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Abstract

This study investigates the relationship between destructive leadership and
employee job apathy, testing work motivation, as described by self-determination theory,
as a possible mediator and the construct of core self-evaluation (CSE) as a possible
moderator. To test these relationships, a quantitative study was conducted using an online
questionnaire in a convenience sample of 115 Greek employees. The analysis shows that
the relationship between destructive leadership and job apathy is partially mediated by
inherently autonomous motivation and amotivation. Additionally, CSE moderates the
aforementioned relationships, such that destructive leadership affects more the individuals
with low scores of CSE, compared to individuals with moderated CSE values. The effects
of destructive leadership are not significant for the individuals with high scores of CSE.

Finally, implications for organisations and suggestions for future research are discussed.

Key words: destructive leadership, job apathy, work motivation; self-determination theory,

core self-evaluation
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Iepiinyn

H mopodoa epyoacio peretd ) oyéon HETOED KOTAGTPOPIKNG MYECIOG Ko
EPYUCLOKNG OmAOEIOG, EAEYXOVTAG TV EPYOCLOKT TAPOKIVNOT), OTMG TEPLYPAPETAL OO TN
Bewpia ovTOKAOOPIGHOV, OC HECOAUPNTH Kot TNV KOPLo aLTOaEI0AOYNOoN OC PLOGTIKO
napdyovta. [Ipokeévou va egetaotel N avetépw oyéon, dlevepyndnke pio. mocoTikn
HEAETN p€o® €VOG EPOTNUATOAOYIOV, TOV OlUUOIPACTNKE OOIKTVAKA € €va OElyua
evkoAag, To omoio amaptileton and 115 epyalopévovg oty EALGoa. H avdivon deiyvet
OTL M KATAGTPOPIKN Myeoia emnpedlel v epyaciakn omddeia, tO60 Gpesa, 06O Kot
gupeca, LEGM TS epyaclakng tapakivnong. EmmAéov, n kbpo avtoadioAdynon puuilet
T1G mpoovapepBeices oy€oelg, £T61 AGTE 1 KATAGTPOPIKN Nyecio ennpedlel mePGGOTEPO
To dropa pe xapnAd oKop oTnV KAMpoKa g KOpag avToasloAdynons, GUYKPLTIKA LE Ta
dropa pe p€tplo okop o antn TV KApoka. H enidpacn e katastpo@iknig nyeciog ota
dropa e vYNAG GKop oTNV KOPLa aLToaEI0AOYNoN OeV glval oTaTIoTIKE onpovTikn. TEAOG,
AVOPEPOVTOL Ol EMITTMGELS TOV EVPNUATOV Y10 TOVG OPYAVIGHOVG, KOOMG KOl TPOTAGELS

Y0 TEPULTEP® EPELVOAL.

Aégeic khewdwd: Koataotpopikn myecio, epyactokr] omdbeln, epyaciokn mapokivnon,

Bempio avtokabopiopov, kKupla avToaloAdYNoN.
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Introduction

The scientific literature on leadership has been largely focused on the good and
effective side of leadership, and this has created a misleading positive bias, as leadership
has been traditionally associated with something positive (Kellerman, 2004). Nevertheless,
if we want to gain a deeper understanding of leadership as a concept, all angles of
leadership should be examined, including bad or failed leadership (Erickson et al. 2007).
One the aspects of bad leadership is destructive leadership, which as a concept, according
to Shaw et al. (2011), incorporates abusive supervision, narcissistic and emergent
leadership, toxic leadership and strategic bullying.

On the other hand, despite being evident in organisations, job apathy has been
largely ignored by scientific literature (Schmidt et al., 2017). Job apathy is considered a
state of diminished motivation towards one’s work, and it was introduced in the
management science by Schmidt et al. (2017). The researchers based the concept on
general apathy, which is a psychological disorder studied by psychologists, and they
described job apathy as a form of selective apathy. In selective apathy, individuals can
function well in most aspects of their life, but they are apathetic towards one specific aspect
(Marin, 1990).

In this study, the relationship between destructive leadership and job apathy will be
investigated. It is expected that destructive leadership will be negatively associated with
job apathy. Additionally, since job apathy is described as a state of diminished motivation
(Schmidt et al., 2017), and destructive leadership is associated with the subordinate’s
lowered motivation (Erickson et al., 2007), it is expected that the investigated relationship
will be mediated by work motivation. More specifically, this study approaches work
motivation through the lens of self-determination theory, which divides work motivation

into autonomous motivation, controlled motivation and amotivation.

Moreover, the construct of core self-evaluation (CSE) is used in this study as a
possible moderator in the aforementioned relationship. CSE is a latent construct that refers
to major appraisals individuals make regarding their self-worth, competence and
capabilities (Judge et al., 1997). Individuals with a high score on CSE are well adjusted,

positive, self-assured, competent, they believe in themselves (Judge et al. 2003) and they
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report having more rewarding jobs (Bono and Judge 2003). Therefore, based on previous
literature (Harris et al., 2009; Zhang et al., 2014; Lopez et al., 2020), it is expected that
high values of CSE will buffer the negative effects of a destructive supervisor to the

subordinate’s motivation and apathy.

This study makes three significant contributions. Firstly, since job apathy is
relatively new as a concept, and there are only three scientific studies to date (Schmidt et
al., 2017; Uguw et al., 2019; Zolotareva, 2020), thus study offers some new insights on the
antecedents of job apathy, by researching the relationship of job apathy with both
destructive leadership and work motivation. Secondly, this study also advances the
scientific knowledge on destructive leadership, as it shows the deleterious effects of
destructive leaders, and it identifies the paths through which it can affect job apathy.
Finally, the use of CSE as a moderator, has some interesting insights both for future
research, as well as for organisations, as it offers a possible way to mitigate the negative

effects of destructive leaders.

The following sections are as follows. Initially, a thorough literature review is
presented in chapters one through four. In chapter five, the hypotheses development is
discussed, and chapter six includes the methodology and the scales used in the quantitative
analysis. Chapter seven includes the results of the analysis, and chapter eight focuses on
discussing these results, while the limitations of the study and some suggestions for future

research are mentioned. Finally, chapter 9 is the conclusion.
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Chapter 1

Destructive Leadership

1.1 What is Leadership

There are today thousands of studies regarding leadership (Winston and Patterson
2006). One of the criticisms leadership has been subject to, is that as a concept, it is “too
loosely defined” (Podolny et al., 2004, p.2). In fact, Kruse (2013) in his article at Forbes,
admitted that even though he has written a few books on leadership, he never paused to
actually define the concept. However, only after providing a definition of a word, subject,
or in this case concept, can we have a common understanding about the issue (Whitfield,
2012).

The simplest definition of leadership is only three words. According to
Summerfield (2014, p. 252), in its essence, leadership should “make things better”.
However, this is a too simplistic and maybe even utopian perspective on leadership. On the
other hand, Winston and Patterson (2006) provided an integrative definition of leadership,
reviewing 160 earlier definitions. Their definition is 701 words, or more than a page long,
and emphasizes that a leader should be humble, concerned for others and use ethical means
to influence and motivate his/her followers, as well as to coney a vision of the future, which
IS in line with the follower’s beliefs and values. However, Vroom and Jago (2007, p. 18)
offer an integrated and yet simple definition of leadership. According to the researchers,
“leadership is a process of motivating people to work together collaboratively to

accomplish great things”.

The aforementioned definitions have something in common; they all refer to
“good” and “effective” leadership. This may have contributed to what Kellerman (2004)
describes as a confusing and misleading positive bias, as leadership has been traditionally
associated with something positive. Nevertheless, in order to gain a deeper understanding
of leadership as a concept, all angles of leadership should be examined, including bad or
failed leadership (Erickson et al. 2007). In fact, it is evident in the scientific literature that
“leaders are not always interested in effecting change for the purpose of benefiting the

organization and its members as a whole; rather, the leader may be more interested in
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personal outcomes” (O’Connor et al., 1995, p. 529). Therefore, it is important that the
destructive side of leadership is examined, as only then it is possible to acquire a deeper
understanding of leadership as a concept (Burke 2006). In this chapter, after a brief
distinction between trait, behaviour and contextual leadership, a definition for destructive
leadership is provided along with some conceptual models. Finally, the antecedents and

the consequences of leadership will be discussed.

1.2 Trait, Behaviour and Contextual Leadership

1.2.1 Trait Approach

Early leadership studies generally followed a trait approach (Antonakis and House
2013). According to trait theory, leadership depends on the personality and traits of the
leader (Judge et al. 2002), including physical and personality characteristics, values and
competencies. Based on this approach, traits are associated with certain behaviours, which
remain the same across situations and time, and in that sense, leadership was considered a
unidimensional personality trait (Fleenor 2006). Thus, early researchers tried to establish a
difference in personality and traits between leaders and followers, and they argued that
certain characteristics could distinguish the former from the latter regardless of the context
(Fleenor 2006).

However, most studies failed to establish a consistent relation between personality
traits and leadership (Judge et al. 2002), and therefore many researchers concluded that the
trait approach is outdated (Van Seters and Field 1990), too simplistic (Conger and
Kanungo, 1998), and futile (House and Aditya,1997). On the other hand, in a widely cited
paper, Kirkpatick and Locke (1991) defend the trait approach, arguing that there are some
characteristics, such as drive, motivation, honesty, integrity and self-confidence, that make
leaders differ from other people and at the same time acknowledge that traits alone cannot
sufficiently explain leadership. Thus, even though traits have been used to later studies,
they do not have a central role and they are just being used as explanatory variables; thereby
trait theory has become extinct (Van Seters and Field 1990). Nevertheless, Judge et al.

(2002) performed a meta-analysis studying 222 correlations reported in previous studies,
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and found a multiple correlation of leadership with the five-factor model. This, according

to the researchers, indicates a strong support for the trait perspective of leadership.

1.2.2 Behaviour Approach

Trait approach to leadership was succeeded by a behavioural approach, following
a completely new direction. This approach focuses on what leaders do, and has several
advantages compared to the trait approach, as it has strong empirical support and it also
has practical implications, as it can be implemented in a real world setting (Van Seters and
Field 1990). One of the first studies that approached leadership as a behaviour is that of
(Lewin 1951), who studied three leadership styles, namely authoritarian, democratic and
laissez-faire. The main studies in that period, performed by the Ohio State University and
the University of Michigan, focused on identifying the different dimensions that explain
the leader’s behaviour. In the former, consideration for people and initiating structure were
considered the most important dimensions, whereas in the latter, a distinction was made
between an employee-centred focus and a production-centred focus (Deckard 2011). These
belong to what Van Seters and Field (1990, p. 31) call as “Early Behaviour Period”.

In what the researchers call “Late Behaviour Period” (p. 31), many leadership
theories were developed, with the most prominent being the Managerial Grid Model, the
Four-Factor Theory, the Action Theory of Leadership and the Theory of X and Y (Van
Seters and Field 1990). In this period, it became clear that there is not a direct causality
between leader’s actions and subordinates’ behaviour, but rather the leaders provide the

context in which their subordinates act (Bass, 1981, cited in Van Seters and Field, 1990).

Among the different behavioural approaches to leadership, arguably one of the
most significant theories is the full-range leadership theory (Lord et al., 2017), which is an
integration of transformational, transactional and laissez-faire leadership (Antonakis and
House 2013). Burns (1978) mentions that leaders who are transformational offer a long-
term purpose to their followers, which serves their intrinsic needs. On the other hand,
leaders who are transactional focus on a cost-benefit exchange (Bass, 1985), providing
their followers something they desire, usually in the form of rewards, so they can count on
their compliance. Finally, Bass and Avolio (1994) argue that some supervisors adopt a

nonleadership style, namely laissez-faire leadership. According to full-range leadership
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theory, leaders should exhibit more often transformational behaviour, then transactional
and finally, only occasionally laissez-fair leadership (Antonakis and House, 2013). Finally,
destructive leadership, which is in the scope of this study, mainly adopts a behavioural
oriented approach.

1.2.3 Contextual Leadership

Contextual leadership has its roots in the contingency theory of Fiedler
(1978), who argued that the effective leadership depends on the situation. In that sense,
contextual leadership argues that the leader’s behaviour should be adapted according to the
situation. Following the contingency theory, almost all definitions of leadership have
included the relevance of the context (Oc, 2018) and according to Bass (2009), context

seems to be one of the three significant components that define leadership.

Researchers are not in agreement regarding the contexts of leadership relevant for
contextual leadership. Porter and McLaughlin (2006) argues that there should be seven
components, namely culture/climate, goals/purposes, people/composition, processes,
state/condition, structure and time, while Liden and Antonakis (2009) added to that the

component of social networks.

In his systematic review, Oc (2018) presents an integrative framework adapted
from Johns (2006) to link context with leadership. As it can be seen in Figure 1, the
omnibus context affects the discrete context. The former includes the place, the people and
conditions that happen in a specific time period, while the latter includes the tasks, some
social aspects, and a physical and temporal dimension. The combination of the omnibus
and discrete context provides the general context of leadership, and this context affects
both the leadership and how the influencing process results in specific outcomes. Finally,

leadership also affects the context, creating a cycle relationship.
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Figure 1. The integrative framework linking context to leadership, Oc, 2018, p. 220
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1.3 Destructive Leadership

There are several studies researching the dark side of leadership. Tepper (2000)
studied the consequences of abusive supervision, which is defined as the ongoing
expression of hostile, nonphysical behaviour from the supervisor, as perceived by the
employees. Paunonen et al. (2006) researched narcissism and emergent leadership in
military cadets, Lipman-Blumen (2005) and Reed (2004) researched the effects of toxic
leadership, while Ferris et al. (2007) studied the effects of leader’s strategic bullying. All
the aforementioned studies fall into the category of destructive leadership, as Shaw et al.
(2011) argue that the concept of destructive leadership has been used to describe toxic
leadership, abusive supervision, narcissistic leadership as well as bullying.

The most widely used definition of destructive leadership is that offered by
Einarsen et al. (2007) and adopted by many researchers (Erickson et al., 2007; Skogstad et
al., 2007; Aasland et al., 2010; Pelletier, 2010; Rafferty and Restubog, 2011; Shaw et al.,
2011, 2014; Fosse et al., 2019; Bellou and Dimou 2021). Einarsen et al. (2007, p. 208)
define destructive leadership as:

The systematic and repeated behaviour by a leader, supervisor or manager
that violates the legitimate interest of the organisation by undermining and/or
sabotaging the organisation’s goals, tasks, resources, and effectiveness and/or

the motivation, well-being or job satisfaction of subordinates.
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Building on the work of Einarsen et al. (2007), Krasikova et al. (2013, p. 1310)
propose destructive leadership is defined as:

A volitional behaviour by a leader that can harm or intends to harm a leader’s

organisation and/or followers by (a) encouraging followers to pursue goals that

contravene the legitimate interests of the organisation and/or (b) employing a

leadership style that involves the use of harmful methods of influence with

followers, regardless of justifications for such behaviour.

This definition is similar to the definition of Einarsen et al. (2007), but it views the
construct of destructive leadership as a harmful behaviour which is embedded in the
leadership process and it does not include ineffective leadership behaviour.

However, Schyns and Schilling (2013, p. 141) departed from destructive leadership
as a construct and focused more on the behaviour of the destructive leader, defining
destructive leadership as “a process in which over a longer period of time the activities,
experiences and/or relationship of an individual or the members of a group are repeatedly
influenced by their supervisor in a way that is perceived as a hostile and/or obstructive”.
Nevertheless, Thoroughgood et al. (2018) expanded on Schyns and Schilling (2013) and
strongly criticized the earlier definitions of Einarsen et al. (2007) and Krasikova et al.
(2013), as according to the researchers, they follow a leader-centric approach, and they fail
to include the systems leaders operate in, the attitude of their followers and a dynamic time
frame. Thus, Thoroughgood et al. (2018, p. 633) define destructive leadership as:

A complex process of influence between flawed, toxic, or ineffective leaders,
susceptible follower, and conductive environments, which unfolds over time
and, on balance, culminates in destructive group or organisational outcomes
that compromise the quality of life for internal and external constituents and

detract from their group-focused goals or purposes.

1.4 Conceptual Models of Destructive Leadership

1.4.1 Seven Types of Bad Leadership

Kellerman (2004) distinguishes between two categories of bad leaders, those who
are incompetent and those who are unethical. According to the researcher, there are seven

common types of bad leaders: (1) the incompetent leader, who lacks the will to move
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towards positive change, (2) the rigid leader, who displays reluctance towards change, (3)
the intemperate, who lacks self-control, (4) the callous leader, who does not care and ignore
other people’s need, (5) the corrupt leader, who can be described as a liar, cheater and
egotistical, (6) the insular leader, who only cares about those inside the group and finally
(7) the evil leader, who exerts psychological and/or physical abuse. The first three types
fall into the incompetent leader category, while the last four are associated with unethical
behaviours and are the most threatening for both organisations and employees (Kellerman,
2004).

1.4.2 Model of Einarsen, Aasland and Skogstad

Based on the definition of Einarsen et al. (2007), a leader may act in a destructive
way towards one dimension and in a constructive way towards the other. For example, a
leader may bully and harass subordinates, but still remain focused on achieving the
organisational goals. Therefore, Einarsen et al. (2007) propose the model depicted in Figure
1, which contains all four different types of leaders, based on their behaviour towards the
organisation and the subordinates. Thus, according to Einarsen et al. (2007), three of the
four types of leadership are destructive, namely tyrannical leadership, derailed leadership,
and supportive-disloyal leadership, and only one type is positive, namely the constructive
leadership.
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Figure 2. A model of constructive and destructive leadership behaviour (Einarsen et al., 2007)

Pro-subordinate

behaviour
Supportive-Disloval Construciive
Leadership Leadership
Anti-organisation Pro-organisation
behaviour behaviour
Derailed Dyrannical
Leadsrship Leadership

Anti-subordinate
behaviour
Tyrannical leadership is quite similar to what Tepper (2000) describes as abusive
supervision. The tyrannical leader hurts the motivation, well-being and job satisfaction of
subordinates, without undermining the organisational goals. It is noteworthy that this kind
of leadership may be evaluated differently from subordinates and superiors (Einarsen et
al., 2007). Subordinates may feel that this leader is a bully, while the senior management
has a favourable opinion for this leader, since his/her behaviour is constructive towards the
organisation. This is the main reason why the senior management may exhibit tolerance

towards tyrannical leadership behaviour (Ma et al. 2004).

Derailed leadership, as depicted in Figure 1, has both anti-organisation and anti-
subordinate behaviour. Based on this, these kinds of leaders share the “dark side” of both
tyrannical and supportive-disloyal leadership, as they can show bullying, abusive and
manipulative behaviour towards subordinates, and at the same time hurt the organisation.
Derailed leadership, as described by Einarsen et al. (2007), has its origins from McCall’s
and Lombardo’s (1983) concept of a derailed leader. A common theme for these leaders is
that they focus on their personal gain (Conger 1990) and they fail to adapt to new situations
(McCall and Lombardo 1983), as well as to learn from their mistakes (Shackleton, 1995).
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The next category, supportive-disloyal leaders, describes those leaders who care for
their subordinates, but harm the organisation. This is the least studied form of destructive
leadership (Einarsen et al., 2007) and it mainly, but not restrictively, refers to theft, fraud
and embezzlement. In fact, apart from theft towards personal gain, it is established in the
literature that, in some cases, superiors urge or allow with their behaviour their
subordinates to steal the firm’s products and/or supplies (Altheide et al., 1978, cited in
Einarsen et al., 2007; Ditton, 1977, cited in Einarsen et al., 2007). However, in other cases
they may actively sabotage and undermine the goals of the organisation (Einarsen et al.,
2007).

The opposite type of leader, compared to the aforementioned types, is the
constructive leader. Leaders who fall into this category have a legitimate interest towards
the organisation and they try to support the organisation’s goals and vision. At the same
time, these leaders care about their subordinates, and they strive to reinforce their

motivation, well-being as well as job satisfaction (Einarsen et al., 2007).

1.4.3 An extension of Einarsen’s, Aasland’s and Skogstad’s model

Skogstad et al. (2007) expanded the conceptualization of Einarsen et al. (2007), and
they proposed an addition of a fifth type of destructive leadership, namely laissez-faire
leadership. In fact, this type of leadership behaviour had been mentioned in the study of
Einarsen et al. (2007) as a potential type that could be included in their model, but they
concluded that more research was necessary. Laissez-faire leadership, as a part of
destructive leadership, is based on the argument that not only active, but also passive and
indirect behaviour should be considered destructive (Skogstad et al. 2007). These leaders
do not show interest either towards the organisation or their subordinates, and they end up
harming both the former and the latter (Aasland et al., 2010). As proposed by Einarsen et
al. (2007), the laissez-faire type of leader is placed in the middle of the framework depicted

in Figure 1.

In their study, Aasland et al. (2010) performed a survey in a representative sample
of 2539 Norwegian employees and they reported that the most prevalent type of destructive

leadership was the laissez-faire leadership behaviour, followed by supportive-loyal and
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derailed, while the tyrannical leadership behaviour was the least prevalent. Nevertheless,
it should be noted that destructive leadership should not be considered as an either-or

phenomenon, but as an integral part of leadership behaviour (Aasland et al., 2010).

1.4.4 Clusters of Destructive Leadership

Shaw et al. (2011) performed an empirical analysis, and based on the qualitative
research of Erickson et al. (2007), they constructed a destructive leadership questionnaire.
However, one of the goals of their study was to identify categories of destructive leaders.
In that sense, their work seems similar to what Kellerman (2004) did with the seven types
of bad leadership. Nevertheless, it should be noted that Kellerman (2004) used anecdotal
data, while Shaw et al. (2011) based the following categories on their empirical research

and they identified seven clusters.

The first cluster describes worse than average leaders, who base their decisions on
inadequate information, show unethical behaviour, resist change and do not have the ability
to prioritize and delegate. These leaders are more commonly (managing) directors,

(section) managers, assistant professors and head of schools.

The second cluster refers to leaders who have some good qualities, and some pretty
bad ones. In general, they lack the common skills expected from a leader, as they cannot
negotiate, they are underqualified for the job, they do not see the long-term view and they
cannot motivate their subordinates. Business managers, deans, heads of department and

professors are the most common positions that were observed in this cluster.

In the third cluster, leaders perform way better than leaders from other clusters, but
they have a tendency to micromanage and overcontrol. This type of leader is more
commonly observed in (general) management, director, CEO and academic head

department positions.

The fourth cluster is made up by leaders who cannot deal with interpersonal
conflict, discriminate between their subordinates and exhibit inconsistent and erratic
behaviour. They usually work as professors, head of school, (branch) managers and

department chairs.
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In the fifth cluster, leaders can be described as average, and generally they tend to
not seek information from others, are perceived somewhat stubborn and ineffective. These

leaders can hold positions like dean, team leader, department chair or head, and manager.

Leaders who belong to the sixth cluster are narrow minded towards other groups in
organisation and they tend to micromanage and bully their subordinates. They mainly work
as (acting) managers, directors, primary school principals and operations manager.

Finally, the seventh cluster includes leaders who act in an extremely brutal and
bullying manner and they exhibit many unethical behaviours. Arguably, leaders in this
cluster are perceived as the most destructive, and they can hold a broad range of key

positions, like (centre) manager, general manager, CEO and (associate) professor.

1.5 Antecedents of destructive leadership

Krasikova et al. (2013) following their definition of destructive leadership, offer a
theoretical model investigating the antecedents of destructive leadership. The researchers
connect destructive leadership behaviour with leader’s personal goals, arguing that the
wider the gap between the personal goals of the leader and the organisational goals, the
higher the chance of exhibiting destructive leadership behaviour. The same can happen if

the leader thinks that followers are an obstacle of achieving his/her goals.

Additionally, leaders who tend to negatively interpret the events and who
experience restrictions in the resources they are provided with, have a stronger feeling of
goal blockage, which results in a higher chance of employing a destructive leadership style.
This is also the case when leaders tend to put emphasis on their own interests, disregarding
the interests of others, and when leaders have high discretion, meaning that they have

control over their actions.

Moreover, the researchers mention some settings that moderate the relationship
between the perception of goal blockage and destructive leadership. Firstly, the tendency
of a leader to justify harmful behaviour in case his or her interests are disregarded, as well
as leader’s self-regulation impairment can lead to a higher chance of a leader to react to

goal blockage by exhibiting destructive leadership behaviour. Secondly, the acceptance of
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harmful behaviours within the organisation and the suggestions that these behaviours can
be more effective towards goal achievement increase the likelihood of destructive

leadership behaviour when experiencing goal blockage.

Building on Krasikova’s framework, Mackey (2021) performed a meta-analysis
using the predator predation paradigm to understand how destructive leaders choose their
preys. In his study, the researcher reports that destructive leaders choose their preys based
on their performance and on their negative behaviours. To be more specific, leaders display
their destructive side to those employees who perform poorly, and especially to those who
have counterproductive work behaviour towards their fellow employees (organisational
deviance) and the organisation (organisational deviance). However, the researcher does
not mention the possibility of reverse causality, as counterproductive work behaviours can

also be considered as a consequence of destructive leadership (Mackey et al., 2020).

Additionally, Notelaers et al. (2010) tried a job characteristics approach to explain
workplace bullying, using the Warr’s vitamin model. As mentioned before, Shaw et al.
(2011) argue that workplace bullying fall into destructive leadership, and under the model

of Einarsen et al. (2007) it would fall into tyrannical leadership.

Notelaers et al. (2010) used more than 6000 self-administered questionnaires from
16 Belgium companies. In their results, they report that most job characteristics have a
significant effect on workplace bullying. To elucidate, some characteristics can reduce
bullying, such as an increase in participation, in skill utilization and in feedback. On the
contrary, most characteristics are positively related with bullying, with role conflicts and
role ambiguity having the larger effects. Smaller, yet significant, effects have the workload,

the cognitive demands, changes in the job and finally job insecurity.

Overall, job characteristics explain 30% of the variance in reported exposure to
bullying. However, it should be noted that the sample used in this study is not considered
by the researchers to be a representative one, and although there is a significant correlation,
this does not mean that there is a causal effect and it does not provide a definitive answer

about the direction of causality.

22

Institutional Repository - Library & Information Centre - University of Thessaly
10/02/2026 12:04:14 EET - 18.97.14.80



Regarding another subcategory of destructive leadership that would fall under
tyrannical leadership in Einarsen’s model, Courtright et al. (2016) performed two studies
to assess whether the family-work conflict (FWC) is an antecedent of abusive supervision.
According to the researchers, the FWC can deplete the self-regulation resources of
supervisors that could otherwise inhibit abusive behaviour. Indeed, this is supported by
their results, as FWC has a positive effect on abusive behaviour, while ego depletion (as a
proxy for the self-regulation resources) is a mediator. Finally, this effect is higher for
females and for situations in which the supervisor has a lower chance of being punished

for his/her behaviour.

1.6 Consequences of destructive leadership

1.6.1 Individual level — Work-related outcomes

Destructive leadership is likely to have negative consequences for the subordinates
(Krasikova et al. 2013). Among the most examined negative consequences is on job
satisfaction. More specifically, in their meta-analysis, Schyns and Schilling (2013)
reported a negative correlation between destructive leadership and job satisfaction. Similar
results showed the meta-analysis of Mackey et al. (2020), as well as the study of Fors
Brandebo et al. (2019).

Similarly, destructive leadership has a negative correlation with many of the
outcomes that are considered to help organisations achieve their goals. For example,
destructive leadership is negatively related with work engagement, perceived
organisational support, trust in leader, organisational citizenship, task performance, work
effort (Mackey et al., 2020), perceived meaningfulness of work (Fors Brandebo et al.,

2019) and perceived autonomy (Dolce et al. 2020).

On the other hand, destructive leadership has a positive correlation with many
concepts that may harm the organisational goals. To be more specific, destructive
leadership has a positive correlation with job insecurity, job tension, negative affect and

breach of psychological contract (Mackey et al., 2020)
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1.6.2 Individual level — Non work-related outcomes

Despite the consequences on work related outcomes, destructive leadership seems
to have many undesirable consequences on the non-work-related outcomes. In a recent
study, Dolce et al. (2020) researched the effects of destructive leadership on recovery
strategies and exhaustion during the COVID-19 pandemic in a remote working
convenience sample of 716 participants in France. In their results, they report that
employees with a destructive leader required higher levels of cognitive demands and had
been working more during non-work hours. This, in turn, had a negative effect on recovery

strategies and thus, a higher chance of emotional exhaustion.

Additionally, having a destructive leader relates to increased stress levels, anger,
burnout and psychological distress (Mackey et al., 2020) as well as lowered motivation and

self-esteem (Erickson et al., 2007)

1.6.3 Organisational level

In some cases, in the short run, destructive leadership may appear constructive for the
organisation (Ma et al., 2004). An example for this is the tyrannical leadership as defined
by Einarsen et al. (2007) in their model, as this type of leader actively tries to promote the
goals of the organisation at the expense of his/her subordinates. However, in the long run,
the detrimental consequences of destructive leadership will become evident (Einarsen et
al., 2007).

As in the previous sections, destructive leadership relates to outcomes that can harm
the organisation. Among the most significant relationships reported in the literature are the
positive relationship with counterproductive work behaviours (Mackey et al., 2020) and
the turnover intentions (Schyns and Schilling, 2013). This indicates that employees may
actively try to harm the organisation, while, at the same time, they want to leave their
positions; this, in turn, is expected to have an impact on organisational performance
(Schyns and Schilling, 2013).
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Chapter 2. Job Apathy
2.1 Job apathy

Apathy is a concept researched by psychologists and it can be considered a
psychological disorder. The first to propose apathy as a psychological disorder was Marin
(1990), who argued that apathy is a distinct disorder, and not a part of other psychological
disorders, like depression. According to Marin (1990) apathy is characterized by
diminished motivation, which is not due to reduced levels of consciousness, cognitive
impairment, or emotional distress. On the other hand, Stuss et al. (2000, p. 342) defined
apathy as “an absence of responsiveness to stimuli as demonstrated by a lack of self-
initiated action”. A yet more complete definition is that of Sockeel et al. (2006, p. 579),
who define apathy as “a set of behavioural, emotional and cognitive features such as
reduced interest in participation in the main activities of daily life, a lack of initiative, a
trend towards early withdrawal from initiated activities, indifference, and flattening of
affect”.

It should be noted that not every form of apathy is a disorder. Brodaty et al. (2010)
refer to an increase in apathy in otherwise healthy elder individuals, which can be attributed
to cognitive decline. Another form of apathy is the selective or relative apathy. To
elucidate, Marin (1990) argues that selective or relative apathy is seen in normal
individuals and it expresses the lack of motivation or interest of an individual towards a
particular activity. Building upon selective apathy, Schmidt et al. (2017) introduced the
concept of job apathy.

The first time apathy in workplace came up in the literature was by Spector (1975),
who reported behavioural reactions of employees to organisational frustration. One of these
reactions was apathy about the job, which was measured as using drugs in the workplace,
doing mistakes on purpose, taking undeserved breaks and having a nice feeling when things
go the wrong way. The second time was in the study of Ladebo (2005), who used a job
satisfaction scale, which was divided into three categories, one of which was job apathy.

In this study, job apathy was measured as boredom in the job, isolation from colleagues,

25

Institutional Repository - Library & Information Centre - University of Thessaly
10/02/2026 12:04:14 EET - 18.97.14.80



incompetence of the employees to choose their own tasks, lack of intrinsic motivation and

a lack of desire to even show up at work.

Despite being mentioned in previous studies, Schmidt et al. (2017) were the first to
conceptualize and study job apathy in depth. In fact, this was the first time that apathy was
introduced as a concept in management studies, using the concept in a different way
compared to psychologists. Schmidt et al. (2017) define job apathy as “a state of
diminished motivation towards one’s job” (p. 486). Individuals who exhibit high levels of
job apathy are characterized by emotional detachment towards their job and their
organization, as well as amotivation towards their job tasks. As, in that sense, job apathy
is a form of selective apathy, individuals may be passionate about many aspects of their
life, like their family or their favourite sports club, but not about their work. Finally,
Schmidt et al. (2017), building on the research of Bakker et al. (2006), argue that apathetic
attitudes, like similar concepts, as employee engagement, job satisfaction and burnout, can

be highly contagious in the work place.

2.2 Types of job apathy

Schmidt et al., (2017), based on the categories proposed for clinical apathy by
Sockeel et al. (2006), initially categorized job apathy into apathetic emotion, apathetic
thought and apathetic action. However, their analysis indicated that apathetic emotions and
apathetic thoughts should be merged into one dimension, and therefore job apathy has two

dimensions, apathetic cognition and apathetic action.

As mentioned above, apathetic cognition is a combination of apathetic emotions
and thoughts. Apathetic emotions are associated with low investments of emotional energy
in the work setting, as well as an apathetic reaction to both success and failure.
Additionally, apathetic thoughts refer to the lack of interest towards the job and the existing
working conditions (Schmidt et al. 2017). This diminished interest is associated with
limited cognitive effort on the job, a lack of strategies for improving the job performance,
and reduced mental attention in the way that job tasks are approached. Thus, apathetic
cognition as a concept includes a state of diminished motivation, a mental check out and

an emotional detachment from work, as well as a passive mood.
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The second dimension is apathetic action. This refers to individuals who exert only
the amount of effort that is needed in order to not get fired. In that sense, individuals with
high scores in apathetic action do not invest more energy to their job than is necessary
(Schmidt et al. 2017). In general, this concept entails individuals being satisfied with
producing work of average quality and a reluctance in exerting significant effort in
anything work related. This reluctance is associated with both projects individuals are

already working on, and with projects that can be assigned to them.

2.3 Antecedents of job apathy

Negative affectivity is associated with feelings of distress, discomfort and
dissatisfaction that an individual reports, as well as poor self-concept (Watson and Clark
1984). Moreover, high levels of trait negative affectivity are associated with stress as well
as various aversive mood states (Watson et al. 1988), while apathy can be a coping
mechanism for high levels of stress (Marin 1990). Schmidt et al. (2017) argue that
individuals with high negative affectivity may choose job apathy as a defence mechanism,
and thus they indirectly suggest that negative affectivity may be one of the causes of job
apathy. However, they did not test for a causal relationship, but they found a positive
relationship between trait negative affectivity and job apathy.

Another potential antecedent of job apathy, stated by Schmidt et al. (2017), is
cynicism. Cynicism is associated with lack of trust about the motivations and honesty of
others and individuals with high levels of cynicism exert the minimal amount of effort in
work settings and are not particularly interested in reaching high performance (Kaplan et
al. 2004). Schmidt et al. (2017) argue that this lack of motivation to reach a high
performance, which in this setting is perceived as a result of cynicism, can cause job apathy.
In their research, Schmidt et al. (2017) reported a positive correlation between these two

concepts.

2.4 Consequences of job apathy

One of the possible consequences of job apathy is organisation withdrawal.
Organisation withdrawal can be divided into work and job withdrawal, with the former
describing behaviours like lateness and absenteeism and the latter associated with turnover
and retirement intentions (Hulin and Hanisch 1991). Schmidt et al. (2017) argue that job
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apathy may lead to organisation withdrawal. This can happen with apathetic employees
withdrawing their efforts from the work, either consciously, or unconsciously. The
conceptual link Schmidt et al. (2017) offer between job apathy and organisational

withdrawal is rather weak, however a positive relationship was reported in their results.

Moreover, job apathy can have an effect on organisational deviance, which results
in devious behaviours of employees against their own organization, including slowing
down their working pace, incurring damages to the company’s properties and offering
confidential information to third parties (Berry et al. 2007). The scientific literature offers
multiple pathways in which motivation affects organisational deviance (Kaplan, 1975;
Diefendorff and Mehta, 2007), and Schmidt et al. (2017) argue that job apathy can
influence organizational deviance in multiple ways, but mainly through the decrease in

motivation. Their results showed a positive correlation between these two concepts.

Yet another possible consequence of job apathy is a decrease in personal initiative.
Personal initiative is an active approach of the employee towards the fulfilment of
organisational goals (Fay and Frese 2001) and this is the opposite of the behaviour of
apathetic employees. Thus, Schmidt et al. (2017) reported a negative relation of job apathy
and personal initiative and like organisational deviance, one could argue that the negative
effect of job apathy to personal imitative is mediated by motivation, as job apathy decreases

the employee’s motivation.

In addition, the relation between job apathy and job satisfaction is noteworthy.
Ladebo (2005) associated lower levels of what they called job apathy with higher job
satisfaction measured by the job satisfaction index. Schmidt et al. (2017) conceptualized
job apathy in a different way, however they argue that job apathy would have a negative
effect on job satisfaction. Based on the argument of Schmidt et al. (2017), Zolotareva
(2020) researched the relation between these two concepts. Measuring job satisfaction with
the Job Satisfaction Components Questionnaire, she reported a negative relation of job
apathy with all dimensions of job satisfaction, namely salary satisfaction, satisfaction with
the organisation of work, satisfaction with leadership, satisfaction with team and

satisfaction with the process and content of work.
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2.5 Job apathy, work engagement and professional burnout

As mentioned before, Schmidt et al. (2017) were the first to conceptualize job
apathy and to connect it the field of management studies. However, in order to better
understand how job apathy is a unique concept and not just an absence of work
engagement, the relation between job apathy, work engagement and professional burnout
should be examined.

The relation between these three concepts may be complicated. According to
Schaufeli et al. (2002) job engagement has three main components, namely vigor,
dedication and absorption. Vigor describes having significant amount of energy and
psychological resilience in the workplace, while dedication describes those employees who
are enthusiastic and proud towards their job. Finally, absorption describes high levels of
concentration and a state of flow in the work environment. Engagement is perceived as the
opposite of the spectrum of job burnout (Kim et al. 2009), which can be described as a
disruption of engagement with the job (Schaufeli et al. 2002). Job burnout has three
dimensions, namely emotional exhaustion, depersonalization and diminished personal

accomplishment (Maslach et al. 2001).

In the scientific literature, many studies can be found researching the positive side
of job involvement, in particular proactive behaviours and job engagement, while for the
negative side, the literature is focused mainly on job burnout and less on psychological
detachment (Schmidt et al. 2017). However, Schmidt et al. (2017) assert that both burnout
and psychological detachment capture the stress of the employees, and thus they leave out
some important factors on the negative side of job involvement. According to the

researchers, these factors can be described by job apathy.

Studies in job apathy and work engagement found a significant relation between
these two concepts. Zolotareva (2020) reported a significant negative relationship of job
apathy with all three dimensions of work engagement, while Ugwu et al. (2019) found that
this negative relation was stronger for those who perceived their leader as engaging in
unethical behaviours, reporting that perceived leader integrity can moderate the relation
between job apathy and work engagement. Moreover, Schmidt et al. (2017) researched

thoroughly the relation between these constructs. Their analyses suggested that these
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constructs have a strong correlation, but each one is unique. In addition, they found that
job apathy had incremental validity beyond engagement in various workplace constructs,

such as organization withdrawal, personal initiative and organization deviance.

On the other hand, the relation between job apathy and job burnout was only
researched by Zolotareva (2020). The researcher, using the three dimensions of burnout
mentioned above, found that job apathy had a moderate, positive correlation with
emotional exhaustion and depersonalization, and a moderate, negative relation with
personal achievement. These results are in accordance with the literature, and they suggest
that indeed job burnout is conceptually different from job apathy. Overall, the
aforementioned studies show that that job apathy is a distinct concept, and not just an

absence of work engagement or a consequence of burnout.

The literature on job apathy is limited, and a causal relationship has not been
established yet. Nevertheless, some researchers have reported an association between job
apathy and some other concepts, like organisation withdrawal, work engagement and
professional burnout (Schmidt et al. 2017, Ugwu et al. 2019, Zolotareva 2020). The next

two sections will elaborate on some possible causes and consequences of job apathy.

2.6 Job apathy and demographic characteristics

The relation between job apathy and demographic characteristics is not clear yet,
as various studies point towards different directions. Most studies found that gender does
not have an effect on job apathy (Schmidt et al. 2017, Ugwu et al. 2019, Zolotareva 2020).
On the other hand, the results on age are inconclusive. Zolotareva (2020) reported that
individuals aged less than 30 years old are more prone to report apathetic actions, compared
to their counterparts aged 31 to 40 years old, while the difference between these age groups
was not significant for apathetic cognition. On the contrary, Ugwu et al. (2019) did not
report a significant correlation with age, however they did not study the dimensions of job

apathy, but the concept as a whole.

Furthermore, job apathy does not seem to have a significant relation with education
(Ugwu et al. 2019, Zolotareva 2020) and work experience in general (Zolotareva 2020),

but it has a negative relation with organisational tenure (Ugwu et al. 2019). Finally,
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Zolotareva (2020) found that married and divorced individuals have higher levels of
apathetic actions compared to single individuals, but the same does not apply for apathetic

cognition.
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Chapter 3. Work Motivation

The first work motivation model proposed by Porter and Lawler (1968) divided
work motivation into intrinsic and extrinsic. The researchers argued that a combination of
the two kinds of motivation would lead into positive work outcomes, such as better job
satisfaction and job enlargement. However, Deci (1971) argued that these two kinds of
motivation are not additive, as implied by Porter and Lawler (1968), but rather interactive,
as in some cases extrinsic rewards can impair the sense of individual’s intrinsic motivation.
Therefore, there was a shift in scientific literature, and early researchers tried to explain the
interaction between intrinsic and extrinsic motivation with cognitive evaluation theory
(Deci, 1975).

Cognitive evaluation theory takes into account that individuals desire feelings of
autonomy and competency, and thus this theory describes how external factors reinforce
or undermine individual’s intrinsic and extrinsic motivation (Deci et al., 1999).
Additionally, cognitive evaluation theory suggests that when motivation has eroded, an
individual can feel amotivation, which is in fact a lack of motivation (Deci and Ryan,
1985). However, even though cognitive evaluation theory was quite prevalent in the 1970s
and 1980s, it decayed afterwards (Gagné and Deci 2005). This happened mainly because
it was not applicable in the real world due to the dichotomy of motivation, meaning that
the theory implied that managers should reinforce either extrinsic or intrinsic motivation,

and they could not promote both at the same time (Gagné and Deci 2005).

The shift away from cognitive evaluation theory started with the concept of
internalisation of extrinsic motivation (Ryan et al., 1985) and led eventually to the
formulation of self-determination theory (Deci and Ryan, 1985). Self-determination theory
is considered a broad theory of human motivation and has been established as an important
framework in various fields of psychology, including organizational psychology (Gagné et

al., 2018)

3.1 Self-Determination Theory on work motivation

Self-determination theory asserts that humans naturally progress towards

psychological growth, internalisation and well-being (Deci and Ryan 2000) and these
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outcomes have played a significant role in the self-determination research (VVan den Broeck
et al. 2016). Psychological growth refers to activities that are performed by individuals for
the mere pleasure they get, and not because they are pushed by external forces (Deci and
Ryan 2000). In other words, psychological growth is presented through intrinsic
motivation. Furthermore, psychological internalisation describes the natural process of
internalising and integrating external forces within the self (Deci and Ryan, 1985). Finally,
psychological well-being is associated with hedonic and eudaemonic perspectives (Deci et
al. 2001).

3.1.2 Psychological needs

Following the aforementioned constructs, self-determination theory argues that
individuals do not automatically progress towards psychological growth, internalisation
and well-being, but the satisfaction of three basic psychological needs, namely need for
autonomy, competence and relatedness, is required (Deci and Ryan 2000). According to
self-determination theory, these psychological needs are innate, and contexts that support
those needs lead to higher intrinsic motivation, promote the internalisation of extrinsic
motivation and encourage life goals that satisfy these needs (Deci and Ryan 2000).
Therefore, these needs are at the core of self-determination theory, as in case they are not
satisfied, the individual cannot cultivate psychological growth, internalisation and well-
being. Finally, as noted by Deci and Ryan (2000), psychological needs have significant
differences compared to physiological needs, as individuals make intentional efforts to
satisfy the latter, but they can develop defences and need substitutes in case of the former.

Firstly, the need for autonomy is the most complex one, as it is not prevalent in
empirical psychology (Deci and Ryan 2000) and it is often understood as the need to act
individually, disregarding the desires of others (Gagné and Deci 2005). However, the need
for autonomy refers to the need of individuals to function on their own accord and volition,

even if by doing so, they comply with the wish of others (Gagné and Deci 2005).

Secondly, the need of competence, which is also featured in social cognitive theory
(Bandura, 1977), describes the need of individuals to feel that they have an expertise, as

well as to cultivate new skills (Gagné and Deci 2005). Moreover, the need of competence
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is perceived by self-determination theory as inherent towards our natural tendency to

search for challenges and explore the environment (Gagné and Deci 2005).

Finally, the need of relatedness describes the desire to feel connected to others, and
more specifically to love and care, as well as to be loved and cared for (Deci and Ryan
2000). Even though this need is considered occasionally as secondary for some outcomes
compared to the other two needs (Gagné and Deci 2005), self-determination theory asserts
that in the absence of relatedness, intrinsic motivation is difficult to be achieved (Deci and
Ryan 2000).

3.2 Dimensions of Self-Determination Theory

The self-determination theory of work motivation is a continuum that has three
main dimensions, namely intrinsic motivation, extrinsic motivation and amotivation
(Battistelli et al. 2017). Another distinction is that of autonomous and controlled
motivation. The first refers to individuals who are intrinsically motivated, while the latter
refers to those who experience pressure or feel that they have to engage in different actions
(Gagné and Deci 2005). However, it should be mentioned that these two types of
motivation are intentional and are the opposite of amotivation, which refers to an absence

of motivation.

3.2.1 Intrinsic Motivation

Intrinsic motivation is inherently autonomous motivation, and it is at the right end
of the work motivation continuum (as it can be seen at Figure 2). Intrinsically motivated
individuals perform their job tasks mainly for the enjoyment of the task itself (Howard et
al. 2016). In other words, they find these tasks interesting and satisfying (Gagné and Deci
2005) and they do not rely on external forces to put pressure on them to perform these
tasks. Moreover, intrinsically motivated employees produce work of high quality (Deci et
al. 2017).

3.2.2 Extrinsic Motivation

Extrinsic motivation is divided into different types of regulations, namely

integrated, identified, introjected and external regulation (Gagné and Deci 2005). However,
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the most recent research proposes that external regulation has two dimensions, external-

social and external material (Gagné et al. 2015).

Integrated regulation is considered autonomous motivation and is the most
advanced form of extrinsic motivation, sharing some of the qualities of intrinsic motivation
(Gagné and Deci 2005). Integrated regulation occurs when an individual’s values are in
line with the goals of a behaviour (Gagné et al. 2015) and since this originates from their
sense of self, it is considered self-determined (Gagné and Deci 2005). This is different form
identified regulation, which is a moderately autonomous form of motivation and is
characterized by a feeling of freedom, which stems from the compatibility of behaviour
with personal goals and identity (Gagné and Deci 2005).

Moving away from autonomous motivation, introjected regulation takes place
when an external regulation is affecting the way individuals behave (Gagné and Deci
2005). For example, individuals may feel pressure to behave based on social norms in order
to feel likeable. Finally, as mention above, external regulation has two dimensions,
external-social and external material. The first refers to the need for approval and/or respect
from others, while the latter refers to a focus on material benefits, as well as the avoidance
of getting fired (Howard et al. 2016).

3.2.3 Amotivation

Amotivation refers to the lack of motivation and/or intention (Gagné and Deci
2005). Individuals who feel amotivated are detached from the activities they perform, or
they may have a sense of lacking control over a situation, and thus they decide to not invest
time or energy towards this particular activity (Howard et al. 2016). Taking into
consideration that amotivation is connected with various negative outcomes in the
workplace, it becomes clear that it is important to consider this feature in the workplace

motivation models (Howard et al. 2016).
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Figure 3. Self-determination theory of work motivation, Gagne and Deci, 2005, p. 386
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Chapter 4. Core Self-Evaluation

4.1 The concept of Core Self Evaluation

Core self-evaluation (CSE) is a latent construct that refers to major appraisals
individuals make regarding their self-worth, competence and capabilities (Judge et al.,
1997). The need for this construct arose after the criticism of using a wide variety of
concepts related to the individuals’ personality to predict job satisfaction (Chang et al.
2012). To address this criticism, Judge et al. (1997) created the construct of CSE. Core
evaluations of one’s self were introduced as the most significant evaluations that
individuals have, influencing indirectly all other beliefs and assessments (Chang et al.
2012).

CSE is by definition broad in scope (Chang et al. 2012) and abstract (Johnson et al.
2008), and it is not associated with a distinct domain or a specific moment in time (Judge
etal., 1997). Conversely, these fundamental core evaluations may affect in a subconscious
way individuals’ behaviour and appraisals in specific domains, like for example in the work
settings. However, evaluations about work or any other domain are directly linked with
CSEs (Bono and Judge 2003). Finally, individuals with a high score on CSE are well
adjusted, positive, self-assured, competent, they believe in themselves (Judge et al. 2003)

and they report having more rewarding jobs (Bono and Judge 2003).

4.2 Trait Indicators

Judge et al. (1997) included in the CSE four well established traits in the personality
literature: self-esteem, generalized self-efficacy, neuroticism and locus of control. It should
be mentioned that, according to the researchers, there may be more traits that fulfil these
criteria and could possibly be part of CSE, such as dispositional optimism and both positive
and negative affectivity, however these four traits have remained the most prevalent ones

for more than twenty years after this initial research.

4.2.1 Self-esteem

Out of the four traits that CSE is consisted of, self-esteem is the single best indicator
of this construct (Judge and Bono 2001). According to Cambridge online dictionary, self-

esteem is the “belief and confidence in one’s ability and value” and as a concept is widely
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researched in the scientific literature (Blascovich et al., 1991). A recent review of Orth and
Robins, (2014) on some longitudinal studies on self-esteem highlighted that self-esteem
reaches its peak at 50 to 60 years old individuals and an individual’s self-esteem can be
changed dramatically over time. This means that an individual with relatively high self-
esteem may have a relatively low self-esteem some decades later. Additionally, the same
study pointed out that self-esteem predicts success and subjective well-being in various

domains in life, such as relationships, work and health.

Moreover, self-esteem is not only the best indicator of CSE, but there is also a
strong link between self-esteem and generalized self-efficacy, as well as neuroticism
(Judge and Bono 2001). Finally, even though self-esteem and locus of control are quite
often researched together, they are treated as two different variables (Judge and Bono
2001). Overall, self-esteem plays a significant role in the CSE construct (Judge and Bono
2001), even though there is criticism that self-esteem may be redundant in the CSE

construct (Johnson et al. 2008).

4.2.2 Generalized self-efficacy

The concept of generalized self-efficacy is the less researched compared to the
other traits (Judge et al. 2002) and it represents an optimistic sense of an individual’s
competence (Scholz et al. 2002). In other words, this concept refers to a belief that
individuals have about reaching their goals and is different from self-efficacy, as the last
refers to a belief about a specific task, whereas generalized self-efficacy is considered a

stable, generalized competence belief (Chen et al. 2004).

In that sense, the link between self-esteem and generalized self-efficacy is obvious.
More specifically, self-esteem is considered by some researchers as interchangeable with
generalized self-efficacy, mainly because they have a particularly strong correlation
(Johnson et al. 2008). However, Chen et al. (2004) argue that, despite the strong
correlation, their study provided strong evidence that these two concepts are theoretically
distinct. This distinction is mainly based on the fact that generalized self-efficacy is closely
related to motivational variables, while self-esteem is more closely related to affective

variables. This suggests that the way individuals judge their capabilities (generalized self-
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efficacy) stimulates different consequences compared to the way individuals feel about
themselves (self-esteem) (Chen et al. 2004).

4.2.3 Neuroticism

According to the triple vulnerability theory, neuroticism is caused by a dysregulated
stress response, which is connected to both biological and psychological vulnerability, and
it can lead to an emotional disorder (Barlow et al. 2014). From an organisational
perspective, Judge et al. (2004) argue that neuroticism represents a strong dispositional
driver of the attitudes and behaviours of employees. In fact, high levels of neuroticism are
related with negative feelings, anxiety and avoidance (Johnson et al. 2008), and in general,
neuroticism is referred as an antipode of emotional stability (Judge et al. 2004). Johnson et
al. (2008) argue that neuroticism is broadly defined in the CSE construct, and thus it
incorporates the concept of avoidance motivation. Therefore, the researchers propose that
neuroticism should be replaced by avoidance motivation in the CSE construct.

Neuroticism is strongly related in the literature with self-esteem and locus of
control. Even though a causal relationship has not been established, neuroticism seems to
operate in a similar way to self-esteem in the prediction of personality disorders, and thus
these two concepts are closely linked (Judge et al. 2002). Furthermore, although
neuroticism and locus of control have not been theoretically linked, these two traits operate
in a similar way due to their relationship with other relevant concepts, like anxiety and
stress (Judge et al. 2002).

4.2.4 Locus of control

Locus of control is the trait that is the least connected to the three criteria mentioned
above (Judge and Bono 2001) and it refers to an expectation about the connection between
individual characteristics, actions and experienced outcomes (Lefcourt 1991). Those
individuals who have an internal locus of control tend to believe that their actions matter,
and they are more likely to be more active and pursue their goals. On the other hand, an
external locus of control can be characterized as helplessness (Lefcourt 1991), as

individuals feel that outcomes are not dependent on their efforts.
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Locus of control shares strong similarities with generalized self-efficacy and self-
esteem (Judge and Bono 2001), but it also has the lowest correlation with CSE compared
to the other traits (Judge et al. 2003). Based on this, Johnson et al. (2008) questioned
whether locus of control should be a part of CSE, while Johnson et al. (2011) argued that
the inclusion of locus of control introduces the possibility of attributional biases. However,
locus of control, as well as the other three traits discussed above, is a part of the only direct
scale of CSE to date, created by Judge et al. (2003).

4.2.5 Other Traits

The four traits that consist CSE are not exhaustive and they are subject to change.
In fact, Judge et al. (1997) considered the possibility of dispositional optimism as well as
positive and negative affectivity being a part of CSE. Nevertheless, despite some evidence
that these concepts are indicators of CSE (Judge and Bono 2001), they have not been
integrated to the CSE concept.

Apart from Judge et al. (1997), the most detailed research on the CSE’s traits is that
of Johnson et al. (2008). The researchers linked CSE with avoidance motivation, as a more
specific concept than neuroticism, and its opposite, approach motivation. The researchers
also doubted the link of self-esteem to CSE construct. Therefore, according to Johnson et
al. (2008), the CSE traits should be generalized self-efficacy, locus of control, avoidance
and approach motivation, whereas they claim that more research is needed to determine
whether self-esteem should be a part or not.
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Chapter 5. Hypotheses development

In this chapter, the concepts of destructive leadership, job apathy, work motivation and

CSE will be linked, and the hypotheses of this study will be formed.

5.1 Destructive leadership and job apathy

Erickson et al. (2007) did a qualitative study on employees who perceived their leader
as destructive and found that the most common consequence of working with a destructive
leader was a loss in motivation. In some cases, this loss of motivation not only affected the
work performance, but also the personality of the employees. In addition, employees
working with a destructive leader were more likely to exhibit avoidance towards the leader,
but also towards the work itself (Erickson et al., 2017). Since job apathy is defined as “a
state of diminished motivation towards one’s job” (Schmidt et al., 2017, p. 486), the

following hypothesis is formed:
H1. Destructive leadership positively relates to job apathy.

Following Schmidt et al. (2017), who divided job apathy into apathetic cognition, a state
of diminished motivation, and apathetic action, a reluctance in exerting effort to everything

that is work related, the following two hypotheses are developed:
H1la. Destructive leadership positively relates to apathetic cognition.

H1b. Destructive leadership positively relates to apathetic action.

5.2 Destructive leadership and work motivation

In their definition of destructive leadership, Einarsen et al. (2007) mention that
destructive leaders sabotage among other things, the motivation of their subordinates. This
is also evident in the study of Erickson et al. (2007). In addition, Trepanier et al. (2013)
researched workplace bullying, which can be considered as a part of destructive leadership,
on burnout and work engagement, with the need for autonomy, competence and relatedness
as mediators. As mentioned in Chapter 3, these needs are important for individuals to
enhance their intrinsic motivation. Trepanier et al. (2013) found that workplace bullying
had a negative effect on all three psychological needs. Since these needs are at the core of

self-determination theory on work motivation, it is expected that destructive leadership
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would also have a negative effect on these needs. As these needs are a good proxy for work
motivation, and more specifically for the development of autonomous motivation, it can
be hypothesized that the relationship would be the same for autonomous work motivation
as well. Therefore, the following hypothesis is developed:

H2a. Destructive leadership negatively relates to autonomous work motivation.

In addition, based on the reasoning provided above, destructive leadership is

expected to also increase employees’ amotivation. Therefore:

H2b. Destructive leadership negatively relates to amotivation.

5.3 Work motivation and job apathy
In the study of Trepanier et al. (2013) these psychological needs, that are a good

proxy for work motivation according to self-determination theory, had a positive
relationship with work engagement. Since work engagement is at the other end of the
spectrum compared to job apathy, it is expected that autonomous work motivation will be

negatively associated with job apathy. Thus, the following hypotheses are formed:
H3. Autonomous work motivation negatively relates to job apathy.
H3a. Autonomous work motivation negatively relates to apathetic cognition.
H3b Autonomous work motivation negatively relates to apathetic action.

Furthermore, job apathy is actually a lack of motivation (Schmidt et al., 2017).

Thus, it is expected that amotivation with be positively associated with job apathy.
H4. Amotivation positively relates to job apathy.
H4a. Amotivation positively relates to apathetic cognition.

H4b. Amotivation positively relates to apathetic action.

5.4 Work motivation as a mediator

Following the first three hypotheses, it is expected that destructive leadership will

have an indirect effect on job apathy through work motivation. Thus:
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H5. The relationship between destructive leadership and job apathy is mediated by

autonomous work motivation and amotivation.

H5a. The relationship between destructive leadership and apathetic cognition is

mediated by autonomous work motivation and amotivation.

H5b. The relationship between destructive leadership and apathetic action is

mediated by autonomous work motivation and amotivation.

5.5 The moderation effects of CSEs

Harris et al. (2009) researched the effects of social stressors on job satisfaction,
turnover intention and altruism, on 133 dyads of supervisors and subordinates. The
researchers found that social stressors had a negative effect on job satisfaction and altruism,
and a positive effect on turnover intention. However, high core self-evaluations buffered
the negative effects of social stressors on job satisfaction and turnover intention. This
indicates that well-adjusted, competent and confident individuals are affected less by social

stressors.

Additionally, Lopez et al. (2020) studied the effects of abusive leadership on
athletes’ performance and found that abusive leadership has a negative effect on the
athlete’s performance. Nevertheless, this effect was less strong for the individuals with
higher CSEs, establishing the protective nature of CSE towards negative outcomes. Based
on the studies of Harris et al. (2009) and Lopez et al. (2020), it seems that individuals with
high CSE could be able to protect themselves of the negative consequences of destructive
leadership, and thus not become apathetic towards their job. Therefore, the following

hypotheses are formed:

H6. Core self-evaluation moderates the negative relationship between destructive
leadership and job apathy, such that the negative relationship is weakened for those

individuals with higher, rather than lower, levels of CSEs.

H6a. Core self-evaluation moderates the negative relationship between destructive
leadership and apathetic cognition, such that the negative relationship is weakened for

those individuals with higher, rather than lower, levels of CSEs.
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H6b. Core self-evaluation moderates the negative relationship between destructive
leadership and apathetic action, such that the negative relationship is weakened for those

individuals with higher, rather than lower, levels of CSEs.

Zhang et al. (2014) researched whether abusive supervision affects creativity
through diminishing intrinsic motivation. In their analysis, the researchers also assessed
whether abusive supervision diminishes intrinsic motivation the same way for individuals
with high and low CSEs. Indeed, they found that CSEs moderate the effects of abusive
supervision on employee’s intrinsic motivation. This, according to the researchers,
indicates that high CSEs can play a role in buffering the negative effects of unfavourable
situations on employee’s intrinsic motivation. Following Zhang et al. (2014) it can be
expected that CSEs will buffer the effects of destructive leadership on employee’s

motivation.

H7. CSE moderates the relation between destructive leadership and autonomous
work motivation, such that the relation is weaker when the level of CSE is high rather than

low.

H8. CSE moderates the relation between destructive leadership and amotivation,

such that the relation is weaker when the level of CSE is high rather than low.

Following the developed hypotheses, the proposed model can be seen in Figure 4
It is expected that the model will be the same if job apathy is replaced by apathetic

cognition and apathetic action.
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Figure 4. Proposed model
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Chapter 6. Methodology

6.1 Data collection and sample

In order to test the aforementioned hypotheses, | used an online questionnaire. The
questionnaire was distributed between October 2020 and January 2021 using convenience
sampling and targeting employees in Greece. The google forms platform was used to host
the online questionnaire. The questions in each sub-scale were randomized, but this
platform does not provide the option of randomizing the different segments of the
questionnaire. However, the order in which the participants are answering the questions
can lead to biased results (Blankeship, 1942; Israel and Taylor, 1990). Therefore, for every
20 answers | was receiving, I was manually changing the order of the segments. To
elucidate, the first 20 respondents filled the demographics’ questions first, the second 20
respondents filled the destructive leadership scale first and the demographics last etc. In
total, the questionnaire contained 76 questions, and it required approximately 8 minutes to
be filled. According to the research of Herzog and Bachman (1981) the length of the
survey may influence the results, as participants have a lowered motivation towards the
end of the survey. However, their results do not provide concrete answers, and in any case,

the randomization mentioned above is supposed to alleviate this problem.

In total, 120 participants filled out the questionnaire, but after excluding
participants with straight-line responding (3) and with many missing values (2), 115 valid
responses were left. More women than men filled out the questionnaire (61% versus 39%),
with an average age of 33.7 years (SD=9.87). Three out of four participants work full time,
and only one in four has a part-time job. Regarding work experience, the mean is 10.88
years (SD=8.90), and the organizational tenure is 5.53 years (SD=7.05). Finally, the
majority has a university degree (54%), whereas some have a high school diploma (22.1%)
and others a Master’s degree (23.9%). The analysis is performed using the statistical

software SPSS v26, with the Process v.3.5 macro.

! The whole questionnaire can be seen in Appendix.
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6.2 Measures

6.2.1 Destructive leadership

To measure destructive leadership, | used the scale developed and validated by
Shaw et al. (2011). This scale has also been used by Shaw et al. (2014), and sub-scales
have been used by Song et al. (2017) and Bellou and Dimou (2021). The initial scale has
104 items focused on specific behaviours of the leaders, and 19 items on the leader’s
personal characteristics, and asks participants to respond in a 6-point Likert scale, ranging
from Strongly Disagree to Strongly Agree. Additionally, the researchers include in their
scale four items to assess whether someone is a destructive leader or not, and also one item
in which the respondents assess their supervisor by providing a number between 1 and 100,
with 1 being the worst and 100 being the best.

In my research, | used 14 items asking about the behaviour of the supervisor and 7
items asking about the personal characteristics. The behaviour part includes questions like
“My boss often makes knee jerk reactions”, and “My boss has no idea what it takes to
motivate subordinates”, while the personal characteristics part includes questions like “My
boss seems extremely paranoid about many things”. | also included the four items to assess
whether a leader is destructive, or not, and the worst-best leader item. Finally, following
Shaw et al. (2011), | asked participants to state the age, gender and education of their

supervisor.

6.2.2 Job apathy

The only available scale for job apathy to date is the one developed and validated
by Schmidt et al. (2017). This scale is consisted of 10 questions, half of which measure
apathetic cognition and the other half measure apathetic action using a 5-point Likert scale,
ranging from Strongly Disagree to Strongly Agree. This scale has also been used in a
Nigerian context by Ugwu et al. (2019) and in a Russian context, by Zolotareva (2020).
Some sample questions are “I am indifferent towards my job” and “Whenever new tasks

present themselves, I let others take them on”.
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6.2.3 Work motivation

To measure work motivation according to self-determination theory, | used the
Multidimensional Work Motivation Scale (MWMS). This scale was initially created by
Gagne et al. (2010), but it was upgraded and validated by Gagne et al. (2015). The upgraded
scale includes 15 questions, and allows the distinction between controlled and autonomous
motivation, as well as amotivation. The scale asks participants to state whether some
statements about the reasons why they put effort into their current job appeal to them. The
scale uses a 7-point Likert scale, ranging from Not at all to Exactly, and some sample
questions are “Because I have fun doing my job” and “I don’t know why I’'m doing this

job, it’s pointless work™.

6.2.4 Core self-evaluation

The scale that was used to measure CSEs is the one developed and validated by
Judge et al. (2003). This scale has been used by many researchers (Judge et al., 2005; Zhang
et al. 2014; Lopez et al. 2020, to name a few) and also validated by Holt and Jung (2008)
and Gardner and Pierce (2009). The scale consists of 12 questions and uses a 5-point Likert
scale, ranging from Strongly Disagree to Strongly Agree, with some questions being
reversed scored. It includes questions like “I am confident I get the success I deserve in

life” and “I am capable of coping with most of my problems”.

6.3 Translation

The aforementioned scales have been developed in English. However, since the
study took place in Greece, the scales should be translated. The first two scales, regarding
destructive leadership and job apathy, were translated by me and my supervisor. The scales
regarding work motivation and CSE have already been translated in Greek by other

researchers, and after contacting them, | obtained the already validated translation.
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Chapter 7. Results

7.1 Psychometric Assessment of Scales

In this section, the scales used will be assessed according to their psychometric
characteristics, and the way the variables are used will be explained. In all scales, |
performed a principal component analysis, using a varimax rotation? with Kaiser
normalization. In addition, Corner (2009) argues that with a sample size of 100, only
loadings above 0.30 are considered significant, and therefore loadings under 0.30 are

suppressed.

Regarding the destructive leadership scale, | use the 14 behavioural items and the
7 personality items, and the PCA shows that there is one main component which explains
the 48.87% of the variance (eigen value 10.26). Some more components could be
considered, but since the other components have an eigen value of just over 1, as can be
seen in the scree plot in Figure 5, it seems reasonable to take only the main component
which explains a significant amount of the variance. The reliability analysis shows that the

internal consistency of the scale is excellent (Cronbach’s alpha is equal to 0.95).

2 The varimax rotation was selected, as it is the most commonly used type of orthogonal rotation. However,
since this was selected somewhat arbitrarily, an oblique rotation method, more specifically oblimin rotation,
was also performed to make the study more robust. Oblique rotation provided similar results.
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Figure 5. Scree plot of the PCA on the destructive leadership scale
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The PCA analysis for the scale of job apathy shows that there are two main
components, as expected. These two components explain approximately 63% of the
variance. Nevertheless, the rotation provides mixed results, as one item that is part of the
apathetic action (AA) is assigned by the PCA to the apathetic cognition (AC) component,
as can be seen in table 1. In addition, one item that is part of the apathetic action has a
higher loading in the apathetic cognition component. Therefore, since the PCA provides
mixed results, in this analysis only overall apathy will be considered. The internal

consistency of the scale is good (0.89).
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Figure 6. Scree plot of the PCA on the job apathy scale
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Table 1. Rotated Component Matrix on Job Apathy Scale
Components
1 2

AC3 .88
AA2 .85
AC1 .68 .38
AC2 .65 47
AC4 .63 40
AA4 .84
AA3 .70
AA5 .69
AC5 .69
AAl 35 .63

Note. Extraction Method: Principal Component Analysis. Rotated Method: Varimax with Kaiser

Normalization. Rotation converged in 3 iterations
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Regarding the Multidimension Work Motivation Scale (MWMS), according to
theory, it is expected to have 5 components, namely amotivation, external regulation
(consisting of both material and social), introjected regulation, identified regulation, and
intrinsic motivation. Intrinsic motivation and identified regulation form the autonomous
motivation, introjected and external regulation form the controlled motivation, and the
amotivation is a separate category. The PCA shows that there are indeed five components
with an eigen value greater than 1 (Figure 7). These components explain almost 70% of
the variance. However, the rotated loadings provide mixed results.

As it can be seen in Table 2, the three items on amotivation are all placed together
in the first component, but the second component contains both the identified regulation
and the introjected regulation. The first is considered moderately autonomous, and the
second is considered moderately controlled. The third factor is consisted by the intrinsic
motivation items, which accounts for the inherently autonomous motivation. Finally, the

external regulation items are divided in components 4 and 5.

Following these mixed results, only two components will be used from this scale,
namely the amotivation and the intrinsic motivation. Therefore, the hypothesis about
autonomous motivation should be modified to test only for inherently autonomous
motivation, which is actually the intrinsic motivation. Internal consistency of the inherently

autonomous motivation is excellent (0.90) and of the amotivation is good (0.86).
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Figure 7. Scree plot of the PCA on the MWMS
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Table 2. Rotated Component Matric on MWMS

Components
1 2 3 4 5
AM?2 .85
AM1 .84 -.43
AM3 .68
ID3 -.60 46
IR4 .78
IR3 12
IR1 .64
IR2 .63 45
ID1 -.43 .62
ID2 -51 .59
INTR2 .83
INTR1 -.32 .80
INTR3 -42 32 .70
ES1 .83
ES3 76
ES2 .70
EM2 .67
EM1 .82
EM3 .62

Note. Extraction Method: Principal Component Analysis. Rotated Method: Varimax with Kaiser
Normalization. Rotation converged in 8 iterations. AM=Amotivation, ID=Identified regulation,

IR=Introjected regulation, INTR=Intrinsic motivation, ES=External social and EM=External material.

Finally, the scale regarding CSEs is treated as one component in the literature
(Judge et al., 2003; Hold and Jung, 2008; Gardner and Pierce, 2009; Harris et al., 2009;
Chang et al., 2012; Zhang et al., 2014; Lopez et al., 2020), and therefore there is no need

to identify the different components. The scale has a good internal consistency (0.81).
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7.2 Descriptive Statistics and Correlations

Table 3. Means and Pearson’s Correlations between main variables

Mean SD 1 2 3 4 5 6 7 8 9 10

1 Overall Apathy 2,17 0.82 (.89)

Inherently
2 Autonomous 521 1.69 -65** (.90)

Motivation
3 Amotivation 213 150 .69** -58** (.86)

Destructive
4 _ 299 1.02 .46** -A4T7**  39**  (.95)

Leadership
5 CSE 3.44 060 -.40** 50** -40** -45** (.81)
6 Age 33.70 9.87 -.19* 21* -.04 .05 21 -
7 Gender 061 049 -12 25%*  -18 01 .00 .03 -
8 Contract 0.75 044 -08 -.08 -.05 .09 -07 .07 -.18 -
9 Tenure 553 7.05 -13 13 -.01 -06  .19* .68** -17 42 -
10 Experience 10.88 8.90 -.26**  .23* -.10 .03 22*  92** .05 .06 .72**

Note. **p<0.01; *p<0.05, 2-tailed. N=115. Cronbach’s a for applicable scales is reported in parenthesis
along the diagonal. Gender is coded as 1=female, 0=male; Contract is coded as 1=full time, O=part-time;
All scales (1-5) are coded such that higher scores in the scales indicate manifestations of these behaviours;
Overall apathy and CSE are measured in a 5-point scale, Destructive leadership is measured in a 6-point

scale and Motivation (2 and 3) is measured in a 7-point scale.

The main variables of interest have all statistically significant correlation at 1%

significance level. As expected, apathy is positively correlated with destructive leadership
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(0.46,) and amotivation (0.69), while it is negatively correlated with the inherently
autonomous motivation (-0.65) and the CSE (-0.40). In addition, destructive leadership has
a positive correlation with amotivation (0.39), and a negative correlation with inherently
autonomous motivation (-0.47) and CSE (-0.45).

Regarding the demographics, most relations are not statistically significant. The
only significant ones are the positive relation of age with inherently autonomous
motivation (0.21; p=.026) and the negative one with job apathy (-0.19; p=.048).
Additionally, gender has a positive correlation with inherently autonomous motivation
(0.25; p=.007), something that suggests that the females have a higher autonomous

motivation compared to males.

7.3 Main Results

To test my model, | used the moderated mediation model 8 based on a bias-
corrected bootstrapping procedure, via the PROCESS macro in SPSS developed by Hayes
(2013). To account for heteroskedasticity, | use robust standard errors, and since my
sample size is small, and in order to not make any assumptions about the shape of sampling
distribution, I use bootstrap CI with 50.000 replications. In addition, CSE is a continuous

moderator, and thus | use the mean-centred option.

In Table 4, the regression outcomes are depicted. In addition to the variables of
interest, | control for age, gender, education, organizational tenure and the type of contract
(full time, part-time). In regression 1, the inherently autonomous motivation is the
dependent variable. It can be seen that if destructive leadership increases by 1 point,
inherently autonomous motivation decreases by 0.55. This provides support for hypothesis
2a. Moreover, an increase in CSE by 1 point, increases the inherently autonomous
motivation by 0.89. The interaction term, which shows the moderation effect, is significant
at 5% significance level (p=0.027). However, the Johnson-Neyman significance region is
0.4, which means that the interaction is significant for values of CSE up to 0.4 (in the mean
centred CSE, the test provides values between -1.78 and 1.22). This indicates that for low
and moderate values, CSE moderates the relationship between destructive leadership and
inherently autonomous motivation. As it can be seen in Figure 8, high values of destructive

leadership are associated with quite lower values of inherently autonomous motivation for
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those who have low and moderate CSE, compared to those with high values of CSE. This
provides support for hypothesis 7. However, it should be noted that the bootstrapped results
of the index of moderated mediation show that, at the 95% confidence interval, it cannot
be excluded that the effect is zero (index of moderated mediation -.048; 95% CI: -.110,

.001). Therefore, not strong conclusions should be made.

Table 4. Regression outcomes

1) ) @)
VARIABLES Autonomous motivation Amotivation  Job apathy
Destructive Leadership -.55** 37** 15*
[.17] [.13] [.07]
Autonomous Motivation - - - 12**
- - [-.04]
Amotivation - - 0.21**
- - [.05]
CSE 89** =TT -.04
[.23] [.25] [.09]
Interaction (Lead.*CSE) A41* -.45* -17*
[.18] [.17] [0.09]
Age 18 .02 -.01
[.02] [.03] [.01]
Gender .88** -.62* -.04
[.30] [.28] [.15]
Education 0.06 -.36 -0.08
[.21] [.23] [.09]
Tenure .02 -.02 -.01
[.02] [.03] [.01]
Contract -11 -.35 -.13
[.25] [.30] [.14]
Constant 4.02** 2.93** 2.76**
[.77] [.66] [.36]
R-squared 0.47 0.36 0.61
Johnson-Neyman significance 0.04 0.24 0.06
Robust standard errors in brackets
** p<0.01; * p<0.05
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Figure 8. Moderation effects of CSE on the relationship between destructive leadership and inherently autonomous

motivation
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In regression 2, the dependent variable is amotivation. It can be seen that an
increase in destructive leadership by 1 point, increases the employee amotivation by 0.37
points. This provides support for hypothesis 2b. CSE is negatively associated with
amotivation, and the interaction term is significant at 5% significance level (p=0.01).
However, the Johnson-Neyman significance region is 0.24, which means that the
interaction is significant for values of CSE up to 0.24 (in the mean centred CSE, the test
provides values between -1.78 and 1.22). This indicates that for low and moderate values,
CSE moderates the relationship between destructive leadership and amotivation. As it can
be seen in Figure 9, employees who have low values of CSE and perceive their supervisor
as very destructive, feel way more amotivated compared to the employees with high CSE.
The moderated mediation through amotivation is also supported by the moderated
mediation index (Bootstrapped 95% CI: -.193, -.015). This provides support for hypothesis
8.
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Figure 9. Moderation effects of CSE on the relationship between destructive leadership and amotivation
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In regression 3 all variables are included and job apathy is the dependent one. It can
be seen that an increase in destructive leadership by 1 point, increases job apathy by 0.15
points. This provides support for hypothesis 1. CSE is not significant in the regression, but
the interaction term is statistically significant (p=0.046). This indicates that CSE moderates
the relationship between destructive leadership and job apathy. The Johnson-Neyman
significance region is 0.06, which means that the interaction is significant for values of
CSE up to 0.06. As it can be seen in Figure 10, the employees with low values of CSE are
highly affected by destructive leadership. This effect is smaller for those with moderate
values of CSE, while the effect for the employees with high values of CSE is insignificant.
Nevertheless, the bootstrap analysis shows that the interaction term may not be significant
(Bootstrapped 95% ClI: -.334, .013). Therefore, there is some indication that hypothesis 5

could be supported, but the support is weak.
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Figure 10. Moderation effects of CSE on the relationship between destructive leadership and job apathy
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Table 5 depicts the different ways destructive leadership is associated with job
apathy in different levels of CSE. For low levels of CSE, there is a direct effect of 0.26 and
an indirect effect of 0.23, summing up to a total effect of 0.49. For moderate levels of CSE,
the direct effect is 0.15, the indirect 0.14, and the total 0.39. For high levels of CSE, the
direct effect is 0.05 and the indirect 0.06, but these effects are not statistically significant.
These results show that the relationship between destructive leadership and job apathy is
partially mediated by inherently autonomous motivation and amotivation, while CSE

seems to moderate this relationship.

Table 5. Direct and Indirect Effects of Destructive Leadership on Job Apathy

Conditional Direct Effects of Destructive Leadership on Job Apathy

CSE Effect SE p-value
-0.614 0.256 0.090 0.004

0.000 0.150 0.070 0.035

0.614 0.044 0.090 0.626

Indirect Effect through Autonomous motivation

CSE Effect BootSE BootLLCI BootULCI
-0.614 0.095 0.039 0.027 0.183
0.000 0.065 0.031 0.015 0.137
0.614 0.035 0.031 -0.011 0.111
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Indirect Effect through Amotivation

CSE Effect BootSE BootLLCI BootULCI
-0.614 0.137 0.051 0.050 0.250
0.000 0.079 0.034 0.021 0.154
0.614 0.021 0.036 -0.042 0.099

The revised model can be seen in Figure 11. The impact of destructive leadership
on apathetic cognition and apathetic action could not be tested, as the PCA did not show
clear results about the job apathy sub-scales. Additionally, the MWMS had also mixed
results in the PCA, and thus only the inherently autonomous motivation was included in
the tested model. Finally, table 6 provides an overview of the hypotheses, and which of

them were actually supported.

Figure 11. Revised model. Note. **p<0.01; *p<0.05.

CSE

Inherently
Autonomous
Motivation

Destructive
Leadership

Amotivation
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Table 6. Hypotheses overview

Hypotheses Result
H1. Destructive leadership positively relates to job apathy. Supported
H1a. Destructive leadership positively relates to apathetic cognition. Not tested
H1b. Destructive leadership positively relates to apathetic action. Not tested
Supported only
H2a. Destructive leadership negatively relates to autonomous work motivation. for inerently
autonomous
motivation
H2b. Destructive leadership positively relates to amotivation. Supported
Supported only
H3. Autonomous work motivation negatively relates to job apathy. for inherently
autonomous
motivation
H3a. Autonomous work motivation negatively relates to apathetic cognition. Not tested
H3b. Autonomous work motivation negatively relates to apathetic actions. Not tested
H4. Amotivation positively relates to job apathy. Supported
H4a. Amotivation positively relates to apathetic cognition. Not tested
H4b. Amotivation positively relates to apathetic actions. Not tested
H5. The relationship between destructive leadership and job apathy is mediated by
autonomous work motivation and amotivation. Supported
H5a. The relationship between destructive leadership and apathetic cognition is
mediated by autonomous work motivation and amotivation. Not tested
H5b. The relationship between destructive leadership and apathetic action is Not tested
mediated by autonomous work motivation and amotivation.
H6. CSE moderates the relationship between destructive leadership and job
apathy, such that the relationship is weakened for those individuals with higher, Weak support

rather than lower, levels of CSEs.
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H6a. CSE moderates the relationship between destructive leadership and apathetic
cognition, such that the relationship is weakened for those individuals with higher, Not tested
rather than lower, levels of CSEs.
H6b. CSE moderates the relationship between destructive leadership and apathetic
action, such that the relationship is weakened for those individuals with higher, Not tested

rather than lower, levels of CSEs.

Weak support,
H7. CSE moderates the relation between destructive leadership and autonomous only for
work motivation, such that the relation is weaker when the level of CSE is high inherently
rather than low. autonomous
motivation
H8. CSE moderates the relation between destructive leadership and amotivation,
Supported

such that the relation is weaker when the level of CSE is high rather than low.
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Chapter 8. Discussion

The purpose of this study was to identify the relationship between destructive
leadership and employee job apathy, and test whether this relationship is mediated by work
motivation and moderated be CSE. The results indicate that destructive leadership is
negatively associated with job apathy, and inherently autonomous motivation and
amotivation partially mediate this relationship. Finally, this relationship is stronger for

those with low scores of CSE.

8.1 Theoretical Implications

To the best of my knowledge, this study is the first to treat job apathy as the outcome
variable, and not the predictor. As Schmidt et al. (2017, p. 499) mention that even though
apathy is present in the workplace, it “has been a topic neglected in academic research”.
Therefore, this study provides new insights on the predictors of job apathy. The analysis

showed that destructive leadership affects job apathy both directly and indirectly.

Schmidt et al. (2017) argue that apathy is determined both by personal
characteristics, and by the work environment. Since a destructive supervisor is part of the
work environment, this study confirms the claim of Schmidt et al. (2017), showing that the
work environment affects job apathy. In addition, this study also provides support for the
fact that personal characteristics can facilitate or reduce job apathy. This is evident by the
strong relation between destructive leadership and job apathy for the employees with low
score of CSE, in addition with the insignificant relationship for those with high score of
CSE.

Regarding the demographic characteristics, as in previous studies (Schmidt et al.,
2017; Ugwu et al., 2019; Zolotareva, 2020) there was not found a significant correlation
between job apathy and gender or education. In contrast with Schmidt et al. (2017) and
Ugwu et al. (2019), job apathy in this study is negatively correlated with age (r = -.19,
p=.048). This is partially in line with Zolotareva (2020), who found for the sub-scale of
apathetic actions that older groups reported lower values of apathy. Job apathy is also
negative correlated with overall work experience (r = -.26, p=.005), which may also explain

the fact that older employees report less work-related apathy.
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Additionally, destructive leadership and work motivation seem to be closely linked.
The negative effect of destructive leadership on work motivation is even mentioned in the
more widely accepted definition of destructive leadership by Einarsen et al. (2007).
Moreover, Schyns and Schilling (2013, p.143) argue that destructive leadership is likely to
have a long-term effect on subordinates’ work motivation, as “keeping up motivation in
the light of abuse is unlikely in the longer run”. In addition, Erickson et al. (2007) in their
qualitative study, reported that lowered motivation was the most frequent outcome of
destructive leadership. Nevertheless, the quantitative research of this relationship is
limited. One of the few quantitative studies is the one of Elangovan and Xie (2000), who
performed a study in the effects of coercive power of the supervisor, and did not report a
significant relationship with the subordinate’s motivation to work. Thus, the current study
offers some relevant insights, and offers some support to the view that destructive
leadership negatively relates to positive job-related concepts, and positively relates to
negative job-related concepts. The direct effect of destructive leadership to inherently
autonomous motivation is -.55 (p=.001), and the direct effect to amotivation is .37
(p=.005).

Another interesting result is the moderating effects of CSE. This study offers
support of the moderation in the relationship between destructive leadership and
amotivation, and some indication of possible moderation effects between destructive
leadership and inherently autonomous motivation, as well as job apathy. Previous research
has shown that CSE can buffer the negative effects on job satisfaction (Harris et al., 2009)
and on performance (Lopez et al., 2020). This study shows that CSE can also buffer the
negative effects on (the lack of) work motivation. To elucidate, destructive leadership did
not have a significant effect for the well-adjusted, competent and confident individuals,

while this effect on the less competent and confident was significant.

Finally, the effect of destructive leadership on job apathy should also be taken into
consideration as one of the possible outcomes of destructive leaders. This is added to the
already known deleterious effects of destructive leaders. By reducing work motivation and
increasing job apathy, destructive leaders harm both the organisation and their

subordinates.
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8.2 Practical Implications

The results of this study offer some important findings that can be used by
organisations. Firstly, the findings support the previous literature on the deleterious effects
of destructive leadership on both the employees and the organisation. To address this
problem, organisations should be more alert to recognise destructive leaders, and they
should have a mechanism in place to handle with them. For example, organisations can
have in place management development programmes, aimed at reducing the frequency of

destructive leadership.

Secondly, the fact that destructive leadership has an effect on the subordinates’
work motivation and job apathy, indicates that the organisation should offer support to
these employees, and try to increase their work engagement. Trepanier et al. (2013) show
that the basic psychologic needs (autonomy, competence and relatedness), that are central
to self-determination theory, are positively associated with work engagement. Therefore,

organisations could focus on helping employees fulfil these needs.

Finally, the fact that high levels of CSE can buffer the disastrous effects of
destructive leadership on employees, offers some insights into dealing with this type of
leadership. Organisations should offer support and resources to their employees, so they
can increase their levels of CSE and they should also consider the subordinate’s CSE when

matching supervisors with employees.

8.4 Limitations

As with all studies, this one has some limitations. The most significant limitation
has to do with the sample. Firstly, the sample was not randomly selected, as the
convenience sampling method was used. Secondly, the sample size is considered somewhat
small. To address this, the bootstrapped technique was used. Using bootstrap makes this

study more robust.

Another limitation, which is possibly derived by the small sample size, is that PCA
did not show the expected results. In particular, the scales of job apathy and MWMS
provided mixed results in the rotated loadings. This restricted the research that could be

performed, as it was not possible to test some of the hypotheses, regarding the autonomous
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motivation, and the categories of job apathy, namely apathetic cognition and apathetic
action. Nevertheless, even without being able to test for these concepts, the analysis that

was performed offers important insights.

Another limitation of this study is that for the scales of destructive leadership and
job apathy, the back translation process was not followed, and these scales are not validated
in a Greek sample. However, these scales showed a very good internal consistency, and
there is no reason to believe that the translation process that was followed affected the

study in any way.

8.5 Future Research

This study provides a starting point on the research regarding job apathy as an
outcome. Future research should try and establish that the relationship found in this study
holds in different samples and in different cultures. In addition, future studies should focus
on gathering longitudinal data and establish a causal relationship between the antecedents
and job apathy. Moreover, other antecedents, like job insecurity, workplace conflict and

job dissatisfaction should be explored as a cause of job apathy.

Another interesting point for future research, would be a study that makes a
distinction between the private and the public sector. A recent study of destructive
leadership in the Greek public sector stressed the negative impacts of destructive leadership
in the public servants’ performance (Bellou and Dimou, 2021). Similar studies should
address the impact of destructive leadership on employee job apathy, and test whether

destructive leadership affects private and public employees in the same way.

From the practical perspective, more research should be performed on how
organisations can help employees deal with a destructive supervisor, through an increase
in their CSE. This means that future research should focus on what type of support could
help employees have higher levels of CSEs. Finally, robust processes should be created
and validated in the scientific literature, so that organisations can identify and deal with

destructive leaders in an effective and timely manner.
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Chapter 9. Conclusion

This research aimed to investigate the effects of destructive leadership on employee
job apathy, through autonomous motivation and amotivation. Based on the quantitative
analysis on a Greek sample of 115 employees, it can be concluded that destructive
leadership is negatively associated with job apathy, and this relationship is partially
mediated by inherently autonomous motivation and amotivation, as described by self
determination theory. In addition, the results indicate that CSE can moderate this
relationship, as the direct and indirect effects of destructive leadership on job apathy are
stronger for the individuals with low score on the CSE scale. These individuals have
generally a lack of confidence as well as low self-esteem. For the individuals with high
values of CSE, the researched relationship is not statistically significant. This shows that

high values of CSE can protect employees of their destructive supervisors.

This study is the first to research how destructive leadership affects job apathy, and
some important contributions to the literature were made. Firstly, it becomes clear that
destructive leadership is something that organisations should pay attention to, as it can lead
to adverse organisational outcomes, like lowered motivation and job apathy. Secondly, by
using job apathy as the outcome variable, this study offers some first understanding of the
antecedents of job apathy and it paves the way for future research to look more into what
causes job apathy in employees. Finally, the results of this study also offer some practical
implications for the organisations, since by helping their employees to enhance their CSEs,

the effects of destructive leadership can be mitigated.
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5/7/2021 To Tropév epwTnuaToAdyIo amoTehel HEpog TNG EPEUVAG UOU OTO TTAQITIC EKTTOVNONG SITTAWUATIKAG £PYACitg HETATTUXIAKOU ETTATEG0U ...

To mapdv epaTNUATOAOYI0 amoTEAEL LEPOG
NG £PEVVAC OV GTO TANIGLO EKTTOVNONG
OUMAMUOTIKNC EPYAGIOC LETOTTLYLOKOV
EMUTEOOV KO OTOGKOTEL GTNV £EETACT) TNG
GYE0MNC KATOOTPOPIKNS Nyeciog Kol
EPYOCIOKNC amAOEINS GTOVG £PYALOUEVOC.
Ot aravInoelg €ival amoAVT®G OVOVULESG KoL
EUTIGTEVTIKEG, eV Ba ypnopomomboidv
LOVO Y10, €pELVNTIKO oKOTO. AESOUEVOL OTL
JEV VTLAPYOVY CMOTEG Kot AGDOG amavIioEls,
GOG TOPUKOAOVUE VO EI6TE EVMKPIVIG KOTA
T1 GUUTANPMOGT TOV EPOTNLUOTOAOYIOV. X0G
gVYOPIETOVLE OEpLd €K TV TPOTEPWOV Y10
OV ¥pOvo o Ha drobéoete.

* Required

MNapakahw amavtioTe TIg MAPAKATW SNUOYPAPIKES EPWTNTELS.
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5/7/2021 To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...
2. @®dho:

Mark only one oval.

() Avtpag
() Tuvaika
() other:

3. Eminedo exnaidevong *
Mark only one oval.
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() Kdtoxog MeTamtuxiakod Tithou

() Other:

4. ZopPaon awacydinong *
Mark only one oval.

() Mepuwn anacyohnon
() N\ipng anacyéAnon

() Other:

5. Tlbéoa ypovia epyalsote atn cvykskpiuévn smysipnon: =

6. [looa ypovia éxete mpoimnpeoio (aveEaptitog enyeipnong/popea): *
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N ™ dwgovia oog Yo kdbe mpdTacy, EMALYOVTHG TV ovTiGTOLYN UmdvTnon.
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D FUHPWVW EAAPPWS
() soppuvw
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8. O npoiotdpevoc/H npoictapévn pov AEN £ye118é0 oyetikd pe 1o T cupfoivel 6To TUfL
Hag.
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() Aagpuwve) andhuta

() Mapwved

C ) Alapwved sAappie
() Zuppuwviy eEhappuig
() Suppwvin

() Suppwv andAvta
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) Aapuvi

() Alaguve eEAagpwe
() Tupeuve shappug
) Tuppuve

() Tupeuwve andhuta

() Aev yvwplZw

12. O mpoiotapevog/H npoictapévn pov dev sivar kahog/M oto va eoTidlel oto 0£pa ypiyopa

Kot Eekdalapa. *
Mark only one oval.

() Algwvim anéhuta

) Aaguve

) Magwve ehappg
() Zuppwve ehappide
() Tuppuve

() Tuppuwve andhuTa

() Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79YI_hVIiQugAledit 5/26
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13.

Avokohedopot va kotaddfo Tt evvoel kat T {ntder o Tpoiotduevoc/n npoiotapévn pov. *

Mark only one oval.

() Alagwve andhuta

) Aaguve

() Alapwvoy ehappug
) Supeuve ehappug
) Tupguvi

() Tupeuve andhuta

() Aev yvwpizw

14. O npoiotdpevoc/H npoictapévn pov dev eival kahog/M oto va ADvel mpofiipate Ko va
Aappaver aropdaceg. *

Mark only one oval.

() Aagwvd anehuta

) Aapwvi

() Alapuv eEAagpwe
() Toppwve eEhappwe
) Supeuve

() Tuppwve andhuta

() hevyvwpitw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 6/26

86

Institutional Repository - Library & Information Centre - University of Thessaly
10/02/2026 12:04:14 EET - 18.97.14.80



5/7/2021 To TTapév £pwTnUaToAOyIo amoTeAel ppog TS £PEUVAS Hou OTo TTAGITIO £KTTOVNONG SITTAWUATIKAG EpYadias HETATTTUXIAKOU ETTTESOU ...

15.

O wpoiotapevoc/H npoictopévy pov duvokoledetal apketd vo hafet pla undépao ot pio
dupopolevn Kotdotaon. *

Mark only one oval.

) Awagpwvi anéhuta

) A

() Mlaguve eEAagpwc
() Tupewve shappug
) Tuppuve

() Tupewve andhuta

() Aev yvwplZw

16. O mpoiotapevog/H npoictapévn pov slval avemats A eGHaTIKOG/ T 6TO Vi EKTOdEDE Ko

VoL VOTTOGGEL TOUS VPIGTARUEVODE TOL/TNG.

Mark only one oval.

() Awgwvim anéhuta

) Aaguve

) Magwvi ehappug
() Tuppuwve ehappusg
) Supeuve

() Tuppuwve andhuTa

) Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79YI_hVIiQugAledit 7126
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17.

O wpoiotdpevoc/H npoictopévn pov AEN gival kohdg/M 010 vo avortOooeL Tig
3e£10TNTEC TOV VEIOTAUEVOV TOV/TIG. ©

Mark only one oval.

() Awgpwva anéhuta

) Aagpuvi

() Alapuwve eEAagpwc
() Tupeuve eappuc
) Tuppuve

() Tupeuwve andhuta

) Aev yvwplZw

18. O mpoiotapevog/H npoicTapévn Hov 6gV ovarTiGoEL CUGTNUATIKE TIG 08510TNTES TOV

VPIGTULEVOY Tov/Tne.

Mark only one oval.

() Awgwvim anéhuta

) Aaguve

) Magwve ehappirg
() Tuppuve ehappise
) Supouvid

() Tuppuwve andhuTa

) Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 8/26
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19. O npoiotdpevoc/H apoictopévn pov dev katavoel Tig avaykes, To duvatd kot adivaue
oTnpeln, Kol TIG OPUOSIOTNTES TV VOICTUUEVEOY TOV/TIC. ©

Mark only one oval.

) Awgpwvi anéhuta

) Aagpuvi

() Alaguve eAagpwc
() Tupeuve eappuc
) Tuppuve

() Tupeuwve andhuta

() hev yvwpitw

20.

O wpoiotdpevog/H npoictopévn pov 6gv £yl 18£0 Tov TL peldleTon Yiol val TapuKIviaal
TOLC VPIGTAUEVOLE TOV/TNS.

Mark only one oval.

() Awagwvim anéhuta

) Aapuve

) Magwve ehappug
) Tuppuve ehappidg
) Supeuvid

() Tuppuwve andhuTa

) Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 9/26
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21.

O wpoiotdpevoc/H npoictapévy pov cuyva Exet mokl évtova cvvalsbnpata. *

Mark only one oval.

() Alagwve andhuta
) Aaguva

() Alapwvo ehappug
) Supgeuve ehappurg
) Tuppuvi

() Tupeuve andhuta

() Aev yvwpiZw

22. O npoiotdpevoc/H npoictapévn pov dev £xal GUTOELEYYO. ©

Mark only one oval.

() Algwvm anéhuta
C ) Alagpwve

() Alapwve Ehappug
D Fuppwvw eEAaPpwe
) Supeuvi

() Tuppuwve andhuTa

() Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 10/26
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23. O npoiotdpevoc/H apoictapévn pov guivetal va £xel peyares petafolréc ot diibeon

Tov/E. *
Mark only one oval.

) Awagpwva anéhuta
) A

() Alaguwve eEAagpwc
() Suppuve eEhagpwc
) Tuppuve

() Tupewve anohuta

) Aev yvwplZw

24, O mpoiotapevog/H npoictapévn pov po1alel apketd tapovoikog/ o oAk TpdypoTa.

Mark only one oval.

() Alagwvd andhuta

) Aapuve

() Alapuwv eEAagpwe
) Tuppwve ehappwe
) Supewve

() Tuppwve andhuta

() hev yvwpitw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 11/26
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25. O npoiotdpevoc/H apoictopévn pov eivar adidkpirog/n. *

Mark only one oval.

() Alagwve andhuta
) Aaguve

() Alapwvo ehappug
) Supeuve ehappug
) Tuppuvi

() Tuppuwve anohuTa

() Aev yvwpiZw

26. O mpoiostdpevoc/H npoictapévn pov etval katamiestikdg/.

Mark only one oval.

() Alagwvim anéhuta
C ) Aapuwvd

() Alapwve Ehappug
D Fuppwvw eEAappwc
) Supeuvi

() Tupeuve andhuta

() Aev yvwpiZw

27.  Otav o npoictdpevog/n npoictopsvn pov Béhet ki, Tebaivel eppovi| pe antd. *

Mark only one oval.

() Alagwvi anéhuta
) Awpuvi

) Magwvis ehappug
) Suppwvt ehappwe
) suppuva

() Zuppuwve andhuta

D Agv yvwpitw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 12/26
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28.

O wpoiotapevoc/H npoiotopévy pov eivat Evag/pia modd kakodc/M npoictapevog/
TPOICTANEVT Y10 VT SOVAEVELS VIO, GLTOV/OLTAY. ©

Mark only one oval.

() Awgpwvi anéhuta

) A

() Maguwve eEAagpwc
() Tupewve shappug
) Tuppuve

() Supguve anciuTta

) Aev yvwplZw

29, Amo OAODG TOVS TPOIGTOUEVOLE TTOL £XO YVOPICEL, O TPOIGTAPEVOS/T) TPOIGTUUEVT OV

givol 0o Toug KaAhtepoug.

Mark only one oval.

() Alagwvim anéhuta

) Aaguve

) Magwve ehappirg
) Tuppwve ehappidg
) Tuppuvi

() Tuppuwve andhuTa

() Aev yvwpiZw

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzolxkRJvEBUS79YI_hVIiQugAledit 13/26
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30. Az 6hovg toug mpoiotapévoug mov £xm yvopioet, Bu mpotipodon va doviedo yio tov

TOPIVO LoV TPOIGTAUEVD/TIPOICTAUEVT] TEPLGGOTEPO UG TOLS TPOTYOVUEVOLS
TPOIGTUHEVOLG POV, ©

Mark only one oval.

() Awgwvd andhuta

() Aewvn

() Alapwvoy ehagpug
(:) FUpHpWVW EAappwe
) Tupeuve

() Supeuve andhuta

) Aev yvwpiZw

31. O mpoistdapevoc/H mpoictapévn pou dev eival évag/pio moid kKahog/n Tpoistdpevoc/

TpoiGTApLVY. *
Mark only one oval.

() Awguwve anohuta

) Alapuvid

() Mlapwvi EAappug
() Tuppuva ehappug
) Zoppuve

() Suppuve andAuTa

() hev yvwpitw

Zovoikh a&lohéynon TpoicTUpEVOD/TPoioTapEVNG

32.  A&wohoynote ) cuvolKkn avtinyi] oug yio ToV TP/ TpoicTaUEVe/TpoicTaNEVn Gug

pe Evoy aptpd and 1o 1 £0g TO 100, OTOV 1 = 0 GTOAVTO YEPOTEPOG NYETNE VL0 TOV 01010
Ba propotco vo povtaotd 0t Bo. doviedo Ko 100 = 0 ardAvTE KuAHTEPOG NYETNS Yo TOV
onoio Bu unopodoe va poviootd o1t fa dovkedm. *

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit 14/26
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Mopakahodpe SOGTE HOC OPIGHEVES TANPOPOPIES GETIKG LE TOV TPOISTANEVO/THY
TPOICTAUEVT TGO,

33.  Hlxia: *

34, Dhro: ¥
Mark only one oval.

() Avipag
() Tuvaika
O Qther:

35.  Emiredo sknaidsvong: *

Mark only one oval.

() Andgpottog Mupvasiou/Aukeiou
() Andgortog AEI/TE

O Katoxo¢ MeTamntuylakol TitAou
@ Asv yvwpidw

() other:

IMoiXoi avbpwmot mpocrabovv nepiocotepo ot dovreld tovg. Nuti eotig mpoonabeite 1) Oa
TpocnofobeUTE TEPLGCOTEPO GTN) SovAein oug; Xp1CIHOTOIOVTUS TV TUPUKAT® KAIjoK,

moupuKodd onpeldoTs 1o Bubpd cvppuvicg ) Supoviag cug pe Ty kibe TpdTUcT).

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit 15/26
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36. T ve ndpm thy £yKpion Tov AoV (T, TpoicTapeves, cUVASELPOL, OLKOYEVEL,

TEAATES,...). ©

Mark only one oval.

Kabohouv

AKkplBWE yia auTo To Aoyo

37. Tl ot Ghhot Do pe aéfovial tepiocdtepo £161 (T, TpoicTUUEVOS, SUVABELYOL,

01KOYEVELN, TEAATEG,...).

Mark only one oval.

Kabohouv

AkplBwg yia auto To Aoyo

38. T vo amo@idym TV KPLtikn tov diiov (Ty. TpoicTdievos, cuvadelpotl, OlKOYEVEL,

TEAGTEG,...). ©

Mark only one oval.

KaBoAouv

AKPIBWE yla autod To Aoyo

39. Toti B orokopicem oikovopika avtodidypato (my. amd epyoddh, vadiinio,

TpoigTapsvo,...). ©

Mark only one oval.

KaBohou

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...

40. Tl pov mpoceépetal peyalTepn EpYUCLUKT ao@aiein dtav tpocnubd teplocdTepo
o1 SovAeld pov (my. omod £pyoddT), vrdiinlo, TpoicTapevo,...).
Mark only one oval.
1 2 3 4 5 6 7
KaBohou AkplBWG yia auto To Aoyo
41. Tt vadpyel Kivdvvog va amorvlo av dev mpoctaldnc® apketd. *
Mark only one oval.
1 2 3 4 5 6 7
KaBohouv AKpPIBWE yla autd To Aoyo
42,  Emedn mpémnet va anodei&o 6Tov EQuTO HoD Tog Uropm. *
Mark only one oval.
1 2 3 4 5 6 7
KaBohouv AKPLBWE yLa autd To Adyo
43, Twrti pe kaver va vimbo Teprigavog/n.
Mark only one oval.
1 2 3 4 5 6 7
KaBohouv AKplBwE yla autd To Aoyo
https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit 17126
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5/7/2021 To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...

44, Tl adhdg Ba aioBavopovy vipom yio tov £6vtd pov. *

Mark only one oval.

KaBohouv

45.  Torti cdiog 0o cnoOdvopot doynio vio Tov §00To pou. *

Mark only one oval.

Kadohouv

AkpLBWwe yla auTo To Aoyo

AkplBwg yia auto To Adyo

46. Twrti Oeopod Tokd onpovtikd to va npootado tepandve ot dovkewdr pov. *

Mark only one oval.

KaBohou

AKPLBWE yla autod To Adyo

47,  Twri to vo tpoonado topandve ot SovAsid Lov cuvadel pe Tig aéisg pov.

Mark only one oval.

KaBohou

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit

98

Institutional Repository - Library & Information Centre - University of Thessaly
10/02/2026 12:04:14 EET - 18.97.14.80

AKplBwG yla autd To Aoyo
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48.

49.

50.

51,

To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...

INarti to v tpootab® ot dovAELR oV £XEL TPOCWOTIKT OGO Yl péve. *

Mark only one oval.

KaBohouv

lNari dtwokedalo kavovtag ) dovield Lov. *

Mark only one oval.

Kadohouv

Tati 6,11 KGve ot dovkeld pov pe evbovodlst. *

Mark only one oval.

KaBohou

IMatin dovierd pov slvar evdlapépovsa, *

Mark only one oval.

KaBohou

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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52.  Aev mpoonafd ot Sovkeld pov, yiati Tpaypatikd motedo 1og Yive Tov Kelpd pov. *

Mark only one oval.

KaBohouv AkpLBWwE yla auTo To Aoyo

53. TIpocrald Aiyo yloti motedom wtog dev afilel va tpoonaleic o& avth T SovAELE. *

Mark only one oval.

KaBohou AkplBwg yia auto To Adyo

54, Asv &po yiati kGve cvth T dovield, sivol aofpavTn. *

Mark only one oval.

KaBohou AKPLBWE yla autod To Adyo

AxohoD0m¢ vrapyet Evog aplipdg TPOTAGEMV- INAMDCEMY TOV UVAPEPOVTAL OF GUG KOl 1E
T1¢ omolsg pmopeite site va copgoveits sits va Sapaveite. Xpnolponotdvtog tny
axdrovln kKhipoka araviicswy, vTodsilte T cupe@vio | ™ dpovia cag Yo kabs

TPOTUGT], EMAEYOVTHS TNV AVTICTOWT AmdvInGT).

55.  Eivai dvokohro va Bpw kivitpo otn dovketd pov. *

Mark only one oval.

Alapwvw anoAuta ZUPPWVW amoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit 20/26
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5/7/2021
56. Eipoi adiapopog/n mpog ty epyacia pov.

Mark only one oval.

Awpwvw anoluta Tuppwvw andluta

57.  Eipot covaroOnpatikd arostastomomuévos/n and 1 dovield pov. *
Mark only one oval.

Alapwvw anohuta Zuppwvw anoAvta

58. H &iabegon pov ot dovkerd Ha propovoe va yapuktnpiotel nabntikn. *
Mark only one oval.

Alapwvw anoiuta ZUPPWVW anoiuTa

59.  Av dev Bpw kaT1 OL ¥pEIGlETon Yio pio EpYUCio, GCTAUATO GYETIKG SOKOAM TNV

avalnmon. *

Mark only one oval.

Alapwvw anoAuta ZUPPWVW anoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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60.

61.

62.

63.

To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...

Av teleidom Oaa pov Exouv avatebel, cuviBog dev dovkedo mo okAnph und OTL

ypewaletan. *

Mark only one oval.

Alapwvw anohuta TUPPWVW anoAuTa

AtcOdvopo vonTIKG 0rosTaoionompuévos/n and ) dovkeld pnov. *

Mark only one oval.

Alapwvw anohuta Tupgpwvw anoiuta

To va mophym 60VAELG LETPLOC TOLOTITHG LoV Elvol apKETO. *

Mark only one oval.

Alapwvw anoiuta TUPPWVW amoAuTa

Ka&be popd mov mpoxdatony véa kabiikoveo, agrnve Toug darovg va ta avoidfouy. *

Mark only one oval.

Alapwvw anoAuta ZUPPWVW anoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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64.  Anogedyom vo avahappave véeg dpactnprotnes eBeroviikd. *

Mark only one oval.

Awpwvw anoluta Tuppwvw andluta

Axorov0mg vadpyet Evog aplOpdg TPOTATEMV- INADGEMY TOV AVAPEPOVTAL GE UG KOl IUE
TI¢ onoieg punopeite eite va copgoveits site va Sapoveite. Xpnoiponoidvrog Ty
axorovdn khipaxa anovticeoy, vrodeibte ™ coppovio 1 ™ Swwpovia cag Y khbs

TPOTALAT), EMALYOVTAG TNV GVTIGTOYN AmbvInGh.

65. Eipo meneiopévoe/n ot Aappavo v enttuyio mov dikorovpot otn Lon. *

Mark only one oval.

Alapwyw) anodiuta Fuppwyw andiuta

66. Mepikéc popés vimbo Ohppévog/n. ©

Mark only one oval.

Alapuwvw anoiuta ZUHQWVW amoAuTa

67. Otav apoonadd, yevika emtoyyive. *

Mark only one oval.

Alapwvw anoAuta ZUPPWVW amoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit

103

Institutional Repository - Library & Information Centre - University of Thessaly
10/02/2026 12:04:14 EET - 18.97.14.80

23/26



5/7/2021

68.

69.

70.

71,
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Mepikés popég dtav anotuyyave, aobavopot aviéog/a. *

Mark only one oval.

Awpwvw anoAuta Tuppwvw andluta

OhokAnpove to kolfKovtd pov pe emtuyio. *

Mark only one oval.

Alapwvw anocAuvta ZUppWvwW amoAuvTa

Mepikég gopéc, arabivoual 011 dev £xm Tov ELeyy0 TNg doVAELRS pov. *

Mark only one oval.

Alapwvw anoiuta ZUPPWVW anoAuta

e YEVIKEG YPOUPES EILOU EVYAPIGTNHEVOS/T LE TOV EAVTO POV,

Mark only one oval.

Alapwvw anodhuta ZUPPWVW amoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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75.

To TTapdv £pwTnUaToAOYIo amoTeAel pEpog TNG £PEUVAC Hou OTo TTAQITIO £KTTOVNONG BITTAWUATIKAG EpYaTias HETATITUXIAKOU ETTTESOU ...

Eipot yeparog apotpolisg yio Tig tkavotnTég pov. ™

Mark only one oval.

Awpwvw anoluta Tuppwvw andluta

Eyd opife 11 0o cvpfet o (on pov.

Mark only one oval.

Alapwvw anocAuvta ZUppWvwW amoAuvTa

NidhBo 611 dev £xym Tov Eheyyo ¢ emTLying oV KupiEpo pov. *

Mark only one oval.

Alapwvw anoiuta ZUPPWVW anoiuTa

Eipon wavog/M va avtipetornion ta nepiocotepo tpofiipatd pov. *

Mark only one oval.

Alapwvw anodhuta ZUPPWVW amoAuTa

https://docs.google.com/forms/d/100U_His9gM1JuaR9elzalxkRJvEBUS79Y1_hVIiQugAledit
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76.  Ymdpyouv otiypég 6o ta Tpdypete pov eaivoviat upketd duodpeote (duooiova) Kot

adopboTa. *

Mark only one oval.

Alapwvw anohuta TUPPWVW anoAuTa

This content is neither created nor endorsed by Google.
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