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GLUO A& KINR (2
sense Wher) Qach person sees
a2 YD U KAy Fi - RAT

---- Karl Weick



Leadership matters most when it
IS least clear what course should
be followed

----Michael Useem



Sense making Is about contextual

rationality
Karl Weick, 1996

To point the way to safety in the face of surprise,
leaders today need to develop resilient groups that
are capable of four things:

Almprovisation
AWisdom

ARespectful interaction
ACommunication
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It IS too late to worry about:
V Leadership

V Planning

V Policy and Procedure

V Training

V Proper Equipment
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Mishra & Mishra, (2013)
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COMPASSIONATE

Reliable:you can be counted on

Opennesshonesty, integrity, and
complete transparency

Competenceable to perform to
meet or exceed the job
expectations

Compassiongenuine interest In
the needs of another and
unselfishly working to fulfill
those needs



Trust is not a belief or decision. It’s a
physiological state—arising from the
shared experience and expression of
safety and connection between
people.
Allison, M. (2025)



The Seven Elements of Trust

B-R-A-V-I-N-G
Brown, B. (2017)

ABoundaries Define and respect clear personal and
professional boundaries to establish a sense of safety
and reliability

You respect mine, and | respect yours; we are clear
about what Is okay and not okay.

AReliability: Deliver on your commitments and
expectations consistently to demonstrate
accountability and dependability

You do what you say you will donot just once, but
consistently over time.



AAccountability: Take responsibility for your
mistakes and make amends when appropriate to
contribute to transparent and trusting relationships

You own your mistakes, apologize, and make
amends instead of blaming others.

AVault: Refrain from sharing information or
experiences told to you in confidence so your team
members know that any information shared is
always confidential

You keep confidences and do not share information
or stories that are not yours to share.



Alntegrity: Act genuinely, honestly, and morally to
strengthen trust, demonstrate ethical behavior, and
remain true to your authentic self

You choose courage over comfort and practice your
values rather than just professing them.

ANonjudgment Create an environment of nen
judgment where individuals can feel accepted and
understood without fearing criticism.

Remember to demonstrate appreciation

AGenerosity Engage in acts of kindness and genuine
concern for the welbeing, happiness, and success
of others to build a foundation of trust.

You extend the most generous interpretation to the
Intentions, words, and actions of others.



Relationship Is Key

Conceptual Framework for
Leader-Follower Relationship

r

Leader Attributes

« Leadership Style
« Emotional Intelligence
« Communication

~
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Follower Attributes

« Followership Style
» Motivation
e Trust

~\

P
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.
Relational Factors

* Trust .

Outcomes
Job Satisfaction

» Respect « Team Performance

« Communication
2

Organizational
Commitment

Feedback loop

Dawuda A., Amadu, SAkabuty C. and Abdallah, M.H. (2025)




The Paradoxical and Complex Nature of
Leadership

APower over versus power with‘tDomination and
control, versus collaboration and empowerment)

AAuthority versus humility:(Knowing and responsibility
versus not knowing and delegation)

AStability versus adaptability(Structure that crystallizes
Into bureaucracy versus adjusting to flexibility in the
face of change or uncertainty)

APerformance versus belonging®@utcomesand
effectivenessrersusrelationship psychologicasafety,
organizational justice, and trust)

Care and Connection are Critical to Leadership



The Leader Amplification Effect
Galinsky, A. (2025)

AThe leader amplification effect states that a leader's
behaviors, emotions, and words are heavily

scrutinized and magnified because all eyes are on
them.

Aln a crisis, a leader's emotional state is powerfully
Infectioust

u If a leader shows calm and courage, others feel
secure

U If a leader panics, it rapidly ratchets up fear and
anxiety across the team

Simple, direct, and resolute statements from a
leader can actively transform a team's collective
fear Into operational hope and resolve



Leader Amplification Effect

We Inspire others by words, actions, and

Interactions
Galinsky, A. (2025)

AEvery word and action from a leader gets amplified.
¢CKAAd YSIya 0KFEG é2dz R2Yy
you will have an impact.

ABut you do have a choice of whether that impact
will be inspiring or infuriating.



Simple, But Important Example
Your fellow officerd L Yy SSR 02 &SS¢
4 o LIY &€

What do you think, and how do you feel?
YourBossd L Yy SSR (2 4SS &2

What do you think, and how do you feel?

What if the boss thinksgoes further, and tells me
why?

ol need to see you in my office at 3 pm regarding
your perspective on a search warrant in the Jone
casap¢

What do you think, and how do you feel now?



Example
Al SFRSNJ aLISIF{1Ay3 |d GKS
Gad& @A S sbatbahbahK AVEXs 66 KI GG R2 ¢
Will this statement affect the response?
il S RS NI A#Y LN AT X Okl

Instead, the leader speaks atthe end:L g 2 dzf R t A
OASsa (2 tSIFENY FTNRY é2dz 60ST¥T.

2 K 0 Qa RAFTFSNBYI
2 Ké | NB 20KSNARQ LISNARLISOI

o Leader intuition is critical in decisiemaking(when you
pPOssess the expertise and experience within the domain wh
the decision needs to be made)

ol 2 SOSNE YIyeée GKAYyIa NBYLI Ay
(or change or present new information)



Leaders do not have the option of
having a neutral impact

ATheir ofthand comments or casual gestures are
magnified by their position to either uplift or crush

people

ANegative or toxic leadership relies on force to gain

temporary compliance

APositive inspirationbuilc
Internal motivation, anc

s lasting influence,
commitment

Inspiring leadership o

irectly feeds the human

brain's architectural need for purpose, security, and
status



Two Types of Leader Behaviors

Mirror images of each other that exist on a continuum
"Leaders change us insitlethey inspire us or infuriate us, but
neutrality is rarely an option."

Inspiring Infuriating
V Osias of hope and V Sieving cauldron of rage
possibility (well spring) and resentment
V Rare V Many
V Courageous and V Anxious and cowardly
passionate V Pessimist and narrow

V Optimist, foresight, and minded

sees the big picture V Diminishes, stays in the
V Empowers, elevates, weeds, and micro
generous manages

V Other focused V Seltfocused



Power creates either inspiring or infuriating Leade

- Inspiring =~ ¢e——————)  |nfuriating

V Visionary:Visualize and clearly
communicate an optimistic big
picture that is grounded in core
values.

V ExemplarlLead by example with
authentic passion, calm courage,
and integrity.

V Mentor: Empower, elevate, and
empathize with others to help
them reach their full potential.

o The authority-centered

o0 Selffocused and serving
o Directly harmful

0 Absence and/or neglect

Galinsky, A. (202¢
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Leadership is a philosophical attitude and more than
just a functional role, but it Is not a fixed concepit.

Alt is an ongoing reflective practice of learning, adaptin
YR NBFTAYAYIA 2y SQa | LILINE
organizational performance.

ALeadership as a philosophical attitude can be seen as
hybrid of traits, behaviors and situational aspects whic
Incorporates morabriented and contingency
approaches to leadership.

Research indicates that leaders who reflect on their
actions, who are open to different viewpoints and try to
match what they do with their deeper convictions
reveal their philosophical attitudes related to
authenticity, transparency and ethical conduct

Ellingsen, P. (2026).



ALeaders who display a positive mindset are more
likely to enhance their innovative behavior.

AWS 3 S| NDK NBfF{iSa RANBOI
pehavior In times of crisis.

Aleaders should recognize the need to prioritize

| JS 2 L) Shaiag awd&vdoid any emotional and

psychological stressors to improve their
2NBI VAL FGA2YyQa OKI yOS 2°

Ouakouak M. L., Ouedraogo, NdewapathiranaG. I., &

Zaitounj M. (2025)




AA leader's attitude is the mental status which
represents their emotions based on their feelings at
a given time and controls his/her instantaneous
behavior.

olt depends on the four factors:
V Feelings

V Emotions

V Belief

V Environment.



Dealing with stalled promotions and seeing

lessOF LI 60f S LISSNR | RQI

emotional maturity, resilience, and strategic
perspective.

oPreventing bitternesslUnchecked resentment
bleeds into daily interactions, poisoning team
culture and eroding the leader's credibility.

o Protecting the teamEffective leaders insulate their
direct reports from organizational politics, ensuring
that personal frustration does not translate into a
toxic working environment.



Insight into Agency Dynamics

ANot knowing the whole picturelack of context and
overall agency responsibility and mission cause us to
make assumptions

ANot personaibut organizationalithe dynamics of
Internal and external factors

AShifting from external validation to internal mastery:
true leadership maturity relies on measuring success by
purpose, meaning, impact, and skill growth rather than
rank or position or squad titles.

AMastering political literacy:Processing these setbacks
teaches leaders how organizational structures operate
beneath the surface, preparing them to navigate
complex executive environments later in their careers



Other Factors

ARecognizing risk aversio@bserving who gets
ahead reveals what upper management truly
valueg often compliance, visibility, or risk
mitigation rather than raw output.

The Peter Principle, systems often reward political
alignment or safe mediocrity over functional
competence

AEvaluating alignmentThis disconnect forces a
leader to reassess whether their current workplace
aligns with their longerm professional values and
goals, prompting a pivot rather than a blind
struggle



Understanding the Flow

Orientation

Fixed Going well

Reorder | Order

Resolution 3 1

Disorder
2

Confrontation

Problems

Adapted from Richard Rohr



Understanding the Flow

Provides a stable structure
For credible process and
trust for predictability

Provides the space
For autonomy

Reorder Order
3 1

Feels productive and
stable,
but it can create narrow

cognitive rigidity.

Order can promote
risk-averse, bureaucratic,
and

selfprotective mindsets



Understanding the Flow

Reorder Order

3 1

A triggering event:
administrative failure a
operational blunder

Eruption:what was
internal becomes visible
externally, often suddenly and
disproportionately

Permeation:it spreads quietly
across teams, processes,
relationships, and solidifies

Latent disorder:dysfunction exists but is not !
into culture.

recognized, hidden, or masked.



Disorder

AEmerges when the existing order is disrupted by
Internal or external factors, such as personal issues,
changes in work, technological advancements, or
organizational crises

ADisorder idistressfubut generative.

AA crisis, a failed strategy, a process changiese
events break down old structures.

AThe instinct is to restore order as fast as possible. But
leaders who rush past disorder miss the diagnostic
signal it carries: the old way no longer worked.

AWe must go through disorder to learn and develop

This state can lead to confusion, inefficiency, and
resistance among employees.




Disorder is Not Failure L (0 Q&
Necessary Growth

ADisorder is naturat not a failure, as contemporary
belief systems have led us to assume.

AOrganizational growth and change comes through
disruption, disorder, and discomfort.

AThe leadership challenge here is significant:

oLeaders who identify what needs to change for the
mission to continue are going to disappoint people
when they bring about disorder for the sake of the
mission.

oMany leaders tap out in the midst of disorderthe
OIYQu uI-A‘[SAUKS USyaaAzy
PKSNBE gSQONB IJZ2AY 3



Recognition and Acceptance of
Disorder

AWhat leaders must not do is ignore that they are in
a disordered state

ABecome obvious to feedback and blind to the
operational realities around them.

At NBUSYRAY3I UKS@QNB Ay |
0 KSEQNB Y2009

This Is a passive approach develops arrogance that
welcomes passivaggressive attitudes



Disorder in an agency typically emerge
from the Interaction between external
pressures and internal vulnerabilities the
reinforce each other.




Understanding the Flow

Restructuring and rethinking
processes to adapt to the
new realities.

Constructing something
better-fitted to new
conditions.

Reorder @ Order
3 1

Managing contradiction
and ambiguity,

making informed
Decisions with
incomplete information,
and bringing people
through that uncertainty
and stress with

care and trust.

This phase is essential for innovation and growth, allowing
organizations to emerge stronger and more resilient.



Reorder Requires a Different Kind of
Knowing

ATo reconstruct, we need to move beyond cerebral, rationa
knowing toward a more spacious, contemplative knowing
T beyond the dualistic, win/lose, either/or worldview.

AThis is what distinguishes truly transformative leadership
from mere managementreorder, or transformation of
people and systems, happens when order and disorder ar
seen to work together.

This framework invites leaders to stop treating disruption
as a problem to be solved and start treating it as a passage
to be navigatedt with patience, honesty about where the

organization actually is, and the courage to hold the
tension long enough to reach genuine transformation.




This cycle Is important to leaders
because It normalizes disruption

ACSI Ya GKFIOG dzyRSNROGFYR (K:
things fall apartt they recognize it as a phase, not a
failure.

Alt prevents premature closure.

ALeaders often shottircuit disorder by imposing a
solution too quickly, locking in the wrong reorder.

Alt builds adaptive capacity.

AOrganizations that have navigated the cycle conscious
develop a kind of institutional resilienace it KS e Q@ S
through it before and know they can come out the othe
side.

ALO NBTFN)YSa GKS fSI RSNXa



The cycle Is a natural progression
that agencies must navigate.

Aln order, the leader provides vision, sustains
feedback, and oversight.
Aln disorder, the leader sustains awareness, listens,
and adapts.
Aln reorder, the leader builds trust, envisions and
mobilizes.
Each phase requires a different posture.



THIS IS THE KEY

Be aware of the present, remain
mindful of the past, and
constantly anticipate the future



The three leadership competencies

AOrder: Leadership as a steward and guardian.
Maintaining, protecting, optimizing what works.

oThe risk here Is complacency and rigidity.

ADisorder:Leadership as presence and security.
Developing trust, managing the chaos, and
mitigating the anxiety.

o Difficult and demanding.

AReorder:Leadership as a guide and coach.
Authentic, curious, transparent, and vistbased.

o Emerging back to order.



Understanding Followership
Capabillities Is Key

ASpecific skills and behaviors that allow individuals to
actively support a leader, collaborate within a team,
and achieve organizational goals.

AWhile leadership guides a vision, followership
competencies provide the grounded execution,
feedback, and independent thinking necessary to make
that vision a reality.

o Understanding and cultivating these capabillities Is the
cornerstone of great leadership.

Organizations with strong followership enjoy higher
productivity, better risk management, and increased
psychological safety



Organizations can develop stronger leaders

cultivating five followership capabillities:
ChamorrePremuzicl. and Amy C. Edmondson, A.C. (2026)

AActive listening

APrioritizing purpose over personal credit
AReliable execution

ACritical dissent

ACoachability

These skills mobilize collective intelligence, reduce
blind spots, build trust, and make others genuinely
want to follow.



The four skill sets for Leaders:
Brown, Brene. (2018)

ARumbling with Vulnerability:The foundational skill
of leaning Into difficult conversations and
situations.

ALiving into Our ValuesActing in alignment with
core values.

ABraving TrustBuilding and maintaining trust.
ALearning to RiseBouncing back from setbacks.



Poor leaders and managers fall to invest in their
followers by not seeking understanding to
learn. They do not provide clarity through

vision, expectations, feedback, mentorship, and

oversight.

THEY ARE:

AResponsibility absent (not aware)

APhysically absent (never there)

AMY20Ar2ylFfftée oaSyid oOR
Results in bad outcomes (disorder)




ThePracticedynamics of leadership
Filstad, C. & Karp, T. (2020)

AProducingrefers to the ongoing everyday activities of
policing and the common and collective achievements
eadership practices

oL A& lo2dzi GKS WR2AYIQ

ARelating and social interactionis policing seem to be
pased on informal relations between leaders and
employees while working

o The importance of the collegial and social environment
often emphasized by the leaders themselves




Alnterpreting and sensemakingre integrated in
social, cultural and contextual relations and ongoing
practice dynamics

o Different interpretations lead to sensemaking when
Individuals construct their own sense of self as
Interdependent and dynamic within leadership
practices

ANegotiatingrefers to power and politics, which,
according to a practicbased perspective, are
Integrated and embedded in leadership practice



Law Enforcement Leadership

complex complicated contextual nuanced
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Simon Sinek

ALike managing technology, they constantly
upgrade their operating systems

AThey constantly read, research, and study to
upgrade their skills and enhance their perspectives

AThey strive to stay current to enable them to
understand, adapt, and adjust to different context

‘Leadership is an
education and the
best leaders think
of themselves as
the students, not
the teachers.”

= SIMON SINEK




This Class about what we do

Where theory and practice are dynamically intertwined

Als basedon 47 years of practical and actual police
experience blended into the most current academic stuc
and empirical research

Alts focusis to interpret replicated leadership and
management theory into the practical application to
achieve effective results

Alts goalis to promote the professional growth and

C
t

evelopment of supervisors, managers, and executives
ne contemporary law enforcement profession by providi

t

" 4
g his course is evidendmsed ¥ o

ne resources and principles from evideAt&sed practices




Your Class Today.

First, how we
understand Leadership
and management Iin
the contemporary
workplace.

Then the five burdens
U Seltawareness

U Competence

U Servanthood

U Communication

U Management




| TR
Leadership and Management

Theory Basics
Foundations and Architecture

3 o . 2N




The Triad of Leadership 9 Y S NtRrcuighghree (3)
Interconnected and Interrelated Domains

v




3 Domains where Leadership Emerge
Ibrahim, L. Y. (2016).

External Internal Leadership
Factors Factors Role

Coming from Stemming Arising from the
people and from within nature of the
situations the leader leadership role

. . i o Ele o

52
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A process

Of Iinfluencing a person or group
dynamics

In a way that motivates them to the
desired outcome

Haslam, (2004); Smith, (1995); Rost, (2008)



Three (3) Critical Perspectives
Reicher, S.DBlatow M.J and Haslam, S.A. (2007)

Al eadership can never be just about leaders

Al_eadership should focus on power through
people, not power over people

A S RSNBKALI Aa YSOSNJ |
W8 i Ml L e
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Leadership is
power
through, not
over people




TheTriad of Leadership

The ME
Leaders Perspective

Character, Competence,
Commitment

Power

Trust
The WE Relationship The CONTEX
Followers Influence Perspective
Perspective

Indl\_/ldual Ideljtlty_, Voice, S_omal TR S e i
|dentity, Organizational Justice



Figure 1.2 Functions of Management and Leadership

Management Leadership
Produces Order and Consistency Produces Change and Movement

Planning and Budgeting » Establishing Direction

o Establish agendas e Create a vision
o Set timetables o Clarify big picture
o Allocate resources o Set strategies

Organizing and Staffing » Aligning People

e Provide structure e Communicate goals
o Make job placements e Seek commitment
o Establish rules and procedures e Build teams and coalitions

Controlling and Problem Solving » Motivating and Inspiring

e Develop incentives e Inspire and energize
o Generate creative solutions o Empower subordinates
e Take corrective action e Satisfy unmet needs

SOURCE: Adapted from A Force for Change: How Leadership Differs From Management
(pp. 3-8), by J. P. Kotter, 1990, New York: Free Press.




Trifecta ofManagement

Law
Mandates and

Discretionary Legal Perspective

Operational

_ Realities |
Operational . Managerial
Perspective expectations, Perspective

accountability

In-depth Acumen Practices and Ethics
Strategy, Tactics, Administration Policies, People, Politics, and Culture



The key is understanding the
dynamic and evolving mix and how
to leverage power.




Police Leadership is largely focused arount

the following:
Karp,Filstad & Glomseth (2019)

AWorking toward mastering the leader role(s)
ADealing with organizational tasks

AOperating the organizational unit, they are
responsible for

AMaking choices and setting priorities
ACaring for and developing interpersonal relationships
AManaging themselves



Alnfluencing the standard conditions
ABeing committed to the social mission

ADoing a job that is formed by a very specific
leadership culture



Public Safety Leaders Secret Sauce

AManage
AMotivate
AAlign

¥

»* ~ - ~ .'\v o
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ey, ”f
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V Understand the context they are operating.

V Promote understanding by casting vision, providing
direction, and setting expectations to create and
develop a proactive and anticipatory awareness.

V Enable a collaborative and interdependent
environment with constant awareness through
ongoing feedback.




Three Key Operational
Perspectives

AStandards of good practice

AMetacognition and understanding
context

AProactive and anticipative management



Three systematic reviews covering the perio
19922023 examine why scholarly knowledg

of effective police leadership remains limited
CathrineFilstad Tom Karp & Anne Rgd (2025)

AMost of these are leadecentric and tend to
uncritically echo the conventional literature,
focusing on police leaders traits and styles as
Independent of context and practice.

AThe collective and relational nature of police
leadership, which is understood to be & co
production involving leaders and followers, is undel
researched.



Police Leaders
Filstad C. Karp, T. and Rod, A. (2025)

ANavigate a landscape marked by substantial, diverse,
and complex challenges

AThese include crime prevention, crisis management,
Inter-agency collaboration, and community relations.

AThe current climate of heightened scrutiny and
demands for reform have underscored the importance
of effective leadership within law enforcement
agencies.



APolice leadership now goes beyond personnel and
resource management

It requires the strategic, ethical, and interpersonal
competencies that are essential for the
maintenance of public order and safety.

AMeanwhile, the context of policing, (e.g. societal
changes, legal developments, technological
advancements, and cultural shifts) is also evolving



George Mason University integrative review of
leadership studies over the last 20 years found
Zaccaro,Green, Dubrow, & Kolze, (200&jord review, (2019)

Aln terms of leadership development there is considerable
scope for helping leaders develop the abllity to control
their outcomesby working with them on their:

o Cognitive capacities

o Social capacities

oCore values and beliefs

oKnowledge and skills (including emotion regulation skills

Additionally, the research found leaders that:

A Acquire a more developmental mindset, (as opposed to a fixed mindset)
A Understand and develop their foundational traits in leadership capacities
A Increase situational flexibility and awareness



The Me




The Big Five Personality Dimensions

The most basic difference between traits and values is that traits are descriptive variable
whereas values are motivational variables

Quiet, - i Outgoin_g,
withdrawn, Low Extraversion energetic,
unassertive gregarious
Aloof, easily — A bl Warm,
L. .. 4L°W greea eness considerate,
irritated -
good-natured
Impulsive, “Low Conscientiousness Responsible,
carefree . dependable,
goal-oriented
Moody, tense, | Stable,
lower self- ¢ Low Emotional Stability confident
confidence ~
OR Neuroticism
Narrow field . Imz_:gmatlve,
of interests, (_Low Openness to Experience curious, open
likes the to newideas
tried-and-
true

Dispositional traits will not predict how
someone will be under different context

(Tupes & Christal, 1961, as cited by Daft, 2007)



GFP relates to social competence criteria (e.g.,
friendliness, communication, emotional
intelligence), that social competence

characteristics 80
(e.qg., social ascendancy, empathy

36

The Big Two
59

| Emotional Stability H Conscientiousness H Agreeableness \ ‘ Extraversion H Openness \
] ] L | l [ |

PRF-Defendence (-0.81) JPL-Organization (0.78)  JPI-Interpersonal Affect (0.77)  JPI-Self Esteem (0.83) JPL-Complexity (0.82)
PRF-Aggression (-0.74) PRE-Impulsivity {-0.76) PRF-Succorance (0.69) PRF-Exhibition (0.82) PRF-Understanding (0.79)
PRF-Abasement (0.69) ~ PRF-Cognitive Structure (0.70)  ppy. Autonomy (-0.65) l;'l::;:[iufltl']li“ﬂm ([?Eﬁj] JF[-I]I‘;ﬁﬂﬂl of [Il’lﬂl‘zsél(ﬂ-ﬂl
JPI-Responsibility (0.31) PRF-Order (0.67) -Affiliation (0.62) JPI-Innovation (0.61)
PRF-Desirability (0.47) PRF-Achievement (0.64) Pl?]ﬁ’?iﬁiﬁ:?ﬂ?ﬂ?] JPL-Energy Level (0.45) JPI-Conformity (-0.60)
PRE-Play (-0.64) s _ JPI-Social Adroitness (0.44) JPI-Tolerance (0.35)
PRF.Endurance 0.53)  J¥1-Social Participation (0.38)  ypr pick Toking (042)  PRF-Social Recognition (-0.52
General Factor of Personality ~ PRF-Harm Avoidance (0.35) PRF-Sentience (0.30)
Rushton et al. (2008) PRF-Change (0.48)

TIT Y olawwm d honile = ol mmemr & T4 A&F S



Having a Personality

Individual constellation of “mental components”

Being a Personality

An individual degree of appreciation of an actor
and his/her actions by some kind of social group
as well as the degree of influence that the actor
has on the group.

P
E
R
F
0
R
\%
A
\
C
E

Excellent Charisma Authority

repUtatlon Competence Leveraging Power
Character and Warmth

Faix and Mergenthaler, (2013), and Mergenthaler, (2017)



Critical to Understand

Al SIF RSNBR I NBy Qi

IAOSY ONJ

Investitures, Inaugurations, or enthronements.

ALeaders ARE NOT ENTITIL

K Is not a gift)

ALeaders are delegated responsibility from higher
order to see to the standards, vision, mission, roles,
and responsibilities of the agency AND care of their

people

ALeaders are accountable to the rule of law, their
commander, and the people under their charge

[ SFRSNAEKALI d49a9wbD9{ ¢ KN
circumstances at the time, then develops mfluence

uKNEdzEIK
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The three (3) big requirements
for a leader to shape culture

Zg T

[

-
wValues
wintegrity wCompetence
wlraits wConfidence
N %

¥[ Character

LA

fooWork Ethic 2

wPassion for
the Job

\—{Commitmen

t




Three (3) Interrelated Dimensions

The Automobile Metaphortthe essence of contemporary

police leadership and management.
Edwards, (2024)

Engine
Character and Behavior

Contextual UnderstandingDrive train

Interactions and Relationship

Steering



Other focus versus self focus
| 20 0 SX

How we leverage power matters.
Gaining power reduces empathy and perspective
taking.



AReduced Dependendylistance from others grows)
AAttention Narrows(a lot on your mind)

AEntourage Effecfleaders are told what they want to
hear to smooth over discomfort to create a distorted
reality)

AAttribution Shift (leaders attribute success to their own
jdzZ t AUASa YR Tl At dzNB 02

Ut 26 SNJ R2Say Qi O2NNHzLIO SY
It does it through structural distance, cognitive

harrowing, reduced dependency, and social insulation
T mostly invisibly, mostly gradually.

The leaders who stay empathetic treat it like a discipline
not a personality trait. They build systems and habits
that force them back into contact with human reality
because the institution, left to |tself will slowly pull
GKSY | gl FNRY A




Empathy in leadership is predominantly associate

with positive outcomes, justifying its relevance.

A systematic review of the literature
Muss, C., Tuxen, D., & Furstenau, B. (2025)

AEmpathetic leaders can influence affect and attitudes.

ABeing an empathetic leader may also encourage others
show empathy.

AEmpathetic leaders can have an impact on equity in the
workplace, interpersonal relationships, and leadership
practices.

AEmpathetic leaders can change perceptions and influenc
performance.

AStudies also attribute an influence on wb#ing to
empathetic leaders

¢ KS dzal 3S 27T -WKISA yo34S NBYLIS
O2YOSNYé¢ Aa LI NIAOdJ
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Competence and
Confidence
Metacognition

Empathy and -
Perspective Other Hlémlclllty

Managing
Power

Courage to leverage power with vulnerability, virtue, respect, care
and fairness.



A Humble Leadership Mindset Is

Crucial
It is defined by the following characteristics

ASelfawareness knowing one's own strengths,
weaknesses and limitations.

AAppreciation of others- recognizing and valuing
the unique contributions of team members.

AOpenness to learningdemonstrating teachability
and receptiveness to new ideas and perspectives.



ALow seltfocus- maintaining a modest view of
2 VS asSit- T B R 28 S Qasd O02¥ |
AThe ability to admit mistakes.

ASeek genuine feedback for their own
development.

AMaintain a focus on the greater good rather than
personal advancement



Leaders Must Have Core Strength

and Courage
Brown, B. (2025)

Tri-focus to build our organization:

APeople

AStrategy

AOperational Practice

Leaders can never succeed building on dysfunction.

Leaders must have a strong core to build on a
strong foundation.



Effective leaders and personal

values
Brown, B. & Grant, A. (2026)

AValues are worthless without actionto =~ _
OZ2LISNF GAZ2Y I T Al S€ UGKSY A
Al SF RSNARE YySSR 02 Ayaul ff
them realize when their actions are out of
alignment with their values.

A Identifying these values offers "strong ground" or a
“compass” to act from during uncertain or
challenging times.

AValues are not just principles, but what you are
willing to sacrifice for.



Values (The Compass):z
These are the ideals, |
principles, and |
standards you prioritize '
(e.g., honesty, freedom, ¥
success).

They are cognitive

beliefs you hold about |.

what Is important in
life.




10 Core Values that Influence our

Behavior
J. Koehler, (2023)

Alntegrity AOpenmindedness
AEmpathy AResponsibility
AResilience ACompassion
AAuthenticity AFairness

AGratitude ALifelong Learning



Value's important dual function

MONRPdzy RAYy3 | yR ! fA
Brown, B. (2025)

Being grounded and aligned in values is crucial
becauseat acts as an internal compass

V Provides stablility in uncertainty

V Promotes perception, attitude, and decistomaking
aligned with your values

V Opens your eyes, head, and heart to virtue

V Causes you tg default to those valU@RCreates guilt
a2dziaARSé (UK2aS O t dzSa

This alignment fosters emotional, mental, and ethical
strength, providing leaders with the insight, conscience,
and courage to navigate challenges and uncertainty

with conviction.



How you feel can be your baromete
asaleaded. ¥ e 2dz KI ¢

Values minus discipline and
accountability mean nothing

AValues that are operationalized and you hold
yourself accountable to are important

AValues alone, are just words
ALike faith without works

When your operating outside of your values
you feel bad or ashamed




The Four Cardinal Virtues

Plato, the Republic: Book IV, 4285

APrudenceA a a LIJNJ Ou A
the right reason applied to
thinking @eliberation,
judgment, and command

ATemperancehe dual practice
of dignity and moderation
(inner practicé with self
discipline ¢guter practicg so as
not being enslaved or act on
your desires.

AFortitude translates into
courage éndurance and
moving forward in uncertainty,
vulnerability, or feayr

AJusticelis rightly ordered
relatlonshlf)s at Is constant I SIS
and perpetual to render to eact] prubexce TempERANCE FORTITUDE JUSTICE.
their dug —

Virtues (Character)



& C 2 NJi GourdgRi$ notsimply one of the virtues but
the form of every virtue at the testing pomt which mean:

Fd G0KS LRAYG 2F KA3IG
C.S. Lewis

Virtues like prudence, justice, fortitude, and temperance have little
meaning If they are abandoned when it is risky or costly to practic
them



Managerial Courage emerges from selinotion
g KAOK | Oua | a I 1 thepdweA ¢
and energy to do the proper thing in order to avoic
the improper
Wan, K.E. (2017)

Two kinds of managerial courage:

AThe Courageto Ack & ARSYUAFASR (K
use of action verbs such decide, act, promote, affront,
confront, Imposeandmove ahead

AThe Courage to bén control of your emotions,
objective, seHaware, tenacious, responsible, fair, and
consistent

Three facilitators were found to be ego strength, self
confidence, and support

Adapted from:Harbour M. andKisfalv) V.(2014)




Facets of managerial courage includ

ABeing able to make tough decisions, when necessary,
even If they are unpopular.

AProviding honest and constructive feedback to
employees, which may involve addressing poor
performance issues or propose improvements

Holding People Accountable
NOT WALK PAST POOR PERFORMANCE OR CONCL

AAdvocating for what is right, such as voicing concerns
and challenging unethical behavior or organizational
practices.

ATaking responsibility for mistakes and failures rather
than shifting blame.




Moral Courage

AMoral courageA & G U KS 0SKI @A 2 NI
authenticity in the face of the discomfort of

RAZASYaA2y S RA A KbRINBDI
2010, p. 23).

ALU NBIljdZANBa aUKS gAttAy
F QUA2Y XTF2N) 2y SAaS((Honstkeid, &
Fox, Kamon, & Knolls, 2007, p. 661).

Aa2NJ £ O2dz2NF 3S aO02YLISt a
do what he or she believes is right, despite fear of
aZOAlt 2NJ SOZ2Y ZP¥eksn& O2 Yy a
Seligman, 2004, p. 216).

It contributes to consistency between moral
Intentions and behavior



Four categories of morally courageous

acls:
Wwitt, N., & Tanner, C. (2025)

AChallenging misconduct of others

AOpposing unethical orders [speaking to power]
AConfessing mistakes

Alnitiating positive changes

Essential elements of moral courage, reflecting both
reactive and proactive behaviors



Virtues as a Guide and a Guardrall
for Our Practices and Habits

Al dzYl'y @A0Sa&asz aedzad KI LI
selfFconcerns or ourathers

At ANLidzSa YI 1S dzd LJ dzaSs
NEIl NRAY 3 agKI Ui QA2 YNIANERKE Ue:




Understanding Principled Leadership

Standards

Selfdetermination
(commitment)

Virtues

CREDIBILIT] The

Principled
Leader

Grace

(no grudges) Seltdiscipline

(practice)

Honoring
(respect)



THE VIRTUE CONTINUUM

GOLDEN
DEFICIT MEAN EXCESS
htic | Integrity Legalism
ardice ] Courage
gard ! Respect fola
P ove able
Diligence orkaha
0 : ___ Discernment dg
| | 1 1 1 | | | | | | | 1 L | i | | | | | | | | 1 | | 1 1
1 1 1 1 1 | | | | | | 1 1 1 1 1 1 | | | | | | 1 1 1 1 1 1

After Aristotle, and Jim Lanctot

https://polgovpro.blog/2019/08/28/goldeAmeansor-ends/



CHARACTER
DIMENSION DEFICIENT VICE VIRTUE EXCESS VICE

Accountability

Collaboration

Integrity

Crossan, M., Furlong,
W. B., & Austin, R. D.

(2023)

Deflects

Unaccepting of
consequences

Negligent
Irresponsible
Self-centered
Confrontational
Narrow-minded
Inflexible
Disconnected
Fake
Untruthful
Manipulative
Unprincipled

Inconsistent

Takes ownership

Accepts consequences

Conscientious
Responsible
Cooperative
Collegial
Open-minded
Flexible
Interconnected
Authentic
Candid
Transparent
Principled

Consistent

Can’t delegate

Burdened

Obsessive
Controlling
Conflict avoidant
People-pleasing
Abstract
Compliant

Can’t discern boundaries
Uncompromising
Belligerent
Indiscriminate
Dogmatic

Rigid



Leadership and Management must have a
0 2 SUNt S Nfor phiScnduct and
unprofessional behavior

Managers, Supervisors, and Officers remain aware,
responsible, and held accountable to stay above the
RED LINE

Attitudes, Conduct, and Performance
If you turn a blind eye toward poor behavior, you

endorse and reinforce Iit.
I b5 | ROSNASf & AYLI Of




Strong Ground

Brown, B. (2025)

Four attributes that provide an alignment
between individual footing and relational
connection in leadership:

AHumility
ACuriosity
ADiscipline
AAdaptability



Leaders who play to win versus Leaders wh

play not to lose
Brown, B. (2025)

AlLeaders who play to wimperate from a place of
abundance and couragé:

0CKS8QNB gAfftAYy3a G2 Gl 1S
uncertainty.

oThey set bold goals, invite honest feedback, and are
O2YT2NUIO6fS AGK RAAOZ2YTz
growth and possibility.

ALeaders who play not to losare driven by fear and
scarcity.

o Their primary goal is to avoid failure, criticism, or
embarrassment so they play it safe, avoid hard
conversations, and protect themselves from vulnerabillit



Courageous Leadership Is made up

of four elements
Brown, B. (2018)

ABeing grounded and clear in your values.
AYour behavior is aligned with those values.

ABeing able to maintain your integrity and remain
In a state of vulnerability. incertainty, risk, and
exposurg.

AKnow when you're in it and not armor up.



The Importance of Vulnerability
Brown, B. (2018)

Vulnerability is very simply defined as the
emotions you feel when you experience

V Uncertainty
V Risk

V Emotional exposure
Leader vulnerabillity Is the affect or emotion we feel it

times of great uncertainty, risk, and(when) an
emotional exposure meankput myself out there

The ultimate purpose of being vulnerable is to give us
aalld OS¢ U2 )\)/Q)\US U0 K2dzZaKi
stakeholders, and peers, which, in turn, builds trust.

Courage Is born out of vulnerabllity, not strength.




dzft Yy SN} 6Af Ade Aa
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Dr. Brene Brown

a +
asSSy

A

KS
Z e
AVulnerability is important in leadership becatse

builds trust, fosters creativity, and improves
performance

A It creates psychological safety, rather than using
"armor" like perfectionism or cynicism toask
emotional exposure.

Leaders who embrace vulnerability can have
courageous conversations, ask for and give
feedback, and model authenticity, which is crucial
for true iInnovation and connection within a team.



AThe more comfortable, open, truthful, and
authentic the leader is, the more people open up to
themt and the more respect and valuable input
they get from others.

ABeing vulnerable creates a space for leaders to let
others into their heads.

ADemonstrating that you can be emotionally
vulnerable permits others to be vulnerable too.

It creates the space for curiosity and
thoughtfulness



Vulnerability Is not the same as disclosure,
YR 2y S R2SayQu | dzi
other.

ADisclosure= the raw act of sharing information.

LOQa 2dzaa the fads, feeingsids v
struggles you reveal.

AVulnerability = a specific quality of that sharing
it has less to do with how much you disclose than
GAOUK OKS ljdzZrtAGEe 2F 6KI
Intention behind it.

It requires uncertainty, risk, and genuine emotional
SELI2adcNBE 2FFSNBR gAlK2c
be received.



Setting Boundaries is Critical
Brown, B. (2017)

@ KFiQa 21Féez I PR Gk
ABoundaries provide clarity
AProvides the foundation for integrity

ABoundaries disrupt the unspoken assumptions
people make about us

ABoundaries are not rejection, they promote
alignment




Lack of Boundaries Sets up Chaos

A2 KSY 6S R2Yy QiU O2YYdzyA Ol (S
Y202 S R2yQu <2dzaua t2asS 2
people we were trying to please in the first place

AWhen we avoid setting boundaries to keep the peace,
its not real peace (It's a silent war within ourselves, we
start keeping score)

L RAR (GKAA TFT2NJ 0KSYZX 0 dz

When we shallow our own needs instead of expressing
them.
ALT 6S R2y QU &asi azdzyF“zl- NRA S
source of our resentment to other



Vulnerability (Minus) Boundaries Is
Not Vulnerability

AHow much is too much to share about my feelings?

0 Are you moving work, connection, or relationship
T2NB I NRX

0 ORare you personally disclosing your private thoughts
with somebody. gumping your feelings on othegrs

Evaluate your intention around sharing and who you are
sharing with in the context of the information in
appropriate manner for the right reason.

The discernment to know when, to whom, and how we
expose our authentic self

Vulnerability and boundaries are deeply intertwined and
Interdependent



How they work together

AVulnerability: is showing up openly and honestly.

The willingness to tell the truth be open an
authentic.

The flower in the garden that blossoms

ABoundaries:is knowing where we end and others
begin.

Tools that allow us to protect ourselves in
sustainable ways.

The fence that protects the garden



Armored Leadership Daring Leadership

(SeltProtection) (Vulnerability)

A Perfectionism and Fear of A Rumbling with
Failure:Avoiding mistakes at all Vulnerability: Leaning into
costs. discomfort rather than avoiding

A Knowit-all Attitude: Pretending s %,
to have all answers to avoid A Being a LearnerAdmitting "
feeling vulnerable. don't know" and embracing

A Blame and CynicismJsing growtn; .
shame or blaming others to A Accountability and _
manage, rather than taking Empathy:Taking ownership and
accountability. giving clear, kind feedback.

A Withholding _ A Cultivating BelongingCreating
RecognitionFearing that Inclusive cultures rather than

acknowledging others diminishes  requiring "fitting in".

self.. _ A Leading StrategicallyProactive,
A Avoiding Tough _ transparent communication and
ConversationsMasking fear embracing change.
}/g/gnedsefensweness Waydiiblie A SeltCompassionPracticing
o kindness toward oneself to
A Leading by Fear/Controlfop- navigate setbacks.

down, micromanagement, and
scarcitybased cultures.

Brown, B. (2018)



wSLJ | OS |
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Brown, B. (2025)

ASelfawareness

AMindfulness(nonjudgmental awareness of the

present moment)

AMetacognition (the active, analytical process of

thinking about your thinking)

AEmotional Intelligencgthe ability to recognize,
understand, and manage your own emotions, as well

as influence the emotions of ot

ASystems thinkinghow individua
Interact and influence one anot

ners)
parts of a system

ner within the whole)



Grounded Confidence
Brown, B. (2025)

AA brand of confidence that is built not on arrogance
or postering

ADeveloped on the solid ground of selfvareness,
courage, and practice.

AGrounded competence is accepting and embracing
learning and unlearning, with practicing and failing.

At Its core, 1t Is driven by discipline and the joy of
mastery.



Grounded Confidence vs. Armored
Leadership

AGrounded ConfidenceStems from an internal
anchor, accepting vulnerability, and holding space
for paradox or uncertainty.

AArmored LeadershipStems from fear,
perfectionism, posturing, and the exhausting need
to prove or protect an infallible image.



Three Elements of Grounded Confidenc
Brown, B. (2025)
Core Components

ARumble SkillsThe courage to have tough, honest
conversations without tapping out or putting up
defensive armor.

ACuriosity:An open mindset that replaces snap
judgments and assumptions with deep questioning
and a willingness to admit what you do not know.

APractice:The ongoinglisciplineof turning abstract
personal values into visible, everyday behaviors




Contemporary leaders must use
GDNRdzy RSR |/ 2Y FARS

abilities that work together effectively.
Brown, B. (2025)

AAnticipatory awareness |
ASelfawareness
ASituational awareness
ATemporal awareness
AStrategic thinking
ASystems thinking




Systems Thinking

Brown, B. (2025)

ASeen through the lens of organizational leadership,
emotional regulation, and human connection.

AUnderstanding how personal, team, and cultural
systems interact is critical for navigating complexity.

ARather than acting in silos, leaders must ensure
their boundaries remain permeable to allow
feedback to flow.

AWhen systems shut down due to fear or
complexity, they become seléferencing, leading
to atrophy and isolation.

Navigating uncertainty and complexity requires
leaders to resist panibased scarcity thinking, and
make thoughtful, more strategic choices.



ASystems thinking in higétress environments
requires creating a "pause" to consider the holistic
Impact of your decisions rather than reacting
iImmediately.

Between stimulus and response, there is a space. In
that space Is the power of choice.

AProvides the ability to step back, assess the moving
parts of the system, and anticipate the leteym
consequences of current actions over time.

Leaders must be highly aware of their own hidden
assumptions and mental models that might be
unintentionally restricting the larger organizational
system analysis



Our Brains are hardvired for Narratives and
stories
Our Brains hate uncertainty

AThe mind is a resolution machine

Alt takes complexity, ambiguity, and contradiction and
converts them into clarity as quickly as possible
(assumptions)

AUncertainty feels like a threat and activates the brains
survival mode

ACognitive dissonance and the drive for certainty cause
tension in trying to hold conflicting thoughts

V Our goal Is not resolution but capacity

V To stay In the tension long enough for objective reality
to emerge from the insight and integration to provide
understanding



Information gaps, confirmation bias, and time
constraints can lead to assumptions

AWhen a leader makes assumptions without asking,
It often leads to misunderstandings, damaged trust,
and lowered engagement.

V Pause and auditassumptions by askinyhat do
L GKAY]l L (1y26T YR gKI |

V Clarify with CuriosityReplace assumptions with
openended questions. (e.g:What Is your
perspective on this situationy?"

V Check for AlignmentOvercommunicate
expectations and ask the subordinate/team to
summarize their understanding




Tolerance for uncertainty matters for leaders
because their job Is fundamentally about making
decisions with incomplete information.

A5 SOAaA2ya Ol yQikleaderiviio ndedsMl
certainty before acting either freezes or acts too late.

Al KII LJSa (UKS (S Ifte€déaderne ol 2 f
ambiguity calmly, people can be objective and think mol
clearly themselves.

AEnables honest communicatioteaders comfortable
GAUK aL R2y QU (1y29 &Sl K
more trust than those who make knee jerk decisions.

APromotes riskadversity:] S RSNA ¢gK2 OF
ambiguity tend to default to safe, incremental choiaes
and fail to take the initiative by taking prudent risk.




Alt improves judgment over timeThe best leaders
can hold different views and perspectives at the
same time (in tension) to provide the space (time)
where they can evaluate data, expert input, small
experiments, and weigh consequenaeswhile
accepting that some uncertainty will always remain.

Ve2t SN 0AYy 3 dzy OSNI I Ay é
or acting carelessly.
VIt means being able to function wetlespitenot

having all the answers, rather than being
paralyzed by that gap.



"l would rather have guestions that can't be
answered than answers that can't be
j dz<Sa u A 2y SR Z a---Richard Feynman

V Embracing Uncertaintyl-eynman routinely
expressed comfort with living with doubt, stating it
IS far more interesting to not know than to hold
rigid beliefs that might be wrong.

V Core of SciencdReal inquiry requires treating
every assumption as testable and open to revision.

V Danger of Dogmalnquestioned answers stop
growth and lead to stagnation, whereas open
ended questions drive true understanding.



Holding Paradox (contradictions) and Managing
¢cSyarzy AY | [ SIFRSNJ

AParadox:two opposites ceexisting.

AManaglng the tension to hold both in mind to provide
0KS aLl OS U2ANEE2Y aARSNJI 02

Awl 0 KSNJ 0Kl Yy RSTI dzthiNgs/agord] :
leadership skill.
oltrequiresGé Wdza & Y I yI 3SI 0t S RAT

U Pushes right against the edge of your current abiltties

challenging enough to keep you engaged, but not so
hard that it overwhelms or frustrates you.

"The test of a firstrate intelligence Is the ability to hold
two opposed ideas in mind at the same time, and still
NSOGFAY OKS oAt AGES

F. Scott Fitzgerald (1936)



https://infjs.quora.com/In-his-1936-essay-The-Crack-Up-F-Scott-Fitzgerald-offers-a-definition-of-intelligence-that-aligns-closely-with-the-INF
https://qz.com/1247378/forget-the-turing-test-give-ai-the-f-scott-fitzgerald-test-instead

Embrace Paradoxical Thinking
Brown, B. (2025)

AThe ability to embrace "both/and" scenarios, holding tw
opposing ideas or truths simultaneously without rushin
to simplify them.

AThe stubborn, unflinching nature of paradoxes often
makes us uncomfortable and tempted to choose the
easier, familiar option.

Alnstead of choosing one extreme, successful leaders a
iIndividuals hold tension.

AThese contradictions are essential truths to be manage

Leaders learn to be comfortable with the discomfort of

these tensions and must proactively identify and raise

them, while also avoiding the negative consequences C
anxiety and defensiveness



“If you can’t accept paradox, you’re closing your
mind to the full picture.”

Grant, A. (2026)

You’re faced with determining which stories are true and
which values are important, rather than aligning them in

a space for critical thought and objective evaluation. We
tend to:

v Oversimplify complex situations
v Force false choices on our subordinates
v'Dismiss valid concerns that don’t fit our narrative

v'Create unnecessary conflict by treating tensions as
battles

Leaders who can hold paradox tend to ask better
questions.



Paradox involves two apparent
opposites, but the point isn’t merely
their coexistence

— It’s that holding them together
transforms your understanding, moving
you from either/or thinking into
something deeper.



Authentic leadership
Almutairi, M., Timmins, F., Wise, P. Y., Stokes, D., & Alharbi, T. A. F

ASelfawareness or the understanding of one's own
strengths, values, and limitations

ABalanced processing, which refers to the objective
evaluation of relevant information

AAnN internalized moral and ethical perspective,
anchoring behavior in ethical principles

ARelational transparency through open, honest
communication with followers.

Authentic leadership tends to produce psychologically
safe working environments where trust, engagement,
and innovation can flourish



AThe ethical and relational qualities of leadership are
directly connected to an agencies ability to become
more adaptive, continuously learn, and sustain
strategic domain competency.

Aln an era of social turmoil, economic change, and
rapid technological advances, environmental
awareness and the ability to find strategic
Ff OSNY I GAGSAasY | NB ONMGA
ability to navigate emerging challenges.

Al-Shyyab, Y., M. Aimomani, L;Addallat, Y., & Abdallah, A.
B. (2026)




A new (2025) conceptual analysis of authent

leadership

Almutairi, M., Timmins, F., Wise, P. Y., Stokes, D., & Alharbi, T. A
(2025).

There are 7 core authentic leadership attributes:
ASelfawareness

ATransparency

ABalanced processing

Alnternalized moral perspective

ACaring

AShared decision making

AMorallethical courage



Authentic leadership tends to have the
following outcomes:

oEnhanced employee wellbeing, job satisfaction, and
retention

olmproved work environment engagement and trust

olncreased productivity, safety, and customer
satisfaction



Bill GeorgeAuthentic Leadership

Passion

>

Purpose

Behaviors

v

Values

Compassion

Connectedness

v

Relationships

Consistency

v

Seltdiscipline

130



AThe three dominant moral approaches (i.e., ethical,
authentic, and servant leadership) clearly indicates
that moral leadership behaviors positively impact a
host of desirable organizationally relevant outcomes.

Lemoine, G. J., Hartnell, C. A., & Leroy, H. (201

oEthical leadershipHas connections to moral
philosophy yaluesyvirtue, and ethical behaviors)

oAuthentic leadershipA behavioral pattern that
Includes selawareness, models a clarity of values,
and an internalized moral perspective that is sincere

o Servant leadership&erving others above self, which
leads to benefits for both the leader and their
employees



Concern for followers

Creates valued

outcome for multiple
stakeholders

Lemoine, G. J., Hartnell, C. A., & Leroy, H. (2019)



| eaders as Role Models
Scarnati, J.T. (2001)

Respect and dignity are central to all moral
philosophy; it is of the same importance In
manners.

ASuccessful leaders utilize proper etiquette and
manners

ABeing mannerly helps the leader to grasp the covert
signals within the agency

AOthers will reciprocate
Alt will keep them upright and on the correct path.

No matter who you are, there is never an excuse for
POOr manners.



AWhen employees are exposed to rudeness, they
are three times less likely to help others and their
willingness to share drops by more than half.

ACivility, on the other hand, enhances individual
contributions and team performance by increasing
B G i s G g o o BT e SO P xd 1o A = B N

ATeam environments become trusting, respectful,
and safe places to take risks.



U The numberone attribute that garnered
commitment and engagement from employees
was respect from their leaders.

ANo other leadership behavior had a bigger effect
on employees across the outcomes measured.

ABeing treated with respect was more important to
employees than recognition and appreciation,
communicating an inspiring vision, providing useful
feedback, or even providing opportunities for
learning, growth, and development.

Porath, C. (2016).



al YYSNRA | NB | 0?2

AMutual recognition respect is an important form of

respect in workplace relationships t
benefits to both the individual and t

nat can bring

e

organization. Clarke, N., & Mahadi, N. (2017)

ARespect based on mutual recognition is an
Important component of respect in the
relationships that exist in the workplace, and it can
provide advantages to both the individual and the
organization. Maaz Ali, M., & Siddiqui, D. A. (2024)



Manners

AManners are represented by our com __ortmepegspnal
bearing or conduct; demeanor; behayiar the public
and private worlds we navigate

A: yﬁeém&ﬁryﬁmya GUOKS OSAft €
worlds.

AI\_/Iahr%)ners are grounded In visiopdu must learn to see
rg

AManners are rituals or liturgieghe way we look at things
and the proper codes of condiict

Aal YYSNB INB avYlft Y2YSyi:
Aa_l-__tnyNﬁ LINEY20S K2y 2NRAy 3!
civility in our behaviors
G/ 2YAYy3 (2 GKS AR 2NJ ¢S
--- Dante



Civility

AThe idea of civility a concern for making aspects of
our socialpolitical lives easier to navigate.

AWl | NY¥2yeQ 3J2Sa FdzNI KSNJ
a model for how we can survive our social relations
with others but for prescribing a way to repair
them.

Aln that sense, we might call it a reparative form of
civility.
The accommodation of others profoundly changes
the way we interact with disagreeing others



Tolerating those with whom we disagree Is
mark of the virtue that philosophers and
non-philosophers alike refer to as civility.

ACivility is the distinctive virtue of communicating
respect for our fellow citizens.

ATrue civility on this view consists not just in being
respectful or considerate.

Alt requires us to engage in social practices and
behaviors that display respectfulness

vanOosterum K. (2025)



In disagreements, civility Is not a luxury.
Grant, A. (2025)

Alt's a necessity.

ADisrespect provokes defensiveness and prevents
critical thinking.

ARespe(_:t prompts openness and promotes logical
reasoning.

AThe ability to debate without disdain is a
foundation of intelligence. (statesmanship)

A mindset that allows for the space to
LIND OuUAOS a! YUAOALIJ G2



Paul's Explanation of Christian Love Provide
Blueprint Corroborated by Science
1 Corinthians 13.
APatient: not quicktempered, irritable, or resentful

AKind: selfless and involves truttelling, fortitude,
constancy, and tolerance

ANon-envious:does not envy, boast, or brag
ANon-arrogant is not pompous or inflated
ANon-self-seeking:does not seek its own interests

ANon-revengeful:does not brood over injury or rejoice
over wrongdoing

ATruth-loving: rejoices with the truth
AForgiving:bears, believes, hopes, and endures all thing



---Richard Rohr



The Ecosystem the leader must create,
develop, and maintain by their insights,
judgments, and behaviors

Values
Decisions
airne
Q

Expectations

Vision
Direction

Oversight



Culture Components
D.D. Warrick (2017)

AModeling by the leader (integrity and work ethic)
AHow time and resources are managed

AThe way that Language, conversation and
feedback are used

Alnteractions and relationships

AThe standards and expectations communicated,
and the oversight applied

AThe opportunities created (growth and
development)

AThe_structures, systems, processes, roles, and
routines put into place

AThe environment created and experienced




Il LINP2FSaarzylt 2NBI
up of several interlocking elements some
visible, many not

AValues and beliefs

V The stated principles the organization claims to operate by
(integrity, excellence, safety, etc.).

VWhat actually matters is whether these are lived, not just
written downt the gap between stated and enacted value:
IS where culture problems usually start.

ANorms and unwritten rules

VEKS AYF2NXYIET dK2g (K Mloiffed doreN
powerful than official policy.

V Covers things like how mistakes are handled, whether peo
speak up in meetings, how much overtime is expected, or
whether shortcuts are quietly tolerated.



ALeadership behavior

V Leaders are the most visible signal of what the
culture actually rewards and punishes.

Their consistency (or inconsistency) between words
and actions shapes how much people trust the
stated values.

[ dzf G dzZNB A ay Qi 2ySi 0 f i Oe
thousands of small signals (how leaders act, what
gets rewarded, whether people feel safe speaklng
dzLJ0 GKIF O G23ISUKSNJI 0Sf

F6o2dzi GKS 2NAEFYAIIFGAZ2Y
officially claimed.




ACommunication patterns

V How information flows top-down only, or genuinely
multidirectional.

V Whether people feel safe raising concerns, disagreeing,
or admitting errors (psychological safety).

VFormal channels (meetings, reports) versus informal
ones (hallway conversations, rumor milis)a strong
Informal grapevine often S|gnals weak formal
transparency.

ASymbols, rituals, and artifacts

V Physical and symbolic elements: office layout, dress
code, awards, ceremonies, traditions, even
language/jargon specific to the org.

These reinforce identity and belonging, and 5|gnal
gKIG§Qa @I fdzSR o0SPId: [y 2
vS. one that celebrates workfe balance).



AAccountability and justice systems

V How consistently and fairly rules are enforced,
across all levels.

V Perceived fairness (organizational justice) is one of
the strongest predictors of trust and morate
Inconsistency here erodes culture fast.

AReward and recognition systems

V What gets promoted, praised, or compensated
reveals true priorities, regardless of stated values.

Misaligned incentives (rewarding results while
ignoring how they were achieved) are a common
source of cultural dysfunction.



ACohesion and shared identity

VI asSyasS 2F 02YY2y LlzN1J
023ISTKSNEE S6KAOK &adzadl A\
change.

V Overly rigid conformity, though, can suppress
healthy dissent so cohesion needs to coexist
with room for disagreement.



ASocialization and onboarding

VHow new members learn the culture formally
through training, informally through observation
and peer influence.

V Strong cultures have consistent onboarding; weak
or fragmented cultures let new hires absorb
Inconsistent or contradictory signals.

ABelonging, inclusion, and psychological safety

VWhether different perspectives are genuinely
welcomed or just tolerated.

VInclusive cultures tend to surface problems earlier
and adapt faster, since more people feel safe
contributing honestly.



AAdaptability and learning orientation

V Whether t
learning o

ne organization treats failure as a
oportunity or purely a liability to punish.

V Cultures t

nat support continuous improvement

handle disorder and change far better than rigid,

blame-orie

nted ones.

AStandards of practice and regular oversight

V Sound up

to date policy, trained on, and enforced.

V Active supervision and management

V Feedbackich environment

V Ongoing oversight

V Performance measures and accountability



Four behavioral domains provide the most
observable evidence of how culture operate

In practice:
Raaijmakers, M. (2026).

ADecisioamaking .
ACommunication —_—
' _ Espoused beliefs

AlLearning and values

—

Basic underlying
assumptions

Schein, E. H. (1990) -




My Frequent Prayer

[ 2 NR 3 rad&@endssS &S
The Insight to see
The empathy to feel
The objectivity to think
The wisdom from humility

And the courage and confidence to
RSOARS YR | Oi



There are two fundamental tensions In work

culture:
Grant, (2023)

Results vs. Relationships and Rules vs. Ri:

Failing to strike the right balance between these values can |le:
Uz UKS SYSNHSYOS 2F a¥F2dzNJ RS
o Toxicity:disrespectful, sel€entered,micro-managing unethical

boss. No support, selfish, cutthroat actions toward employee

o Mediocrity: relationships take precedence over results, no
accountability or drive

o0 Bureaucracyexcessively ruleriented, stifling innovation and
growth. Red tape impedes decistomaking and hampers
employee autonomyNo effort to teach and empowgr

o Anarchy:uncontrolled risks and the absence of rules. Strateg;
and structure are disregarded, resulting in confusion and dis:
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| Leadership _through people not over people




Types of Power

Formal power

LT ETLLITTETE A position or title that gives someone authority
within an organization or system. Also referred to as “legitimate” power.

The ability to confer rewards to other people.

The ability to punish people for noncompliance.

Personal power

SCELA IR A person or thing which is considered to be especially
knowledgeable about or proficient at something.

(O EE AU The power of the network either through existing
connections or the ability to make new connections.

In 1992 they addednformational poweras number six

Source: John French and Bertram Raven, “The Bases of Social Power”




Leading Diverse Groups of People
Why Reverent Power is Important?

Fivebases of social power identified by French and
Raven (1959)Coercive, reward, legitimate, referent,
and expert. Later Raven (1965), added informational
to make six.

AReferent power ighe ability to influence others
due to admiration, respect, and identification with
an individual, essentially stemming from the
leader's personal qualities and likabllity.

APeople are more likely to follow or agree with
someone they like, respect, and see as a role model



WHY IT MATTERS

AReferent power is considered the most potent _
0SOIdzaS A staYQu NE |j dz
micromanage, use coercion, or reward to influence
others.

AAccording to French and Raven, referent power has
the broadest range of influence of any power,
allowing it to be leveraged on a large scale.

People follow a leader with referent power
based on who the leader is and how they
behave.

Leadership is power through people, not over
people



Power In Leadership can Emerge from Fou

Distinct Expressions:
Brown, B. (2020), and Follett, M.P. (1941)

APower Overbuilt on dominance, force, coercion, and
control.

o This type of power is finite, meaning leaders hoard and
protect it out of fear.

olt motivates through fear, shame, and blame, prioritizing
"being right over getting it right".

APower With:shared power built on collaboration, mutual
support, and respect.

oRecognizes that the synergy of a group Is greater than
iIndividual contribution, focusing on building bridges,
teamwork, and collective action.



APower Tothe unique potential and agency every
person has to make a difference.

o Empowers individuals to shape their own lives,
complete tasks, and maintain agency over their
work rather than merely following tepgown
directives.

APower Within:grounded seleadership,
confidence, and selivorth.

o The personal ability to recognize differences,
challenge assumptions, and believe that you can
make a difference.

olt is rooted In seHrust, healthy boundaries, and a
clear purpose.



Powers Influences on Leaders

AReduced accountabilityPeople with power face
fewer consequences for bad behavior

Impulses that were previously restrained get
expressed.

AEmpathy erosionStudies suggest power can
f AGSNI £t & RI YLI®slroti KS 0 NJ
responses

P2 SeUe (20 Bl S 2 S 0 D > v Sl )
emotions and perspectives.



ASelfserving justification:Power tends to make
people feel their own jJudgment is more valid,
which can slide into believing rules apply to others
but not them.

ASelection effectRuthless or selhterested people
may be more likely to seek and win power in the
FANBRG LI FOSE a2 AdQa y2i
power changesomeonet it can just remove the
mask.

Alsolation: The more power someone has, the more
people around them filter bad news or flatter
them, cutting them off from honest feedback.



Psychological changes In the leader

o Disinhibition. Power reduces threasensitivity in
the brain, making leaders act more impulsively and
take more risks

Including social risks like belittling or ignoring
others.

oLoss of perspectivaking. As power grows, 7
{f SIF RSNR Nbte tSaa 2y 210
on their own judgment

Which shows up as dismissiveness, poor listening,
and blindness to how their actions land.




o Entitlement. Extended power exposure fosters a
belief that one deserves special treatment

Leading to exploitation of subordinates, double
standards, and setberving decisions dressed up as
gKIFGQa o0Sad FT2N 0K

oObjectificatlon of others.Some research finds
powerful people start viewing subordinates more
as tools for achieving goals than as people

Which underlies abusive or exploitative
management styles.




Structural changes around the
leader

o Yesmen effect.Subordinates selfensor criticism
to avoid punishment, so toxic behavior goes
uncorrected and can escalate.

oNarrowing feedback loopsThe higher up someone
IS, the fewer people are positioned (or willing) to
challenge them, so toxic patterns calcify rather than
get corrected.

oReward for toxicity.In hierarchical or higipressure
cultures, aggressive, domineering leadership
sometimes gets rewarded with results in the short
term, reinforcing the behavior.



Compounding factor: who seeks power

At 2 6 S NJ F“ezééymj yééééél- NA f e
the usual checks on behavior and It attracts and reveals
traits already there.

AC2EAO fSIFIRSNBRKALI Aay Qi LJdzN
T Oftentraits like overconfidence, manipulation, charisma
with low empathy are amplified

Power amplifies and emerges those traits in people as
leaders

AThis can create a culture of fear, insularity, and lack of

awareness due to no psychological safety and unchecked
accountability.

Toxic leadership is far less likely when a leader has peers
g 200 4% -LIdzazsle ~ 0 Qf > - a-d2b 2 NIRAD/
and real consequences for bad behavorpower alope _
R2S&ay Qi 3dzl NI y i SWithoilit2 EA O

accountabilityreliably produces lIt.



A Leaders Status
Galinsky, A. (2025)

Is not the same thing as power, and it
functions almost like a report card from the
people around you rather than something a
title confers.

AStatus is earned respect, not granted authority.

oWhere power Is control over resources and
outcomes

oStatus Is the level of respect, admiration, and
voluntary deference a leader actually receives from
others.

oYou can be handed power by rank; status has to be
given to you by the people under your charge.



APower without status is corrosiveThe destructive
nature of power without status shows that leaders
who have control but lack respect tend to put
others down.

AOften as a way of compensating for feeling
disrespected despite holding formal authority.
LGQa &adl Gddza AyaSOdzNR Geé
behavior toward others.



Insecurity tends to turn power from a tool

Into a shield
T and the leader is often the last to notice the switch,
because it feels like decisiveness or high standards rath
than fear.

AControl substitutes for confidenceA secure leader
can tolerate ambiguity and dissent; an insecure one _
2FT0SYy OlFlyQu> 0SOldzaS dzy O
o This shows up as micromanaging, egentralizing
decisions, or needing to be the smartest person Iin

every roomt not because the situation demands It,
but because losing control feels like losing safety.



Alnsecurlty Is very often a pashaped reaction i
21 R LINE 2 T uKI U e2dz ﬂSNB

P o , Pal 4

day authority.
ACKS t SR
OKIttSy3d
to mean.
The tell Is usually the size of the reaction: if the
emotional charge is bigger than the actual stakes of

the situation, that gap Is often insecurity, not
judgment.
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AAuthority gets used to silence rather than test
iIdeas.Disagreement can land as a threat to status
rather than useful information.

0An insecure leader may punish pushback subtly
freezing out the person who challenged them,
rewarding agreement which trains a team to
stop bringing honest input long before anyone
names why.

ACredit and blame get distortednsecurity often
Lddzt £ & ONBRA U dzLJg | NR d6dlL
ofFYS R246y 6l NR 6aSESOdzu;
0KS fSIFIRSNQa asyasS 2F 4
capable, not just being capable.
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dressed up as strategy or firmness.

APerfectionism and hierarchy tighterDelegation
feels risky when your identity Is tied to being
iIndispensable, so insecure |leaders often hoard
AYLEZ NI Yy g2 NJ 2 0KSY NI

a U S LILIAt yalyndrhidgéthey themselves
created.




APower reduces perspectiviaking: Power propels
leaders toward their goals, but it makes people
anchor too heavily on their own vantage point and
under-adjust for how others see things.

oPower becomes a psychological accelerator
useful for getting things done, but dangerous
without a counterbalance.

APerspectivetaking is the missing steering wheel:
Effective leadership needs both power (the
accelerator) and perspectiMaking (the steering
wheel)

Leaders who combine power with genuinely taking
2ZU0KSNBQ OASGLIAYIEA AYD(?Z2

ydzt YOSR RSOA&AZ2YyaX sKAES
02 GONF aKAY 3 DE



C High status comes with amplified scrutinidnce a

leader has status, peop
behavior far more close

V This is his Leader Amp

e watch and interpret their
y
ification Effect.

V The flip side Is the Leader Silencing Effect:

are to give them honest,

The more status a leader has, the less likely people

critical feedback, because

the stakes of disagreeing with a highktatus person
feel higher.



Leader Amplification Effect

We Inspire others by words, actions, and

Interactions
Galinsky, A. (2025)

AEvery word and action from a leader gets amplified.
¢CKAAd YSIya 0KFEG é2dz R2Yy
you will have an impact.

ABut you do have a choice of whether that impact
will be inspiring or infuriating.



AlLeverage Positive Amplification&e generous with
praise and appreciation. Provide clear guidance.

AAvoid Negative AmplificationsRegulate your
emotions and your critical tongue.

olLeaders can be impulsive and send.

V Amplified Signals.

oSubordinates' interpretation:

V Intensified Reactions or Wrong Assumptions.

Avoid ambiguity or silence when communication is
needed.



AThe Leader Amplification Effec®nce someone has
power and status, everything they do or say gets
magnifiedrt

ot S2LJX S gFUGOK I fSFERSNRa S
expression closely, so their behaviors and the reactions
they produce In others are both intensified.

A casual offhand comment from a leader lands very
differently than the same comment from a peetr.

AThis creates the Leader Silencing Effecthe same
F YL AFAOFOA2Y GKIF G YI1Sa
weight also makes people uncomfortable sharing
honest, dissenting perspectives with leaders, which
quietly cuts leaders off from the accurate feedback
0 KS@QR YySSR (2 O2NNBOG O2



APower without checks breeds overconfidence and
disinhibition. Research ties power to overconfident
decisionmaking and reduced awareness of real

constraints

Leaders start believing their read on a situation is
more reliable than it is.

Power amplifies whatever a leader already is, and it
does so while simultaneously shrinking their ability
to see other perspectives and cutting off the honest
feedback that would catch it.
'y AYyaSOdaNBE 2NJ NBIF OUAgS
under powert it gets louder, while the leader gets
f Saa YTZNNIUAQV 02 Yz




Power creates either inspiring or infuriating Leade

V

(satisfies human needs of meaning

Visionary how they see the
world

and understanding)

V

Exemplar of desired behavior
How we are in the worl@dsense
of security and promotes
energy)

Great mentor how we interact
with others in the worldvalued
and respected)

- Inspiring =~ ¢e——————)  |nfuriating

o The authority-centered

o0 Selffocused and serving
o Directly harmful

0 Absence and/or neglect

Galinsky, A. (202¢



The Authority-Centered Control Cluster

Autocratic | | Authoritarian Despotic Tyrannical

V Centralized decisicmaking and strict hierarchical contrc
V Demand for unquestioned obedience and compliance
V Limited communication (primarily tegown)

V Suppression of subordinate input and autonomy

V Use of coercive power to maintain dominance



The SelServing/Grandiose Cluster

Narcissistic

Hubristic

Machiavellian

Self Protective

|1 =4

V Prioritization of personal interest over organizational or
follower welfare

V Inflated selfperception and overconfidence in abllities

V Dismissal of criticism and opposing viewpoints

V Manipulation of relationships for personal advantage

V Risktaking behavior that serves sethage rather than
organizational needs



Directly Harmful Cluster

Psychopathi¢ Abusive Bullying Toxic

Systematic patterns of harmful behavior towards
subordinates

Creation of climates characterized by fear, mistrust, ar
psychological distress

Undermining of employee wellbeing and organizationz:
effectiveness

Use of intimidation, humiliation, and verbal
mistreatment

Violation of legitimate organizational and employee
Interest



Passive or Withholding Control
(Controlled by Absence/Neglect)

Laissez-aire Impoverished Derailed

V Laisse#-aire-control by absence: withholding decisions,
guidance, and feedback

V Impoverished-control by indifference: neglecting both
people and task, forcing employees to cope without
direction

V Deralled-control lost, but also exerted erratically througf
arrogance, poor adaptation, or passigggression




Table 1. Frequency of toxic leadership behaviors.

Toxic Behavior Frequency (%)

Manipulation 68.0
[ntimidation 59.5

Unethical Decision-Making 530

Disrespectful Communication 720

Micromanagement 65.0

Zaghmout B. (2024)



Four interlocking themes emerge from toxic

leadership behaviors
Alshmemrj M. (2026)

APublic humiliation/blame, intimidation.
Alnformation gatekeeping

APerceived favoritism

AEroding psychological safety.

[Operational] quality was consequently perceived to be

affected bydefensive practice patterns, communication

hesitation and delayed escalation, siloed teamwork, an
reduced organizational learning.

Technical reporting infrastructures alone may be
Insufficient when psychological safety and leadership
accountablility are weak.




Table 1. Frequency of toxic leadership behaviors.

Toxic Behavior Frequency (%)

Manipulation 68.0
[ntimidation 59.5

Unethical Decision-Making 530

Disrespectful Communication 720

Micromanagement 65.0

Zaghmout B. (2024)
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APerceived favoritism

AEroding psychological safety.

[Operational] quality was consequently perceived to be
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In recent years, workplace incivility has
become increasingly prevalent and

detrimental.
Yaqgoob, S., Shahzad, K., FaisalkKkthlew N., &Abualigah A. (2025)

Alncivility is not only a research concern but also a
oressing managerial challenge.

ALeft unaddressed, it undermines employee
wellbeing, weakens service quality, [stakeholder
problems] and increases organizational risk and
Costs.

Managers need practical guidance on how to
recognize, contain, and prevent incivility in their
everyday operations

Bhutto, M. H.Dineva D., Mero, J., &arjaluotq H. (2026)




The Power of Extreme Ideology and Its
Adverse Influences

Aldeological extremes by leaders in organizations can
manifest in various forms, often leading to division,
polarization, conflict, stress, and abuse.

ARefers to the far ends of a spectrum of beliefs or vall
held by leaders, individuals, or groups within an
organization

Some examples:

oWork over family

oPay over purpose

oMission always over people
o Outcome over safety



Leadership Fragility

Roberts, R. (2026)

ALeadership fragility characterized by low
adaptability, high egalefense and poor emotional
resilience can accelerate entropy, or the gradual
breakdown of order in organizational systems.

ATogether, these forces dismantle relational trust
and ethical norms, leading to a regression from
leadership tgpowership

This shift results in increased control, fedased
tactics, and reduced psychological safety.



ACharacterized by low adaptability and high ego
defense that accelerates organizational entropy
(the decay of order, culture, and performaince

AWhen leaders cannot navigate complexity, they
often revert to 'powership" substituting genuine
leadership with coercive, positional power.

AThis cycle fosters toxic environments



AlLeadership FragilityMarked by rigid, noradaptive
pehaviors that, instead of withstanding disruption,
pecome Dbrittle and fail under stress.

AOrganizational EntropyThe natural tendency of
systems toward disorder, accelerated by fragile
leadership, resulting in cultural breakdown, loss of
focus, and inefficiency.

ARise ofPowership A shift away from healthy
eadership where leaders rely on rank, fear, or
pureaucracy to control, rather than empowering or
eading, often leading to lower engagement.




Factors that Impact Subordinates

AUncertainty: occurs in the workplace in a number
2T o6l éaszx adzOK & ¢6KSUKS
 RSljdzr ST 2NJ dzy OSNI | Ay G
security due to operational conditions

ATask ‘autonomyrefers to a feeling of control over
0KS 2dz002YSa 2F 2ySQa ¢

of task autonomy is important for psychologically
healthy work



ASelfefficacy:the belief that one can successfully
execute a desired course of action. (Employee
Confidence)

ACongruent expectations’sychological contracts that
NEFSNI 02 SYLX 28SSaQ LISNI

their employers and what their employers owe to
them

AMorale: the effect of a work environment on
employees, and how well a group can hold up under
hardship. Good morale is likely to be contagious,

helping to shield individuals in the work group from
negative mental states




ASocial supportThere are different types of social
support, including tangible (i.e., instrumental)
support, appraisal support, and informational
support, emotional support, which includes empathy,
listening, and showing that you care

AOrganizational just supervisiortreating people with
dignity and respect, giving people an opportunity to
voice their questions or concerns, explaining
judgments and decisiemaking process, and being
truthful, transparent, fair, and impartial (free from
seltinterest, bias, prejudice, or favoritism)




Traits and habits that were common
among theineffective leadership

ACTS OF COMMISSIONCTS OF OMISSION

AFocus on self over

APoor work ethic
others

: AFailure to act
AEgo/arrogance Alneffective

AClosed mindedness  ~ommunication
AMicro-management Al ack of interpersonal
ACapriciousness skills

ALack of integrity
(Schafer, 2010)



Most common characteristics of bad

leaders include:
Bigger, S. (2021)

AA lack of empathy or connection with followers

AObsession with gaining and increasing personal power,
rather than having a focus on making the organization
better

ABullying ceworkers and followers
AFavoritism

ACriticizing colleagues and peers who are considered to k
threats to their status or position



A Using power and threats to get people to do things

A Refusing to engage properly in teamwork or consult
with others before making decisions

A High levels of riskversion that causes the
organization to miss opportunities for growth

A Lack of trust in delegation, that keeps the
organization from operating quickly and efficiently



The Moral Injury of Ineffective Police

Leadership: A Perspective
SimmonsBeauchamp & Sharpe, (2022)

Alneffective police leadership is characterized by
Inconsistency, moral ambiguity, lack of support,
oppression, and seléerving agendas

AThe pervasiveness of ineffective leadership is further
experienced Iin the paramilitary context of police culture
where orders and rank are expected to be followed

ACommunities require police to be well to effectively
address public safety

Alt is critically important that police leadership be aware
gKIFIG AYLI O0a UGKSANI 2FFAOS
and supporting psychologically safe workplaces.



Toxic Leadership idestructive,

abusive, and Iineffective
MilosevicMaric& [ 2 VY, (2020

AToxic leaders conceal their lack of relevant competence
and maintain a position of control, at the exclusion of
other organizationally relevant objectives

AToxic leaders engage in upward and downward directec
Influence attempts that create ambiguity and confusion

AToxic leaderincrease the toxicity of thgb context and
AYVUOSNIFSNBE gAGK 20KSNARAQ | ¢



TOXIC TRIANGLE
OF LEADERSHIP

DESTRUCTIVE
LEADERS

SUSCEPTIBLE CONDUCIVE
FOLLOWERS ENVIRONMENT

Padilla et al., 2007



| ose the
will to
work

Negative experiences

Suppressed emotions

Rumination

Distress

‘

https://wWit. csdititages.com/




Two Primary Mechanisms of Toxic
Leaders

1) Upward influence via impression managemegt

: : . Kiss u
Ingratiated relationships ¥

V Excessive flattery
V Aligning interest to please the boss

2) Downward influence and control via micromanag'f;

Keep a separation between the people above them and
people below them that they are trying to control Beat

V Micromanage down
V Create bureaucratic obstacles or rules

V Keep away from upper management

Milosevic, Maric, & Loncar, (202



Ingratiating behavior

ARefers to actions taken by individuals to gain favor
or approval from others, often at the expense of
their own authenticity.

AThis type of behavior can manifest in various social
contexts, from personal relationships to
professional settings.

They also talk about instead of to people






Dr. Joseph Schafer, (2008) survey (FBI NA) that fc
the following traits of effectiveleaders:

ASet a proper example and demonstrate
trustworthiness.

AConsider input from others.
AAccept responsibility and admit mistakes.

AMake informed decisions based on appropriate
research and study.

ATreat all employees fairly and with dignity.

AAllow subordinates to handle duties
commensurate with their skills and authority
level.



Traits ofEffectiveLeaders
Biggers, (2021)

ABeing riskopen and pursuing new opportunities and idea
from followers, which promotes an enterprising work
culture

ADelegating tasks and spreading power downwards
throughout the organization

AMaking decisions with other leaders democratically and
based on evidence as a team, combining strengths, whil
lessening the negative impacts of their weaknesses

ASetting challenging goals for followers and expecting
excellence to encourage improvement




A Mentoring followers by providing social support
and training them to become leaders, as well as
helping them grow professionally and personally

A Asking followers for their opinions and ideas
before making decision

A Encouraging followers to assume more control
over their work and to play a more active role In
their own career development

A A set of empowering personal beliefs and a vision
that fits the organization's needs



| eaders as Mentors Must Find
the Right Balance Between

AEmpowering and supporting them.
AEncouraging and challenging them.

AHelp them to be autonomous without putting too
much pressure on them

AReflecting instead of reacting in situations



CKS ! YAOSNEI
Leadership Behaviors

AANn empowering leadersignals opportunity, trust,
and provides the fundamental human need of
control.

AAn elevating leadershares success and praises
(celebrating others, enhancing the leader's status)

AANn emphatic leaderperspective taking to
understand the context in which people find
themselves

The best mentors integrate these qualities

¢



Four Essential Strategies

Look Beyond the Numbers for the Quiet Indicator:

Culture.
Hoyos, J. (2026).

AEngage in small acts of noticing to prevent large
acts of repair

AHave empathy and the courage to sit with
discomfort

ARecognize the human signals
[ SFRSNAKALI 0KFGO Sy RdzNE &
many follow you, but by how many feel
acknowledged in your presence



A fundamental truth that guides daily

practice: presence precedes performance
Hoyos, J. (2026).
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frustration.

VI 2YVAARSNI 6Ké a2YS2yS Aa
meeting.

V Offer mentorship without being asked.

V Stay curious instead of judgmental.



Remember

& 2 K| Usovg godwill
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Galatians 6:7
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Galinski, A. (2025)

AR- Reflect:on your inspiring and infuriating
experiences.

AE- Emulate:inspiring others by reflecting on
how they inspired you.

Ve

Al- Intend: turn your reflections into intentions.
AP- Practice:turn your intentions into practices.



KEY FACTOR
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It must be authentic



Great leaders reduce fear and
promote safety and security

A WARNING TO ALL GREAT
LEADERS. BEWARE BECOMING THE
VILLAIN YOU FEAR.
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MANAGING UP

Influence those above you
Know your managers goals and
priorities

Walk their walk, talk their talk

Know how they communicate
to those above them

Adjust your communication
style, tone, and format

Keep them in the know

Maintain good relations

/

MANAGING DOWN

Maintain a healthy flow of
communication

Listen to learn & teach

Strive to nfluence
subordinates

Always be straightforward,
specific, consistent

Give thanks and celebrate

Maintain good relations

MANAGING SIDEWAYS

Align with your manager
Influence your peers

Maintain good realtions wih
peer groups

Stand by decissions and own
the outcomes

https://ewfinternational.com/newleadershiprole-workplacepoliticstips/




At whatever level you function as a leader, your
ultimate ability to succeed will in large part depenc
on the support you receive from your
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Leading upis about loyalty, dedication, and work ethic;
putting the organization ahead of yourself

Sucking upis about doing what you can, when you can tc
put yourself ahead of everything; and to create an
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From John Macdewreelleaders 360



Leading up greatly assists you In
leading your subordinates

1) Your reputation in the agency

2) Your credibility with the bosses

3) Your strength in issues

4) Your ablility to help them

5) Your ability to obtain resources

6) Ability to make change

7) They inherit your influence and power.




Principles
Lead yourself exceptionally well.

AManage your emotions
AManage your time
AManage your priorities
AManage your energy
AManage your thinking
AManage your words
AManage your personal life



Other Principles
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ABe Loyal
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ABecome a gdo player

ABe better tomorrow than you are today
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Your Statement:
V| want you to win; | want to contribute to the win.
Your Inquiry:
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Your Commitment{Clarity)
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know my team, | want to be effective, | need your
permission to lead my team

We need to know what our boss values and understanc
what success looks like for them.



Other Important Principles in leading uf

From Vernon Keenan, Retired Director GBI

AFinalize projects you are responsible for managing.
(The boss should never have concerns about a
projects status or completion) and provide reqgular

updates
C Provide executive briefings or summaries

V Define issues and outline problems
V Be objective, specific and concise
V Provide viable options and realistic solutions



AConcentrate your efforts in areas you can influence

ADo not waste time or foster discourse in matters that yot
nave no control

ADo not argue after the final decision is made, understan
the importance of being committed to the execution and
Implementation of the decision

AUnderstand the final decision may not be final
(unanticipated influences, the discovery of new
Information may come into play)
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AA global (Agency Team) perspective of war and theater

battle over just a battlefield mindses{rategy and
Stakeholderk

AWhen asked provide truthful input
ANever compromise your personal integrity
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Factors in Sound Relationships

AMutual benefit and reciprocity
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transactional, but they should feel fair over time
both people contributing, both getting value.

V Offering help, credit, and support without
Immediately expecting something back builds leng
term goodwill.

ARespect, reliability, and accountability
V Respectful behaviors

V Following through on commitments; when you
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someone find out the hard way.

V Owning mistakes directly instead of deflecting.



AMaintenance over time

V Relationships decay through neglect, not usually
through dramatic events.

Regular, loweffort checkins matter more than people
expect.

V Revisiting and repairing the relationship after conflict,
rather than letting unresolved tension quietly harden
Into distance.
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behaviors (followthrough, honesty, respect) repeated
over time, which is exactly what makes trust durable
rather than fragile.



AMost relationship disorder is really a
communication and clarity problem wearing a
personalityconflict costume.

Fixing the structure (who does what, how issues get
raised, how decisions get made) usually does more
than trying to fix personalities directly.



The Greatest Sin in Leadership Is

Leading by Assumption
Maxwell, (2023)

Assuming:
AYou know what your people think

AThey're on the same page with you
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Important Leadership Perspective

Not Just InputgFrom the leader

They are Output¢From the followerps

ALeading teams is about groups and how those groups
oFeel

oThink

oBehave

AHow we shape attitude and thought through transitions .
the group level

ALeaders and Leadership are transformed by the group

ACentral to leadership is building strengths, alignments a
balance, with clarity of concepts




ldentity (Me)

AOur individual identity refers to how we think
about ourselves, who we are and what we stand for

(Seltesteem, values etc.)
AThis process of gaining an identity is largely done
referentially within our social context

AWe tend to define ourselves by our similarities and
differences to others we meet or know of



Social Identity (We)

ARefers to the process of how we define who we are by
reference to the social groups we align with or are
members of

AExamples are organizations, group memberships, famil
groups, social and political allegiance, etc.

AThese group memberships tend to be ingrained with
values, emotional responses and patterns of cognition
(thinking and problem solving) and behavior

AThey give us a sense of belonging, meaning, give us
direction, and so these groups our source for social
support and so on
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