Who
emerges Meta-analyses  of
predictors of leadership emergence. Personal. Individ. Differ. 51, 532-536.
doi: 10.1016/j.paid.2011.05.017

Epitropaki, O. (2018). “Self-selection bias in leadership: understanding reluctant
leaders,” in What’s Wrong With Leadership? ed R. E. Riggio (New York, NY:
Routledge), 89-104. doi: 10.4324/9781315163604-5

Epitropaki, O., Kark, R., Mainemelis, C., and Lord, R. G. (2017). Leadership and
followership identity processes: a multi-level review. Leadership Quart. 28,
104-129. doi: 10.1016/j.leaqua.2016.10.003

Fiedler, F. E. (1966). The effect of leadership and cultural heterogeneity on group
performance: a test of the contingency model. J. Exp. Soc. Psychol. 2, 237-264.
doi: 10.1016/0022-1031(66)90082-5

Fishkin, J. (2014). Bottlenecks: A New Theory of Equal Opportunity. Oxford: Oxford
University Press. doi: 10.1093/acprof:0s0/9780199812141.001.0001

Fitzsimmons, S. R. (2012). Women on boards of directors: why skirts in seats aren’t
enough. Business Horizons 55, 557-566. doi: 10.1016/j.bushor.2012.07.003

Foster, B. A. (2000). Barriers to servant leadership: perceived organizational
elements that impede servant leader effectiveness. Dissert. Abstr. Int. 61:1935.

Frankena, W. K. (1939). The naturalistic fallacy. Mind 48, 464-477.
doi: 10.1093/mind/XLVIIL.192.464

Fukuyama, F. (2018). Against identity politics: the new tribalism and the crisis of
democracy. Foreign Aff. 97, 90-114.

Garfield, Z. H., Syme, K. L., and Hagen, E. H. (2020). Universal and variable
leadership dimensions across human societies. Evol. Human Behav. 41,
397-414. doi: 10.1016/j.evolhumbehav.2020.07.012

Garoff, L., Pietsch, F., Huseby, D. L., Lilja, T., Brandis, G., and Hughes, D.
(2020). Population bottlenecks strongly influence the evolutionary trajectory to
fluoroquinolone resistance in Escherichia coli. Mol. Biol. Evol. 37, 1637-1646.
doi: 10.1093/molbev/msaa032

Giurge, L. M., van Dijke, M., Zheng, M. X,, and De Cremer, D. (in press). Does
power corrupt the mind? The influence of power on moral reasoning and
self-interested behavior. Leadership Quart. 101288.

Grijalva, E., Harms, P. D., Newman, D. A., Gaddis, B. H., and Fraley, R.
C. (2015). Narcissism and leadership: a meta-analytic review of linear
and non-linear relationships. Person. Psychol. 68, 1-47. doi: 10.1111/peps.
12072

Haller, J. J., and Hogg, M. A. (2014). “All power to our great leader:
political leadership under uncertainty,” in Power, Politics, and Paranoia:
Why People Are Suspicious of Their Leaders, eds ]J.-W. van Prooijen and
P. A. M. van Lange (Cambridge: Cambridge University Press), 130-149.
doi: 10.1017/CBO9781139565417.011

Hanges, P. J., and Dickson, M. W. (2004). “The development and validation
of the GLOBE culture and leadership scales,” in Culture, Leadership, and
Organizations: The GLOBE Study of 62 Societies, eds R. J. House, P. J.
Hanges, M. Javidan, P. W. Dorfman, and V. Gupta (Thousand Oaks, CA:
Sage), 122-151.

Harvey, C. (2018). When queen bees attack women stop advancing: recognising
and addressing female bullying in the workplace. Dev. Learn. Organ. 32, 1-4.
doi: 10.1108/DLO-04-2018-0048

Hofstede, G. (1986). Organizational culture and leadership: a dynamic view. Org.
Stud. 7,199-201. doi: 10.1177/017084068600700208

Hogan, J, Hogan, R., Kaiser, R. B. (2010) “Management derailment,” in
APA Handbook of Industrial and Organizational Psychology (Vol. 3)
American Psychological Association, ed S. Zedeck (Washington, DC), 555-575.
doi: 10.1037/12171-015

Hogan, R., Curphy, G., Kaiser, R. B., and Chamorro-Premuzic, T. (2018).
“Leadership in organizations,” in The Sage Handbook of Industrial, Work and
Organizational Psychology, eds D. S. Ones, N. Anderson, C. Viswesvaran, and
H. K. Sinangil (London: Sage), 193-214.

Hogan, R., and Kaiser, R. B. (2005). What we know about leadership. Rev. Gen.
Psychol. 9, 169-180. doi: 10.1037/1089-2680.9.2.169

as a leader? individual differences as

Frontiers in Psychology | www.frontiersin.org

15

February 2021 | Volume 12 | Article 635751


https://doi.org/10.1177/0146167208324101
https://doi.org/10.1177/1742715013504427
https://doi.org/10.1037/0022-3514.35.1.38
https://doi.org/10.5040/9781838603960
https://doi.org/10.1016/j.leaqua.2017.12.001
https://doi.org/10.1037/0021-9010.86.3.481
https://doi.org/10.1016/S0007-6813(05)80225-3
https://doi.org/10.1093/qje/qjx016
https://doi.org/10.1016/j.geb.2017.10.007
https://doi.org/10.4236/psych.2017.81003
https://doi.org/10.1016/S1048-9843(99)00018-1
https://doi.org/10.1111/j.1468-2389.2007.00391.x
https://doi.org/10.1016/B978-0-12-385522-0.00005-6
https://doi.org/10.1111/josi.12263
https://doi.org/10.1111/josi.12291
https://doi.org/10.1037/a0018957
https://doi.org/10.1037/0033-2909.117.1.125
https://doi.org/10.1037/0033-2909.111.1.3
https://doi.org/10.1037/0021-9010.91.4.802
https://doi.org/10.1016/j.paid.2011.05.017
https://doi.org/10.4324/9781315163604-5
https://doi.org/10.1016/j.leaqua.2016.10.003
https://doi.org/10.1016/0022-1031(66)90082-5
https://doi.org/10.1093/acprof:oso/9780199812141.001.0001
https://doi.org/10.1016/j.bushor.2012.07.003
https://doi.org/10.1093/mind/XLVIII.192.464
https://doi.org/10.1016/j.evolhumbehav.2020.07.012
https://doi.org/10.1093/molbev/msaa032
https://doi.org/10.1111/peps.12072
https://doi.org/10.1017/CBO9781139565417.011
https://doi.org/10.1108/DLO-04-2018-0048
https://doi.org/10.1177/017084068600700208
https://doi.org/10.1037/12171-015
https://doi.org/10.1037/1089-2680.9.2.169
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

Ozcan

Bottleneck Metaphor of Leadership Culture

Hogeveen, J., Inzlicht, M., and Obhi, S. S. (2014). Power changes how the brain
responds to others. J. Exp. Psychol. 143, 755-762. doi: 10.1037/a0033477

Hogg, M. A, and Adelman, J. (2013). Uncertainty-identity theory: extreme groups,
radical behavior, and authoritarian leadership. J. Soc. Issues 69, 436-454.
doi: 10.1111/josi.12023

Hooijberg, R., Lane, N., and Diversé, A. (2010). Leader effectiveness and integrity:
wishful thinking? Int. J. Org. Anal. 18, 59-75. doi: 10.1108/19348831011033212

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., and Gupta, V. (2004).
Culture, Leadership, and Organizations: The GLOBE Study of 62 Societies.
Thousand Oaks, CA: Sage.

Howard, M. C., and Hoffman, M. E. (2018). Variable-centered, person-centered,
and person-specific approaches: where theory meets the method. Org. Res.
Methods 21, 846-876. doi: 10.1177/1094428117744021

Hoyt, C. L., and Murphy, S. E. (2016). Managing to clear the air:
stereotype threat, women, and leadership. Leadership Quart. 27, 387-399.
doi: 10.1016/j.leaqua.2015.11.002

Ilies, R., Gerhardt, M. W., and Le, H. (2004). Individual differences
in leadership emergence: integrating meta-analytic findings and
behavioral genetics estimates. Int. J. Select. Assess. 12, 207-219.

doi: 10.1111/§.0965-075X.2004.00275.x

Ipsos (2019). Ipsos MORI Veracity Index 2019: Trust in Professions Survey.
Available https://www.ipsos.com/sites/default/files/ct/news/
documents/2019-11/trust-in- professions-veracity-index-2019-slides.pdf
(accessed 15 April, 2020).

Jacobsen, C. B., and Begh Andersen, L. (2015). Is leadership in the eye
of the beholder? A study of intended and perceived leadership practices
and organizational performance. Public Administr. Rev. 75, 829-84l.
doi: 10.1111/puar.12380

Javidan, M., Dorfman, P., Howell, J. P., and Hanges, P. (2010). “Leadership and
cultural context: a theoretical and empirical examination based on Project
GLOBE,” in Handbook of Leadership Theory and Practice, eds N. Nohria, and
R. Khurana (Boston: Harvard Business Press), 335-376.

Jeler, C. (2015). Is there such a thing as “group selection” in the
contextual analysis framework? History Philos. Life Sci. 36, 484-502.
doi: 10.1007/s40656-014-0044-8

Judge, T. A., Bono, J. E,, Ilies, R., and Gerhardt, M. W. (2002). Personality and
leadership: a qualitative and quantitative review. J. Appl. Psychol. 87, 765-780.
doi: 10.1037/0021-9010.87.4.765

Judge, T. A., and Cable, D. M. (2004). The effect of physical height on workplace
success and income: preliminary test of a theoretical model. J. Appl. Psychol. 89,
428-441. doi: 10.1037/0021-9010.89.3.428

Judge, T. A., Piccolo, R. F., and Kosalka, T. (2009). The bright and dark sides of
leader traits: a review and theoretical extension of the leader trait paradigm.
Leadership Quart. 20, 855-875. doi: 10.1016/j.leaqua.2009.09.004

Kamasak, R., Ozbilgin, M., Baykut, S., and Yavuz, M. (2019). Moving
from intersectional hostility to intersectional solidarity: Insights from
LGBTQ individuals in Turkey. J. Organ. Change Manage. 33, 456-476.
doi: 10.1108/JOCM-11-2018-0328

Kanter, RM. (2003). Challenge of Organizational Change: How Companies
Experience It and Leaders Guide It. New York, NY: Simon and Schuster.

Kark, R., and Van Dijk, D. (2007). Motivation to lead, motivation to follow: the
role of the self-regulatory focus in leadership processes. Acad. Manag. Rev. 32,
500-528. doi: 10.5465/amr.2007.24351846

Kilig, M., and Giinsel, A. (2019). The dark side of the leadership: the effects of toxic
leaders on employees. Eur. J. Soc. Sci. 2, 51-56. doi: 10.26417/ejss-2019.v2i2-64

Kossek, E. E., Su, R., and Wu, L. (2017). “Opting out” or “pushed out?” Integrating
perspectives on women’s career equality for gender inclusion and interventions.
J. Manag. 43, 228-254. doi: 10.1177/0149206316671582

Kouzes, J. M., and Posner, B. Z. (2010). The Truth About Leadership: The No-Fads,
Heart-of-the-Matter Facts You Need to Know. San Francisco, CA: Jossey-Bass.

Lanaj, K., and Hollenbeck, J. R. (2015). Leadership over-emergence in self-
managing teams: the role of gender and countervailing biases. Acad. Manag.
J. 58, 1476-1494. doi: 10.5465/amj.2013.0303

Landay, K., Harms, P. D., and Credé, M. (2019). Shall we serve the dark lords?
A meta-analytic review of psychopathy and leadership. J. Appl. Psychol. 104,
183-196. doi: 10.1037/apl0000357

Lande, R. (1988). Genetics and demography in biological conservation. Science
241, 1455-1460. doi: 10.1126/science.3420403

online at:

Larcom, S., Sarr, M., and Willems, T. (2014). What Shall We Do With the Bad
Dictator? Oxford: University of Oxford, Department of Economics Discussion
Paper, 682. doi: 10.2139/ssrn.2381429

Lilienfeld, S. O., Waldman, I. D., Landfield, K., Watts, A. L., Rubenzer,
S., and Faschingbauer, T. R. (2012). Fearless dominance and the US
presidency: implications of psychopathic personality traits for successful and
unsuccessful political leadership. J. Personal. Soc. Psychol. 103, 489-505.
doi: 10.1037/a0029392

Lipman-Blumen, J. (2005). The allure of toxic leaders: why followers rarely escape
their clutches. Ivey Business J. 69, 1-8.

Lipman-Blumen, J. (2006). The Allure of Toxic Leaders: Why We Follow Destructive
Bosses and Corrupt Politicians—and How We Can Survive Them. Oxford: Oxford
University Press.

Lord, R. G., Epitropaki, O., Foti, R. J., and Hansbrough, T. K. (2020). Implicit
leadership theories, implicit followership theories, and dynamic processing
of leadership information. Ann. Rev. Org. Psychol. Org. Behav. 7, 49-74.
doi: 10.1146/annurev-orgpsych-012119-045434

Lord, R. G, Foti, R. ], and De Vader, C. L. (1984). A test of leadership
categorization theory: internal structure, information processing, and
leadership perceptions. Org. Behav. Human Performance 34, 343-378.
doi: 10.1016/0030-5073(84)90043-6

Luthans, F. (1988). Successful vs. effective real managers. Acad. Manag. Perspectiv.
2,127-132. doi: 10.5465/ame.1988.4275524

Maner, J. K. (2017). Dominance and prestige: a tale of two hierarchies. Curr. Direct.
Psychol. Sci. 26, 526-531. doi: 10.1177/0963721417714323

Mariani, M., Marshall, B. W., and Mathews-Schultz, A. L. (2015). See Hillary
Clinton, Nancy Pelosi, and Sarah Palin run? Party, ideology, and the influence
of female role models on young women. Polit. Res. Quart. 68, 716-731.
doi: 10.1177/1065912915605904

McKee, V., Waples, E. P., and Tullis, K. J. (2017). A desire for the dark
side: an examination of individual personality characteristics and their
desire for adverse characteristics in leaders. Org. Manag. ]. 14, 104-115.
doi: 10.1080/15416518.2017.1325348

McPherson, M., Smith-Lovin, L., and Cook, J. M. (2001). Birds of a
feather: homophily in social networks. Ann. Rev. Sociol. 27, 415-444.
doi: 10.1146/annurev.soc.27.1.415

Menges, J. L, Kilduff, M., Kern, S., and Bruch, H. (2015). The awestruck
effect: followers suppress emotion expression in response to charismatic
but not individually considerate leadership. Leadership Quart. 26, 626-640.
doi: 10.1016/j.leaqua.2015.06.002

Mofitt, B. (2016). The Global Rise of Populism: Performance, Political
Style, and Representation. Redwood City, CA: Stanford University Press.
doi: 10.11126/stanford/9780804796132.001.0001

Molders, S., Brosi, P., Bekk, M., Sporrle, M., and Welpe, I. M. (2018). Support for
quotas for women in leadership: the influence of gender stereotypes. Human
Resourc. Manag. 57, 869-882. doi: 10.1002/hrm.21882

Nevicka, B., De Hoogh, A. H., Van Vianen, A. E., Beersma, B., and McIlwain,
D. (2011). All I need is a stage to shine: Narcissists' leader emergence
and performance. Leadership Quart. 22, 910-925. doi: 10.1016/j.leaqua.2011.
07.011

Okafor, C. Smith, L. M., and Ujah, N. U. (2014). Kleptocracy,
nepotism, kakistocracy: impact of corruption in Sub-Saharan African
countries. Int. ]J. Econ. Account. 5, 97-115. doi: 10.1504/IJEA.2014.
063736

O’Toole, J., Galbraith, J., and Lawler III, E. E. (2002). When two (or more) heads
are better than one: the promise and pitfalls of shared leadership. California
Manag. Rev. 44, 65-83. doi: 10.2307/41166143

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

Padilla, A., Hogan, R., and Kaiser, R. B. (2007). The toxic triangle: destructive
leaders, susceptible followers, and conducive environments. Leadership Quart.
18, 176-194. doi: 10.1016/j.leaqua.2007.03.001

Pande, R., and Ford, D. (2011). Gender Quotas and Female Leadership: A Review.
Background paper for the 2012 World Development Report: Gender Equality and
Development. Washington: World Bank.

Peteraf, M. A. (1993). The cornerstones of competitive advantage: a resource-based
view. Strategic Manag. J. 14, 179-191. doi: 10.1002/smj.4250140303

Frontiers in Psychology | www.frontiersin.org

16

February 2021 | Volume 12 | Article 635751


https://doi.org/10.1037/a0033477
https://doi.org/10.1111/josi.12023
https://doi.org/10.1108/19348831011033212
https://doi.org/10.1177/1094428117744021
https://doi.org/10.1016/j.leaqua.2015.11.002
https://doi.org/10.1111/j.0965-075X.2004.00275.x
https://www.ipsos.com/sites/default/files/ct/news/documents/2019-11/trust-in-professions-veracity-index-2019-slides.pdf
https://www.ipsos.com/sites/default/files/ct/news/documents/2019-11/trust-in-professions-veracity-index-2019-slides.pdf
https://doi.org/10.1111/puar.12380
https://doi.org/10.1007/s40656-014-0044-8
https://doi.org/10.1037/0021-9010.87.4.765
https://doi.org/10.1037/0021-9010.89.3.428
https://doi.org/10.1016/j.leaqua.2009.09.004
https://doi.org/10.1108/JOCM-11-2018-0328
https://doi.org/10.5465/amr.2007.24351846
https://doi.org/10.26417/ejss-2019.v2i2-64
https://doi.org/10.1177/0149206316671582
https://doi.org/10.5465/amj.2013.0303
https://doi.org/10.1037/apl0000357
https://doi.org/10.1126/science.3420403
https://doi.org/10.2139/ssrn.2381429
https://doi.org/10.1037/a0029392
https://doi.org/10.1146/annurev-orgpsych-012119-045434
https://doi.org/10.1016/0030-5073(84)90043-6
https://doi.org/10.5465/ame.1988.4275524
https://doi.org/10.1177/0963721417714323
https://doi.org/10.1177/1065912915605904
https://doi.org/10.1080/15416518.2017.1325348
https://doi.org/10.1146/annurev.soc.27.1.415
https://doi.org/10.1016/j.leaqua.2015.06.002
https://doi.org/10.11126/stanford/9780804796132.001.0001
https://doi.org/10.1002/hrm.21882
https://doi.org/10.1016/j.leaqua.2011.07.011
https://doi.org/10.1504/IJEA.2014.063736
https://doi.org/10.2307/41166143
https://doi.org/10.1037/a0038698
https://doi.org/10.1016/j.leaqua.2007.03.001
https://doi.org/10.1002/smj.4250140303
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

Ozcan

Bottleneck Metaphor of Leadership Culture

Peus, C., Braun, S., and Frey, D. (2012). Despite leaders’ good intentions? The role
of follower attributions in adverse leadership—A multi-level model. Zeitschrift
fiir Psychol. 220, 241-250. doi: 10.1027/2151-2604/2000118

Phelan, J. E., Moss-Racusin, C. A., and Rudman, L. A. (2008). Competent yet
out in the cold: shifting criteria for hiring reflect backlash toward agentic
women. Psychol. Women Quart. 32, 406-413. doi: 10.1111/§.1471-6402.2008.
00454.x

Popper, M. (2012). Fact and Fantasy About Leadership. Greenwich, CT: Edward
Elgar. doi: 10.4337/9780857936158

Popper, M., and Castelnovo, O. (2018). The function of myths about great leaders
in human culture: a cultural evolutionary perspective. Leadership 14, 757-774.
doi: 10.1177/1742715017720309

Post, J. M. (1986). Narcissism and the charismatic leader-follower relationship.
Polit. Psychol. 7, 675-688. doi: 10.2307/3791208

Power, M. L. (2012). The human obesity epidemic, the mismatch paradigm,
and our modern “captive” environment. Am. J. Human Biol. 24, 116-122.
doi: 10.1002/ajhb.22236

Powers, S. T., and Lehmann, L. (2014). An evolutionary model explaining the
Neolithic transition from egalitarianism to leadership and despotism. Proc.
Royal Soc. B 281:20141349. doi: 10.1098/rspb.2014.1349

Randsley de Moura, G., Leicht, C., Leite, A. C., Crisp, R. J., and Goclowska,
M. A. (2018). Leadership diversity: effects of counterstereotypical thinking on
the support for women leaders under uncertainty. J. Soc. Issues 74, 165-183.
doi: 10.1111/josi.12262

Regan, K. (2016). Leadership identity
human service organizations. Human
doi: 10.1080/23303131.2016.1165044

Reinhart, R. J. (2020). Nurses Continue to Rate Highest in Honesty, Ethics.
Gallup News. Available online at: https://news.gallup.com/poll/274673/nurses-
continue-rate-highest-honesty- ethics.aspx (accessed August 08, 2020).

Rescorla, R. A., and Solomon, R. L. (1967). Two-process learning theory:
relationships between Pavlovian conditioning and instrumental learning.
Psychol. Rev. 74, 151-182. doi: 10.1037/h0024475

Rodriguez, A., and Rodriguez, Y. (2015). Metaphors for today’s leadership:
VUCA world, millennial and Cloud leaders. J. Manag. Dev. 34, 854-866.
doi: 10.1108/JMD-09-2013-0110

Roth, K. (2017). “The dangerous rise of populism: Global attacks on human rights
values,” in Human Rights Watch World Report 2017 (New York, NY: Human
rights Watch & Seven Stories Press), 1-14. Retrieved from https://www.hrw.
org/sites/default/files/world_report_download/wr2017-web.pdf

Rudman, L. A, and Glick, P. (2001). Prescriptive gender stereotypes and backlash
toward agentic women. J. Soc. Issues 57, 743-762. doi: 10.1111/0022-4537.
00239

Salter, F. (1995). Comments on the naturalistic fallacy, biology and politics. Soc.
Sci. Inform. 34, 333-345. doi: 10.1177/053901895034002009

Samdanis, M., and Ozbilgin, M. (2020). The duality of an atypical leader
in diversity management: the legitimization and delegitimization of
diversity beliefs in organizations. Int. J. Manag. Rev. 22, 101-119.
doi: 10.1111/ijmr.12217

Schein, E.H. (2004). Organizational Culture and Leadership. 3rd ed. San
Francisco: Jossey-Bass.

Schein, V. E., Mueller, R, Lituchy, T., and Liu, J. (1996). Think manager—think
male: a global phenomenon? J. Org. Behav. 17, 33-41. doi: 10.1002/(SICI)1099-
1379(199601)17:1<33::AID-JOB778>3.0.CO;2-F

Schneider, B. (1987). The people make the place. Person. Psychol. 40, 437-453.
doi: 10.1111/j.1744-6570.1987.tb00609.x

Schuh, S. C., Van Quaquebeke, N., Keck, N., Géritz, A. S., De Cremer, D., and
Xin, K. R. (2018). Does it take more than ideals? How counter-ideal value
congruence shapes employees’ trust in the organization. J. Business Ethics 149,
987-1003. doi: 10.1007/s10551-016-3097-7

Scott, C. P., Jiang, H., Wildman, J. L., and Griffith, R. (2018). The impact of
implicit collective leadership theories on the emergence and effectiveness of
leadership networks in teams. Human Resourc. Manag. Rev. 28, 464-481.
doi: 10.1016/j.hrmr.2017.03.005

Sims, H. P. Jr, Faraj, S., and Yun, S. (2009). When should a leader be
directive or empowering? How to develop your own situational theory
of leadership. Business Horizons 52, 149-158. doi: 10.1016/j.bushor.2008.
10.002

in
40,

formation
Service  Org.

nonprofit
435-440.

Smith, S. F.,, and Lilienfeld, S. O. (2013). Psychopathy in the workplace:
the knowns and unknowns. Aggression Violent Behav. 18, 204-218.
doi: 10.1016/j.avb.2012.11.007

Spark, A., Stansmore, T., and O’Connor, P. (2018). The failure of introverts to
emerge as leaders: the role of forecasted affect. Personal. Individ. Differ. 121,
84-88. doi: 10.1016/j.paid.2017.09.026

Spark, A. M. (2020). Why extraverts become leaders more often than introverts
and the implications for psychological well-being. (Doctoral dissertation).
Queensland University of Technology, Brisbane, Australia.

Swart-Opperman, C., and April, K. (2018). Innovation team composition: the
enabling role of the individual emotive outlook. African J. Business Manag. 12,
357-371. doi: 10.5897/AJBM2018.8547

Templeton, A. R. (1980). The theory of speciation via the founder principle.
Genetics 94,1011-1038.

Thompson, G., and Glaso, L. (2018). Situational leadership theory: a test from
a leader-follower congruence approach. Leadership Org. Dev. J. 39, 574-591.
doi: 10.1108/LODJ-01-2018-0050

Tom, V. R. (1971). The role of personality and organizational images
in the recruiting process. Org. Behav. Human Performance 6, 573-592.
doi: 10.1016/S0030-5073(71)80008-9

Tost, L. P., Gino, F.,, and Larrick, R. P. (2013). When power makes others
speechless: the negative impact of leader power on team performance. Acad.
Manag. ]. 56, 1465-1486. doi: 10.5465/amj.2011.0180

Truxillo, D. M., Bauer, N. T. M., McCarthy, M. J., Anderson, N., and
Ahmed, S. M. (2017). “Applicant perspectives on employee selection
systems,” in The SAGE Handbook of Industrial, Work ¢ Organizational
Psychology: Personnel Psychology and Employee Performance, eds Ones, D.
S., Anderson, N., Viswesvaran, C., and Sinangil, H. K. (Sage), 508-532.
doi: 10.4135/9781473914940.n19

Tversky, A., and Kahneman, D. (1974). Judgment under uncertainty: heuristics and
biases. Science 185, 1124-1131. doi: 10.1126/science.185.4157.1124

van den Brink, M. (2020). Reinventing the wheel over and over again.
Organizational learning, memory and forgetting in doing diversity work. Equal.
Diversity Inclusion Int. J. 4, 379-393. doi: 10.1108/EDI-10-2019-0249

Van Quaquebeke, N., Kerschreiter, R., Buxton, A. E., and van Dick, R. (2010). Two
lighthouses to navigate: effects of ideal and counter-ideal values on follower
identification and satisfaction with their leaders. J. Business Ethics 93, 293-305.
doi: 10.1007/s10551-009-0222-x

van Vugt, M., Johnson, D. D., Kaiser, R., and O’Gorman, R. I. C. K. (2008).
“Evolution and the social psychology of leadership: the mismatch hypothesis,”
in Leadership at the Crossroads, eds C. Hoyt, D. Forsyth and A. Goethals (New
York, NY: Praeger Perspectives), 267-282.

Vanderslice, V. J. (1988). Separating leadership from leaders: an assessment of
the effect of leader and follower roles in organizations. Human Relations 41,
677-696. doi: 10.1177/001872678804100903

Wade, M. J. (1978). A critical review of the models of group selection. Quart. Rev.
Biol. 53, 101-114. doi: 10.1086/410450

Wang, D., Waldman, D. A, and Zhang, Z. (2014). A meta-analysis of
shared leadership and team effectiveness. J. Appl. Psychol. 99, 181-198.
doi: 10.1037/a0034531

Wantaate, F. S. (2019). Gossiping About the Supervisor: The Mediating Role
of Follower Self-Esteem on the Relationship Between the Dark Triad Traits
and Workplace Gossip. (Doctoral dissertation). Regent University, Virginia
Beach, Virginia.

Wellman, N. (2017). Authority or community? A relational models theory
of group-level leadership emergence. Acad. Manag. Rev. 42, 596-617.
doi: 10.5465/amr.2015.0375

White, R. F. (2011). Toward an integrated theory of leadership. Polit. Life Sci. 30,
116-121. doi: 10.2990/30_1_116

Wisse, B., and Sleebos, E. (2016). When the dark ones gain power: perceived
position power strengthens the effect of supervisor Machiavellianism on
abusive supervision in work teams. Personal. Individ. Differ. 99, 122-126.
doi: 10.1016/j.paid.2016.05.019

Wolff, C., and Keith, N. (2019). Motives relate to cooperation in social dilemmas
but have an inconsistent association with leadership evaluation. Sci. Rep. 9,
1-14. doi: 10.1038/s41598-019-45931-4

Zaccaro, S. J., Green, J. P, Dubrow, S. and Kolze, M. (2018). Leader
individual differences, situational parameters, and leadership outcomes:

Frontiers in Psychology | www.frontiersin.org

17

February 2021 | Volume 12 | Article 635751


https://doi.org/10.1027/2151-2604/a000118
https://doi.org/10.1111/j.1471-6402.2008.00454.x
https://doi.org/10.4337/9780857936158
https://doi.org/10.1177/1742715017720309
https://doi.org/10.2307/3791208
https://doi.org/10.1002/ajhb.22236
https://doi.org/10.1098/rspb.2014.1349
https://doi.org/10.1111/josi.12262
https://doi.org/10.1080/23303131.2016.1165044
https://news.gallup.com/poll/274673/nurses-continue-rate-highest-honesty-ethics.aspx
https://news.gallup.com/poll/274673/nurses-continue-rate-highest-honesty-ethics.aspx
https://doi.org/10.1037/h0024475
https://doi.org/10.1108/JMD-09-2013-0110
https://www.hrw.org/sites/default/files/world_report_download/wr2017-web.pdf
https://www.hrw.org/sites/default/files/world_report_download/wr2017-web.pdf
https://doi.org/10.1111/0022-4537.00239
https://doi.org/10.1177/053901895034002009
https://doi.org/10.1111/ijmr.12217
https://doi.org/10.1002/(SICI)1099-1379(199601)17:1<33::AID-JOB778>3.0.CO;2-F
https://doi.org/10.1111/j.1744-6570.1987.tb00609.x
https://doi.org/10.1007/s10551-016-3097-7
https://doi.org/10.1016/j.hrmr.2017.03.005
https://doi.org/10.1016/j.bushor.2008.10.002
https://doi.org/10.1016/j.avb.2012.11.007
https://doi.org/10.1016/j.paid.2017.09.026
https://doi.org/10.5897/AJBM2018.8547
https://doi.org/10.1108/LODJ-01-2018-0050
https://doi.org/10.1016/S0030-5073(71)80008-9
https://doi.org/10.5465/amj.2011.0180
https://doi.org/10.4135/9781473914940.n19
https://doi.org/10.1126/science.185.4157.1124
https://doi.org/10.1108/EDI-10-2019-0249
https://doi.org/10.1007/s10551-009-0222-x
https://doi.org/10.1177/001872678804100903
https://doi.org/10.1086/410450
https://doi.org/10.1037/a0034531
https://doi.org/10.5465/amr.2015.0375
https://doi.org/10.2990/30_1_116
https://doi.org/10.1016/j.paid.2016.05.019
https://doi.org/10.1038/s41598-019-45931-4
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

Ozcan

Bottleneck Metaphor of Leadership Culture

A comprehensive review and integration. Leadership Quart. 29, 2-43.
doi: 10.1016/j.leaqua.2017.10.003

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

Copyright © 2021 Ozcan. This is an open-access article distributed under the terms
of the Creative Commons Attribution License (CC BY). The use, distribution or
reproduction in other forums is permitted, provided the original author(s) and the
copyright owner(s) are credited and that the original publication in this journal
is cited, in accordance with accepted academic practice. No use, distribution or
reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org

18

February 2021 | Volume 12 | Article 635751


https://doi.org/10.1016/j.leaqua.2017.10.003
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

	The Bottleneck Metaphor of Leadership Culture: How Shared Understandings About Leadership Develop in Groups and Impede Diversity and Effectiveness of Leaders
	Introduction
	The Concept of Leadership Culture
	Leadership Climate
	Possible Symptoms of Existing Leadership Cultures
	Bottleneck Metaphor of Leadership Culture
	Changing the Leadership Culture
	Leadership Culture as Bottleneck

	Leadership Mirror
	Implications and Future Directions
	Conclusion
	Author Contributions
	Funding
	Acknowledgments
	References


