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Abstract 

Toxic leaders micromanage, threaten, and discourage employees from sharing their ideas, 

causing a decline in innovation. Export-based company executives need to understand 

how to resolve toxic leadership to enhance their companies’ performance. Grounded in 

the transformational leadership theory, the purpose of this multiple case study was to 

explore strategies export-based company leaders use to resolve toxic leadership styles. 

The participants were four senior and frontline leaders from export-based companies in 

Ethiopia. Data were collected from semistructured interviews and document reviews and 

were analyzed with thematic data analysis. Four themes emerged: open and transparent 

communication, sustained counseling and training, teamwork and joint decision-making, 

and incentive and review frameworks. One key recommendation was to use sustained 

counseling and training to resolve toxic leadership styles. The implications for positive 

social change include the potential to improving the well-being and creativity of 

employees and favoring the creation of innovative products and services.     
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Section 1: Foundation of the Study 

Toxic leadership is amongst the harmful types of leadership styles. Toxic 

leadership is characterized by destructive behaviors of leaders towards their subordinates 

(Hadadian & Zarei, 2016). Bhandarker and Rai (2019) stated toxic leaders are divisive, 

act without integrity, and threaten the security and self-esteem of their employees. 

Hadadian and Zarei (2016) added that toxic leaders make unrealistic work demands and 

insult their employees. The negative characteristics of toxic leaders discourage 

employees’ creativity, as employees are afraid to think independently and speak out. 

Employees who work for toxic leaders are discouraged from introducing positive changes 

to the workplace. Toxic leadership is detrimental to the well-being of employees and the 

success of organizations.  

Background of the Problem 

The types of leaders that are present in organizations directly influence the 

organizational environment through their leadership style. It is relevant to assign leaders 

that are conclusive to positive organizational outcomes, such as increased 

competitiveness. Some leadership styles are detrimental to the well-being of employees 

and positive organizational outcomes. One such type of leadership is toxic leadership; 

Hadadian and Zarei (2016) discussed that toxic leadership occurs when a leader exhibits 

destructive behavior, such as unnecessarily blaming employees, making unreasonable 

work demands, insulting employees, and undermining employees’ achievements. It is 

important to understand the strategies leaders use to resolve toxic leadership in the 

workplace.  
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In contrast to negative leadership styles, good leadership styles enable employees 

and their organizations to strive. Elrehail et al. (2017) stated that proper leadership can 

foster a conducive workplace atmosphere that supports employee innovation. Leadership 

styles, such as transformational leadership, can lead to increased product and process 

innovation. Employee innovation is one of the elements that enable companies to strive in 

today’s competitive business environment. Company leaders need to focus on 

undertaking the necessary hiring and training practices to resolve toxic leadership in the 

workplace. Leaders need to eliminate toxic leadership, given the detrimental role of toxic 

leadership towards employee innovation.  

Problem Statement 

Toxic leadership leads to a decline in job contentment and an increase in stress 

levels, absenteeism, and intent to leave (Labrague et al., 2020). As a result, positive 

workplace attributes, such as innovation and the ability to exercise creative freedom, 

decline in the presence of toxic leadership (Elrehail et al., 2017). Paul (2017) stated that 

20% of leaders reported that they perceived their superiors to demonstrate toxic 

leadership in the workplace. Toxic leadership leads to negative feelings in employees, 

such as feelings of violation, uncertainty, belittling, and frustration (Malik et al., 2017). 

The general business problem is that toxic leadership negatively affects the level of 

innovation within organizations. The specific business problem is that some export-based 

company leaders in Ethiopia lack strategies to resolve toxic leadership styles, which 

impede employee innovation.  
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Purpose Statement 

The purpose of this qualitative multiple case study was to explore strategies which 

export-based company leaders use to resolve toxic leadership styles, which impede 

employee innovation. The target population was senior and frontline leaders in two firms, 

one large and one medium, located in the Eastern Shewa Zone of Ethiopia who used 

strategies to resolve toxic leadership management styles. Avoiding toxic leadership in the 

workplace supports the advancement of a productive workplace environment. Toxic 

leadership hinders innovations, so the ability to increase organizational innovation 

through eliminating toxic leadership has positive implications for the Ethiopian economy. 

Increased innovation should be constructive to Ethiopia as the increased availability of 

innovative products, regarding added functionality or reduced cost can improve the living 

standard of the Ethiopian population. 

Nature of the Study 

Researchers need to select the appropriate research method and design based on 

the topic and nature of the research inquiry. The three primary research methods are 

quantitative, qualitative, and mixed methods (Yin, 2017). Quantitative research methods 

focus on using numerical data to empirically measure facts (Leppink, 2017). In 

quantitative research, researchers test hypotheses to answer the research question (House, 

2018). I did not use the quantitative method as I neither collected numerical data nor 

tested hypotheses about variables’ relationships or groups’ differences. In qualitative 

research, researchers use words rather than numbers and qualitative research is more 

subjective (Walker & Boyer, 2018). Mixed methods combine quantitative and qualitative 
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research within a single study (Saunders et al., 2015). I did not use a mixed methods 

approach for this study as the quantitative portion was not necessary for conducting this 

research. Yin (2017) noted using the qualitative method enables for in-depth exploration 

of a topic. Qualitative research enables researchers to obtain rich and in-depth data 

(Farooq & de Villiers, 2017). A qualitative method is the best choice for the planned 

research on the strategies export-based company leaders use to resolve toxic leadership 

styles, as using a qualitative method enables an in-depth understanding of the topic.  

Given the qualitative nature of my research on the strategies export-based 

company leaders use to resolve toxic leadership styles, I considered three qualitative 

designs: case study, ethnography, and phenomenology. A case study is a qualitative 

research design that is an intensive exploration of a person, group of people, or units such 

as organizations (Yin, 2017). Ethnography is used to offer a detailed description of the 

cultural practices of groups of people (House, 2018). Collecting data using the 

ethnography design is challenging as it is time consuming and it depends on the level of 

openness of the participants (Saunders et al., 2015). Phenomenology is a qualitative 

research design used to understand how people experience a given phenomenon (Walker 

& Boyer, 2018). Similar to ethnography, phenomenology is time consuming and gaining 

participants’ trust is critical (House, 2018). I used a multiple case study design to explore 

the strategies which export-based companies’ leaders in Ethiopia use to resolve toxic 

leadership management styles, which impede employee innovation. Yin (2017) discussed 

that multiple case studies are separate experiments on related topics; multiple case studies 

allow for replication and consequently several empirical evidences. I used interviews, 
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with open-ended questions, and document review to obtain descriptive results. Open-

ended questions are designed such that these questions cannot be answered with a brief 

yes or no, enabling interviewees to offer explanatory answers (Saunders et al., 2015). I 

better understood the strategies leaders use to resolve toxic leadership styles in different 

organizations by conducting interviews with leaders of different organizations.  

Research Question 

What strategies do export-based company leaders use to resolve toxic leadership 

styles, which impede employee innovation? 

Interview Questions 

1. Based on your experience, how did you resolve toxic leadership styles to enhance 

employee innovation in the workplace? 

2. How did you determine the effectiveness of the strategies for resolving toxic 

leadership styles within your organization? 

3. What were the key barriers to implementing the strategies for resolving toxic 

leadership styles? 

4. How did you overcome the key barriers to implementing the strategies for 

resolving toxic leadership styles within your organization? 

5. Would you like to add anything further regarding strategies you use to resolve 

toxic leadership management styles? 

Conceptual Framework 

Transformational leadership was the conceptual framework of this research. 

Burns (1978) developed the concept of transformational leadership and stated that it is a 
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leadership style that appeals to the ideals and values of followers. Bass and Steidlmeier 

(1999) added that transformational leadership is a leadership style in which the leader 

creates a vision for organizational change and inspires followers to accomplish these 

visions alongside him or her. Kim and Yoon (2015) noted the role of transformational 

leadership in encouraging and facilitating organizational creativity. In comparison, toxic 

leadership is a type of leadership that violates the leader-follower relationship by 

resulting in increased job stress and decreased ability to innovate amongst employees 

(Hoffman & Sergio, 2020). Business leaders should refrain from using toxic leadership 

and adopt the transformational leadership style.  

The presence of transformational leadership in the workplace has positive 

implications for employee innovation. Employing transformational leadership can 

increase employee innovation by allowing followers to take the initiative and exercise 

their creative abilities (Bass & Steidlmeier, 1999). The principles of transformational 

leadership are idealized attributes, idealized behaviors, inspirational motivation, 

stimulation, and individualized consideration (Burns, 1978). Kim and Yoon (2015) 

explained that the absence of these characteristics of transformational leadership in a 

leader’s behavior reduces organizational innovation. According to Kim and Yoon, 

transformation leadership focuses on fostering a positive workplace environment. 

Transformation leadership is a viable conceptual framework for helping leaders to 

mitigate the role of toxic leadership in the workplace, and this framework enabled me to 

understand their successful strategies. 
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Operational Definitions 

Authentic leadership: Authentic leadership is a leadership style that focuses on 

high moral character. Authentic leaders exercise a positive moral perspective, self-

awareness, balanced processing, relational transparency, and positive psychological 

capital (Hoch et al., 2018). 

Authoritarian leadership: Authoritarian leadership is a leadership style based on 

commanding leaders that demand unquestioned following from subordinates and impose 

strict workplace discipline (Guo et al., 2018).  

Frontline leader: A frontline leader is directly accountable for the production of 

goods and services, as well as the management of clerical staff and shop floor employees 

(Gorder, 2015). Frontline leaders are also called line managers, office managers, and 

supervisors (Gorder, 2015).  

Senior leader: Senior leaders are responsible for activities related to overlooking 

and guiding the overall performance of their organizations (Reimer et al., 2018). Senior 

leaders need to have the experience and skills required to direct the other leaders within 

the workplace to achieve organizational goals (Reimer et al., 2018). 

Toxic leadership: Toxic leadership is a type of leadership that negatively affects 

employees and discourages innovation by violating the leader-follower relationship; toxic 

leadership is also known as destructive or bad leadership (Hadadian & Zarei, 2016). 

Transactional leadership: Transactional leadership is a leadership style based on 

a system of rewards and reprimands based on employee performance; transactional 

leaders introduce structure, organization, and performance tracking (Ma & Jiang, 2018). 
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Assumptions, Limitations, and Delimitations 

Assumptions 

Researchers need to make certain assumptions throughout the research process. 

Assumptions in research are the ideas that the researcher and audience assume to be true 

given the research context (Ary et al., 2018). It is necessary to mitigate the effect of 

assumptions, given that assumptions are not verifiable. The first assumption was that the 

interviews will enable me to answer the research question. The interview sessions I held 

with the participants did allow me to answer the research question. The second 

assumption was that the research participants answered the interview questions truthfully 

and that the videoconferencing was convenient for the participants. Saunders et al. (2015) 

stated that research participants might exhibit social-desirability bias. I explained to the 

research participants that no answers were right or wrong to encourage them to share 

their viewpoints openly. Videoconferencing was comfortable and suitable for the 

participants and we managed to interact well. The third assumption was that I minimized 

interviewer bias through understanding my viewpoints before the interviews take place. 

During the interviews, I did not ask any leading questions and I was able to set aside my 

own biases. The fourth assumption was that the research participants had an 

understanding of the toxic and transformational leadership styles. I offered a brief 

definition of toxic and transformational leadership during the interview. I found that the 

participants understood the topic well and were able to answer the questions. The fifth 

and final assumption was that export-based companies increased exposure to 

international management practices and terminology. The interview sessions went well 
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and the participants were familiar with the terminology used. I made the five assumptions 

listed above.  

Limitations 

All research projects are limited by elements that are beyond researchers’ 

influence. Limitations are potential weaknesses that are normally out of the researcher’s 

control (Theofanidis & Fountouki, 2018). Limitations arise from the decisions that 

researchers make, such as the choice of research design. The first limitation was that I 

collected data from two companies and four research participants in total. The viewpoints 

of the participants might not represent the viewpoint of the larger population. The second 

limitation was that I only contacted leaders that worked in export-based companies. The 

third limitation was the presence of interviewer bias. At the time of this study, I was a 

working professional in the Ethiopian business environment. I had to make sure that my 

viewpoints did not affect the study’s findings. The fourth limitation was that I only 

considered the economic and cultural context in Ethiopia. Charoensukmongkol (2016) 

shared how cultural context is needed to make sense of organizational complexities and 

respond effectively. 

Delimitations 

Research projects are shaped by the decisions made by researchers. Delimitations 

are the definitions or boundaries set for the study by the researcher (Theofanidis & 

Fountouki, 2018). The companies that I selected were in Addis Ababa, Ethiopia. The 

companies were export-based, and I excluded all companies that did not have an export 

division. I focused on export-based companies, as I assumed that they increased exposure 
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to international management practices and terminology. I excluded participants that were 

not in leadership positions as the aim of this research was to understand how leaders 

perceive toxic leadership, as it related to organizational innovation. I selected participants 

that had worked at the company for at least 3 years. Tenure of 3 years or more was 

necessary, as it enabled me to understand how the level of innovation had either 

increased or decreased under the leadership of the research participant. Implementing 

organizational culture change, such as focusing on reducing the presence of toxic 

leadership in the workplace, takes anywhere between 90 days and 3 years (“How long 

does it take,” 2016). I considered the maximum of 3 years as the ideal tenure of my 

participants as they had a better understanding of the practices that existed within their 

workplace. I excluded participants that were under the age of 18 years, as this was the 

legal age of consent in Ethiopia.  

Significance of the Study 

The business environment is more competitive than ever. Company executives 

need to constantly implement means of achieving a sustainable advantage in the 

marketplace through innovation (Retkoceri & Kurteshi, 2019). Innovation is one of the 

ways companies can ensure continued success. Company leaders need to focus on 

encouraging leadership styles that enhance innovation. Semuel et al. (2017) stated that 

the types of leadership present in the workplace directly affect the level of employee 

creativity and organizational innovation. Hadadian and Zarei (2016) stated that the 

presence of toxic leadership in the workplace diminishes employees’ creative ability. 

Toxic leadership is negative to workplace innovation and leaders need to consider 
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leadership styles that prevent or resolve toxic leadership in the workplace. Leaders can 

raise the level of innovation, and consequently their organizations’ competitiveness, 

through using strategies that resolve toxic leadership management styles. 

Contribution to Business Practice 

Innovation is one of the business elements that could result in a competitive 

advantage for organizations. Through innovation, business leaders can access new clients 

and new markets (Le, 2020). Leaders of organizations can directly influence innovation 

through the leadership styles they implement in the workplace. The ability to understand 

how leaders can resolve toxic leadership enables organizations to remain competitive and 

profitable. Alleviating the effect of toxic leadership in the workplace enables employees 

and leaders to focus on advancing effective business practices without experiencing the 

setbacks and detrimental effects of toxic leadership. Resolving toxic leadership 

potentially allows leaders of organizations to allocate more effort towards positive 

organizational factors, such as increased innovation. 

Implication for Social Change 

The ability of leaders of organizations to encourage innovation amongst 

employees through their leadership style has immense benefits for the development of 

employees, products, services, and added wealth. Le (2020) discussed how innovation 

leads to the creation of a knowledge economy and technological advancements. 

Employees are encouraged to exercise creativity, which enhances their knowledge base 

and their employment prospects. Meanwhile, customers experience improved lifestyles 

through the availability of innovative products and services. The presence of work 
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environments characterized by positive and ethical business practices enhance the well-

being of employees (Kim & Yoon, 2015). Toxic leadership leads to negative emotional, 

physical, and behavioral consequences in employees. It is relevant to remove toxic 

leadership from the workplace and adopt leadership styles for effecting positive societal 

results, such as increased innovation. Increased innovation is beneficial to consumers as it 

leads to increased product or service utility, as well as reduced cost. Resolving toxic 

leadership leads to less stress in employees and improved work-home balance, which has 

positive implications for families (Hadadian & Zarei, 2016). In organizations where 

innovation is a priority, high levels of employee creativity and employee self-esteem 

exist. By eliminating toxic leadership, business leaders can improve organizational 

efficiency, and consequently, innovation can contribute to the betterment of society. 

A Review of the Professional and Academic Literature 

The purpose of this study was to explore the strategies that leaders use to resolve 

toxic leadership styles in the workplace. The conceptual framework for this study was 

transformational leadership. I will offer a description of transformational leadership. The 

literature review includes a section on the different leadership styles that I considered for 

the conceptual framework; these are transactional leadership, authentic leadership, and 

authoritarian leadership. I will continue the literature review with a discussion on the 

topic of leadership and the work of leaders. I will discuss frontline leaders and senior 

leaders, as both groups are included in the study. I will discuss toxic leadership, as well 

as the workplace effects of toxic leadership on employees and strategies to resolve toxic 
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leadership. The literature review includes information on innovation, export companies, 

and an introduction to Ethiopia as well as the Ethiopian business environment.  

The keywords I used when researching the research topic are transformation 

leadership, transactional leadership, authentic leadership, authoritarian leadership, 

toxic leadership, Ethiopia, innovation, and export companies. I used Google Scholar and 

the Walden University library to locate the sources included in this study. The databases I 

used are ABI/Inform Complete, JSTOR, EBSCO Host, ProQuest, Emerald Insight, 

PsychARTICLES, Education Source, Business Source Complete, Science Citation Index, 

Science Direct, Directory of Open Access Journals, Supplemental Index, Expanded 

Academic ASAP, Social Sciences Citation Index, Academic Search Complete, Scholar 

Works, and Sage Publications. Out of the 107 sources I used, 71% were published in 

2017-2021 and 91% were peer-reviewed. I formed a research strategy that allowed me to 

explore the appropriate academic sources for my research.  

With this research, I aimed to identify how leaders resolve toxic leadership in the 

workplace to encourage innovation. I will offer some description of what is meant by the 

term innovation. I will discuss the three main types of innovation: product, service, and 

process. Product, service, and process innovation have their own characteristics and value 

propositions. Innovation requires talent management to flourish; the literature review 

contains a section on innovation management. Innovation management refers to the 

management and leadership practices required to support organizational innovation 

(Semuel et al., 2017). It is useful to understand that innovation requires management 

support to translate into tangible results. 
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This study includes the results from two export-based companies based in 

Ethiopia. Export companies have unique features and require leaders that are qualified at 

managing the global nature of export companies’ business transactions (Jenner, 2018). 

Some export companies enter the global market as a means to increase their 

competitiveness in their local market; still, export company leaders need to continuously 

focus on innovation as a means to support continued growth (Jenner, 2018). I explored 

how export companies can benefit from increased innovation. The literature review 

includes a discussion on the types of leadership practices required to help export 

companies thrive in the global market.  

Thereafter, the literature review offers context by including a discussion on 

Ethiopia. Ethiopia is a developing country with a predominantly rural population 

(Admasie, 2016). Ethiopia is experiencing one of the highest growth rates in the world 

propelled largely by its agriculture sector. The Ethiopian government strives to increase 

the living standard of the Ethiopian population by encouraging exports. It is essential to 

understand the attitude of the Ethiopian government and local businesses in undertaking 

innovation projects. The literature review includes an introduction into the Ethiopian 

economy, the Ethiopian business environment, and the prevalence of innovation in 

Ethiopia thus far.  

Overall, the literature review includes definitions, introductions, and discussions 

on the following topics: transformational leadership, transactional leadership, authentic 

leadership, authoritarian leadership, leadership, toxic leadership, strategies to resolve 

toxic leadership, innovation, export-based companies, Ethiopia, Ethiopian business 
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environment, and frontline as well as senior leaders. The literature review will detail 

some of the most debilitating effects of toxic leadership, the types of leadership practices 

to support innovation, and the types of leadership practices required to help export 

companies perform well.  

Transformational Leadership 

The conceptual framework I will use for the study is transformational leadership. 

Transformational leadership, which was introduced by Burns (1978), is a type of 

leadership that focuses on addressing the values, principles, ideals, and conventions of 

employees. Transformational leaders inspire and work alongside their employees to 

achieve goals that exceed organizational expectations. Through their leadership practices, 

transformational leaders can raise the overall productivity of employees by motivating 

and engaging employees. Transformational leadership goes beyond forcing employees to 

follow guidelines, as transformational leaders rely on the role of motivating their 

employees to take initiative. As Wipulanusat et al. (2017) discussed, the transformational 

leadership style has proven most effective in increasing employee creativity and 

organizational innovation. Transformational leadership is linked to positive work 

outcomes related to increased organizational identification and commitment. 

Transformational leadership is a viable approach to increasing innovation in 

organizations without jeopardizing the well-being of employees.  

Transformational leadership consists of four main ideas; each of the four main 

ideas of transformational leadership encourages positive workplace outcomes. Sheehan et 

al. (2020) discussed how the four pillars of transformational leadership encourage 
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employees to prioritize innovation. The four main pillars of transformational leadership 

are idealized attributes, idealized behaviors, inspirational motivation, and individualized 

consideration (Burns, 1978). Idealized influence refers to the envisioning and self-assured 

nature of transformational leaders that sets high standards for employees and instills trust 

in their leader. Inspirational motivation provides employees with shared purpose and 

ambitions for joint organizational success. Intellectual stimulation occurs when a 

transformational leader provides subordinates with autonomy and involvement in 

decision-making, which leads to increased creativity. Individualized consideration is 

characterized by the selfless actions of leaders to relinquish control and support each 

employee’s advancement through training. The four pillars of transformational leadership 

enable transformational leaders to motivate, initiate, and direct their employees towards a 

joint organizational mission. Transformational leaders form a relationship of mutual trust 

with their employee, which facilitates the implementation of ideas organization-wide.  

Transformational leaders are different from other types of leaders in the tasks they 

perform. Transformational leaders support the exploration of new opportunities and ideas 

(Chen et al., 2019). Transformational leaders encourage their followers to take interest in 

a shared vision. Hetland et al. (2018) asserted that the transformational leaders challenge 

their followers to attain higher standards, align followers with tasks, inspire their 

followers towards change, and encourage independent thinking in their employees. An 

organizational environment of openness leads to the creation of positive workplace 

attributes and mediates the impact of negative workplace attributes. Leaders can use the 

transformational leadership style to encourage the open-communication of ideas and 
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enable employees to share their innovative ideas without fear of repercussions. Labrague 

et al. (2020) discussed how transformational leadership increases job contentment. 

Employees that work with transformational leaders have less intent to leave the 

organization. Leaders, using the transformational leadership style, can mitigate negative 

workplace factors, such as job stress, through forming a positive environment. 

Transformational leaders encourage positive workplace attributes, while minimizing the 

effect of negative workplace factors.  

Transformational leaders positively contribute to innovation in the workplace. 

Wipulanusat et al. (2017) noted that transformational leadership is conclusive to 

employees’ ability to contribute creative and innovative ideas as transformational leaders 

facilitate an open environment for innovation. Creativity and innovation are relevant to 

the success of both developed and emerging economies. Innovation leads to increased 

productivity, and this, in turn, supports economic advancement. It is useful for companies 

to implement transformational leadership styles within the workplace, given the role of 

innovation in improving companies’ performance. Elrehail et al. (2017) explained how 

the leadership style present within organizations determines the extent of idea generation, 

goal setting, and most importantly, the formation of an organizational culture that 

supports innovation. Transformational leadership is considered one of the most effective 

leadership styles for enhancing workplace innovation. Encouraging innovation and 

improving the implementation of creative ideas is strategic to the success of companies. 

As Xenikou (2017) discussed, transformational leadership is linked to employees 

perceiving that the organizational culture is innovation-focused; which is relevant given 
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that transformational leadership is positively related to employee creativity and 

innovation. Employees are more likely to be creative when they perceived that the 

organizational culture is innovation-friendly. The role of transformational leadership in 

enabling employees to collaborate for innovation cannot be understated; transformational 

leadership is beneficial in supporting innovation.    

I selected transformational leadership for the conceptual framework, as 

transformational leaders can use each of the pillars of transformational leadership to 

encourage innovation amongst their employees. Transformational leaders use idealized 

influence to convince their employees of the importance of moving towards an innovative 

workplace culture. Transformational leaders motivate their employees to work towards 

the company’s innovation goals with full support and a positive mindset for the change 

towards added creativity. Transformational leaders use inspirational motivation to garner 

employee support, keenness, and motivation to perform and achieve the tasks required to 

reach increased organizational innovation. The idealized behavior pillar of 

transformational leadership is useful for transformation leaders to increase motivation. 

Transformational leaders can use idealized behavior to inspire and challenge employees 

to continuously improve the products, services, and processes existing within the 

company (Prasad & Junni, 2016). Transformational leaders use individualized 

consideration to use innovation projects as an opportunity to provide increased learning 

and capacity development for employees. Transformational leaders prioritize employees’ 

needs and support employee growth. Transformational leaders boost human capital and 

increase innovation performance (Le, 2020). Employees that work with transformational 
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leaders can share their creative ideas without fear of negative consequences; the success 

of transformational leaders in encouraging employee innovation is evident. 

Transformational leaders are present throughout the world. Tesfaw (2014) 

discussed the universality of the transformational leadership style and the success of 

transformational leaders globally, as they found that the Ethiopian government is looking 

to transformational leadership to achieve middle-income country status and gain access to 

foreign markets. Transformational leadership is positively linked to project success in 

Ethiopian non-governmental organizations. Tesfaw noted the success of transformational 

leaders in the Ethiopian government school system, as compared to other leadership 

styles, such as transactional and laissez-faire. Transformational leadership is embraced 

and acknowledged by the Ethiopian government and private organizations. 

Transformational leaders in Ethiopia inspired their followers to adopt novel and creative 

work approaches. Transformational leadership can successfully be used in Ethiopia’s 

cultural context to support organizational success across different types of organizations.   

Transactional Leadership  

One of the leadership styles I considered for the conceptual framework is 

transactional leadership. Leaders that use the transactional leadership style use a system 

of rewards and reprimands towards employees; employees that excel at their tasks receive 

incentives, while employees that underperform get sanctions (Jensen et al., 2019). 

Transactional leadership is one of the prominent leadership styles used in organizations. 

Transactional leadership is most useful in organizations that lack stability and structure. 

Transactional leadership might be useful, or even necessary, in organizations marked 
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with unpredictability. For example, leaders in companies that are undergoing periods of 

change, uncertainty, or chaos should use the transactional leadership style. Companies’ 

management often assign leaders that use the transactional leadership style to invite talent 

based on a system of attractive financial incentives (Pradhan & Pradhan, 2015). In the 

long run, transactional leadership is not always sufficient to retain talent. Employees seek 

stability, intellectual stimulation, and a positive workplace environment, in the long-run. 

Leaders using the transformational leadership style aim to motivate and inspire their 

followers through personalized measures (Jensen et al., 2019). In contrast, leaders using 

the transactional leadership style primarily use quantifiable benefits to ensure optimal 

employee performance. It is important to note that the transactional leadership style is not 

usable in all types of organizations, which face different realities. 

Leaders influence their employees through the leadership practices they exhibit. 

The type of leadership style within organizations predicts the workplace and employee 

outcomes directly (Pradhan & Pradhan, 2015). Leaders largely determine employee 

creativity and companies’ proclivity towards innovation. Leaders can encourage 

innovation through experience in managing creativity projects, assigning the relevant 

resources, and motivating their employees. It is necessary to use a leadership style that is 

considerate of the desired organizational outcomes. The transformational and 

transactional leadership styles are normally compared in understanding the effect of these 

leadership styles on employee creativity. Transactional leaders establish a system of 

performance-tracking to assess employees. Afsar et al. (2017) stated how working in a 

highly controlled workplace environment diminishes employee creativity. Leaders are 
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tasked with the responsibility of deciding how best to reach the targeted outcomes, based 

on the strategic goals of the company.  

Transformational leaders use a style and approach that enables them to relate to 

employees. Transformational leaders use a more personalized approach and set the most 

favorable conditions for creativity and innovation (Afsar et al., 2017). In relation to 

transactional leaders, transformational and authentic leaders do not rely on extrinsic 

motivation tools; employees that work with transformational or authentic leaders are 

more likely to go above and beyond their assigned tasks. The motivating factors used by 

transactional and transformational differ greatly; business executives should understand 

the needs of a given organization prior to assigning the right types of leaders. According 

to the discussion on transactional leadership, this leadership style is not suitable as the 

conceptual framework for this study.   

Authentic Leadership 

Another leadership style I considered for the literature review is authentic 

leadership. Authentic leadership is a type of leadership style that encompasses principles 

of moral soundness and the primary values of authentic leadership are ethical perspective, 

self-awareness, balanced processing, relational transparency, positive psychological 

capital, and authentic behavior (Hoch et al., 2018). Given these positive qualities of 

authentic leadership, authentic leadership is considered a foundation for transformational, 

ethical, and servant leadership. The transformational, ethical, and authentic leadership 

styles consider employee well-being, in contrast to leadership styles that primarily focus 

on profitability. The concept of authentic leadership targets leaders’ development of self-
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guided positive virtue and high ethical character. Authentic leaders exercise self-

awareness and exhibit self-regulated positive behaviors (Alilyyani et al., 2018). Authentic 

leaders help their employees find meaning in their tasks and promote inclusivity. 

Authentic leaders are conclusive to the development of a positive workplace 

environment. 

Authentic leaders place a focus on supporting the wellness of those around them. 

Authentic leaders build a transparent relationship with their subordinates and foster 

mutual trust (Alilyyani et al., 2018). Authentic leaders appreciate contributions from their 

employees when making decisions and support employee engagement. Authentic leaders 

are optimistic and encourage positive self-development in their subordinates. Employees 

who work with authentic leaders are invigorated to share their ideas and contribute to the 

advancement of the workplace. Elrehail et al. (2017) noted that authentic leadership is not 

linked with both product and process innovation. In comparison, transformational 

leadership is positively related to product and process innovation. Authentic leadership is 

not an appropriate conceptual framework given the aim of the research topic: increasing 

innovation by addressing toxic leadership styles.  

Authoritarian Leadership 

Authoritarian leadership is a leadership style that is not common in western 

countries; authoritarian leadership is prevalent in some developing countries. 

Authoritarian leaders are commanding and control the key elements of their organization 

singlehandedly (Shu et al., 2018). Employees that work for authoritarian leaders cannot 

exercise initiative. Certain organizational situations require the speed and rigidity of 
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authoritarian leadership. For example, companies that lack an established leadership 

system or are undergoing crises often benefit from the directive orders offered by a 

knowledgeable authoritarian figure. In the long-run, however, authoritarian leadership is 

amongst the least recommended leadership styles in terms of employee well-being and 

creativity (Wang & Wang, 2018). Employee creativity relies on the freedom employees 

receiving from their leaders; authoritarian leaders do not foster innovation within 

organizations. 

Authoritarian leadership is not always suitable for all types of organizations. 

Authoritarian leaders do not support the generation of creative ideas from employees and 

as a result, innovation diminishes in the presence of authoritarian leaders (Wang & 

Wang, 2018). Authoritarian leaders often resort to punishing employees that disobey the 

strict procedures and demands that they enforce; employees that work under authoritarian 

leaders are fearful of their leaders. Fearful employees cannot share and defend their novel 

ideas. Guo et al. (2018) discussed that fear leads to defensive silence, wherein employees 

resort to avoiding sharing their views and opinions with their leaders. Employees will 

intentionally withhold their ideas that are potentially useful from their superiors. 

Employees that are allowed and encouraged to voice their opinions are more likely to 

contribute innovative ideas. In contrast, employees that work in environments where they 

are forced to follow the status quo often fail to voice their ideas. Idea generation is a 

pillar of organizational innovation, and authoritarian leaders are not suitable for 

companies that focus on the need for innovation to support their growth.  
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Authoritarian leadership is not suitable for reducing employees’ turnover and 

encouraging innovation. Shu et al. (2018) found that authoritarian leadership leads to 

compulsory citizenship behavior, which means that employees are forced to carry out 

tasks that they feel stressed and uncomfortable performing. The inflexible nature of 

authoritarian leadership leads to increased employee turnover and reduced trust for the 

leader. Authoritarian leaders set an environment that diminishes employees’ creative 

ability and innovative behavior. I will not use authoritarian leadership as the theory for 

my conceptual framework. 

Leadership  

Leadership is one of the key organizational elements that predict the success of 

organizations. The types of decisions that leaders undertake are: assigning resources, 

communicating stakeholders, value creation, and guiding employees (Pradhan & 

Pradhan, 2015). Leaders can guide organizations towards their goals by executing 

change. Assigning the right leaders to the right tasks enables senior managers to meet 

strategic goals. Employees seek guidance and direction from their leaders. Leaders can 

set the tone of the organization and invoke employees to achieve targeted goals. Positive 

or negative organizational outcomes are primarily attributed to the types of leaders 

present within companies. Companies that fail to assign leaders with ethical values often 

suffer public scandals and failures (Prasad & Junni, 2016). Quality leaders, in contrast, 

can introduce an array of positive changes, such as innovation, that can secure the future 

of companies and their stakeholders. The success or failure of organizations is often 
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determined by leaders’ success in directing employees towards organizational goals. 

Leaders can directly influence the level of innovation in companies. 

Different types of leadership styles with discernable characteristics exist. As Hoch 

et al. (2018) discussed, some leadership styles, such as ethical, authentic, and servant 

leadership, are more progressive and centered around the well-being of employees. 

Researchers believe that other leadership styles are more suited to certain organizational 

outcomes. One particular type of leadership does not best suit all types of organizations. 

For example, transactional leadership is useful in situations that require structure. In 

comparison, leaders that use certain styles, such as transformational and authentic 

leadership, encourage employee creativity and innovation. The type of leadership style 

that is suitable for a given organizational situation depends on the external and internal 

environment of the firm. In my study, the focus is on eliminating leadership styles that 

impede innovation; selecting the right types of leaders to facilitate leadership is crucial.   

Frontline Leaders 

Different types and levels of leaders are present within organizations. Schwatka et 

al. (2019) affirmed that frontline leaders have direct contact with employees and are able 

to lead by example and motivate employees. Frontline leaders or managers are managers 

that are closest to the product or service, and most importantly the employees. Frontline 

leaders are more familiar and have increased knowledge of their employees. Frontline 

leaders are responsible for assessing the performance of employees based on their 

immediate observation of their subordinates (Gorder, 2015). Frontline managers are best 

able to influence their employees’ well-being and performance. Given the nature of the 
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relationship between frontline leaders and their employees, frontline leaders are 

significant in allowing organizations to achieve their strategic targets. The impact and 

influence of frontline leaders are prevalent towards employees.   

Frontline leaders play significant roles within with organization through having 

direct contact with employees. Frontline leaders can communicate the directives and 

values of the organization to employees (Schwatka et al., 2019). Frontline leaders serve 

to effectively relay messages from the management team to the employees. Frontline 

leaders serve as a platform for efficient and effective communication between senior 

managers and frontline employees. The ideas that frontline leaders contribute are highly 

valuable as these employees are in direct contact with the customers; frontline employees 

can contribute ideas for service and product innovation (Karlsson & Skålén, 2015). 

Frontline employees are the ones that implement organizational strategies; they have the 

best insight into how to improve upon work processes through process innovation. In 

most companies, frontline employees do not have direct contact with the research and 

development or marketing departments. The role of frontline leaders in ensuring that the 

ideas of frontline employees are translated into profitable innovations is crucial. Based on 

these considerations, I have decided to include frontline leaders in this study.  

Senior Leaders 

Senior leaders do not have intimate contact with frontline employees, in contrast 

to frontline leaders. Senior leaders are part of the upper management team of 

organizations and are responsible for overlooking the company, as they are responsible 

for the planning, budgeting, and organization of companies’ activities (Reimer et al., 
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2018). Senior leaders require advanced skills in certain areas to excel in their jobs; these 

skills are time management, emotional intelligence, and the ability to strategize with a 

long-term view. Senior leaders should have excellent oversight of their organizations and 

take responsibility for the performance of the organization. Employees throughout 

organizations look to the senior leaders to set the workplace culture, form the necessary 

strategies, and follow-up on the progress of the company. Even though senior leaders are 

responsible for multiple critical tasks, they cannot directly influence frontline employees. 

It is necessary to consider senior leaders in conjunction with frontline leaders. 

Senior leaders play a significant role in helping their organization members 

undertake innovative efforts. When it comes to innovation, senior leaders are responsible 

for setting a climate that encourages employee creativity and innovation (Kim & Yoon, 

2015). Senior leaders need to employ the right leadership style to aid their innovation 

efforts or goals. For example, senior leaders that use the transformational leadership style 

are most effective in introducing and sustaining innovation efforts. Senior leaders can 

drive innovation by facilitating knowledge creation. The link between organization 

performance, especially as it relates to organizational innovation, and senior leader 

involvement is evident. It is necessary to include senior leaders in this study, given the 

impact of senior leaders in mobilizing the right resources for increased company-wide 

innovation.  

Toxic Leadership 

Some leadership styles are ineffective and harmful to employees; one such type of 

leadership is toxic leadership. Xuanfang (2017) stated that toxic leadership behavior 
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includes wrongly blaming employees, making unrealistic demands, insulting, and 

refusing to acknowledge the accomplishment of employees. Toxic leadership, also 

termed destructive leadership, is a leadership style portrayed by inappropriate and 

aggressive behavior of leaders towards their subordinates. Employees in a toxic 

workplace environment suffer from frequent reprimand and emotional abuse. Toxic 

leaders possess personal characteristics that have harmful effects on subordinates. Toxic 

leaders engage in behaviors and actions that belittle, offend, and discourage employees. 

Toxic leaders micromanage, disrespect, are rude, do not listen, and act in a threatening 

manner towards their employees. Toxic leaders misuse their power and lead to a decline 

in employees’ job satisfaction and morale (Hoffman & Sergio, 2020). As a result, toxic 

leadership is undeniably negative to employees’ well-being. 

Leaders that exhibit the toxic leadership style cause multiple negative workplace 

effects. Bhandarker and Rai (2019) stated that the presence of toxic leadership in the 

organization leads to a decline in organizational commitment, job satisfaction, and work 

commitment in employees. Toxic leaders and their abusive traits are detrimental to the 

psychological state of employees. Employees that are suffering from a state of mental 

distress cannot perform well at their tasks. Toxic leadership leads to job burnout in 

employees, as the emotional abuses of toxic leaders manifest into physical effects, such 

as job burnout, in employees. As Xuanfang (2017) noted, toxic leadership does not only 

affect individual employees; rather, toxic leadership leads to an organizational culture 

where employees are reserved and avoid sharing their inputs for fear of reprimand. A 

culture defined by a lack of communication is dangerous. The presence of toxic 
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leadership and an organizational culture that discourages employees from speaking out 

against destructive leadership practices can lead to organizational crisis. Toxic leaders 

have low competence and are unable to set organizational goals (Milosevic et al., 2020). 

Leaders that fail to set goals and plan for organizational success, in a skillful manner, 

harm the organization. Toxic leadership is detrimental to the potential positive 

contributions of employees, such as creativity and innovation.   

When it comes to innovation in the workplace, toxic leadership is negatively 

linked to employee creativity and organizational innovation. Employees that belong to 

generation Y undertake most of the innovative efforts in companies; Xuanfang (2017) 

found that toxic leadership negatively affects Generation Y employees and reduces their 

ability to innovate. Innovation is necessary for the sustained growth of businesses and 

society. The detrimental nature of toxic leadership toward innovation should not be 

neglected and business executives should take steps to eliminate the presence of toxic 

leadership in the workplace.     

Toxic Leadership and Employee Absenteeism 

Toxic leadership has multiple negative workplace effects. Labrague et al. (2020) 

discussed that toxic leadership leads to frequent absenteeism in employees. Employee 

absenteeism leads to a decline in productivity and companies’ management need to 

allocate additional resources to offset the impact of employee absenteeism, such as hiring 

additional staff. Cheang and Appelbaum (2015) discussed the example of how workplace 

absenteeism costs $40 billion USD annually in the United States of America. The need to 

decrease employee absenteeism caused by the presence of negative leadership styles is 
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relevant. Employee absenteeism increases with job stress and job dissatisfaction, as 

employees react negatively to the abusive treatment they experience. Similarly, 

employees often resort to avoiding or escaping the situation by avoiding going to work. 

Toxic leaders lead employees to resort to escaping their workplace, through their 

persistent negligence for the dignity and well-being of their employees. Toxic leaders, 

through their abusive behavior and the resulting organizational culture they establish, 

cause increased employee absenteeism. Absent employees cannot contribute to creativity 

projects, leading to an overall decline in organizations’ ability to benefit from innovation.   

Toxic Leadership and Employee Stress 

Toxic leaders increase employee stress. Employee stress is a result of the 

perceived difficulty of the task employees are required to perform and the leader-follower 

relationship in organizations is a key determinant of employee stress and burnout 

(Cheang & Appelbaum, 2015). Job stress occurs when employees face pressures, such as 

deadlines, and working under unfavorable workplace conditions. Job stress can lead to 

job burnout unless the working conditions of a given stressed employee change. Job 

burnout is a significant condition that diminishes employees’ ability to positively 

contribute to the workplace. According to Omar and Ahmad (2018), job burnout is 

characterized by emotional exhaustion, depersonalization, and reduced personal 

achievement. Leaders can assist their subordinates in dealing with these occurrences 

through their leadership practices, given the detrimental effects of job stress and job 

burnout. Harms et al. (2017), found that toxic leadership is positively linked to toxic 

leadership, while transformational leadership is negatively linked to toxic leadership. 
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Company executives need to assign leaders that can mitigate the level of stress in the 

workplace, rather than infuriate the situation. Removing toxic leaders from the workplace 

results in improved working conditions for employees, and, as a result, allows employees 

to enjoy a healthy state-of-mind. 

Toxic Leadership and Job Satisfaction  

Employees that work with toxic leaders experience a decline in job satisfaction. 

Naeem and Khurram (2020) discussed how job dissatisfaction caused by the presence of 

toxic leaders in the organization leads to increased employee turnover. Increased rates of 

employee turnover are costly to organizations and contribute negatively to the 

organization’s culture; it is necessary to study the types of leadership that are useful in 

reducing turnover. Organization leaders should determine the presence and types of 

leadership styles that exasperate employee turnover. The presence of toxic leadership 

increases the effect of job stress on employees, and this leads to decreased job 

satisfaction. Employees that perceive the presence of toxic leadership start to distrust 

their leaders and the culture they form. Organization managers need to either train toxic 

leaders or remove these leaders to increase job satisfaction amongst employees. Toxic 

leadership leads to employee distress. Employee distress is one of the factors that lead to 

job dissatisfaction. Employees that are dissatisfied with their workplace circumstances 

cannot gain the confidence needed to share creative and innovative ideas. 

Toxic Leadership and Workplace Productivity 

One of the negative outcomes of toxic leadership is decreased productivity in 

employees. Rasool et al. (2019) considered toxic leadership traits, such as employee 
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exclusion, discourtesy towards subordinates, employee harassment, and workplace 

intimidation, and found that these traits result in decreased productivity amongst 

employees. Leaders can either motivate and encourage their employees or discourage 

them from progressing at their jobs. Employee productivity is related to the workplace 

environment that employees find themselves in. Leaders are responsible for setting the 

organization’s culture of the company. Employees that perceive toxicity in the workplace 

are unable to perform at desired levels. Toxic leadership leads to decreased productivity 

through the following factors: low employee morale, increased absenteeism, employee 

stress, employee burnout, and declined employee health. Employees that are stressed and 

have weakened health cannot adequately contribute to the success of the organization. 

Leaders of organizations should invest in human resources experts to identify the 

presence of toxic leaders in the workplace. It is necessary to train leaders on collaborative 

means of improving productivity through prioritizing employees, for increasing employee 

innovation.  

Strategies to Resolve Toxic Leadership 

Toxic leadership can be resolved by using appropriate strategies. Paltu and 

Brouwers (2020) found that some toxic leaders perform well on some aspects and are not 

easily identified, as their followers do not or cannot report them. Tavanti (2011) stated 

that great managers can identify, address, and use strategies to transform toxic leaders 

along with the toxic environments they form. Toxic leaders leave their employees worse 

off through the damaging and unproductive characteristics they impose on their 

subordinates. Toxic leaders exhibit workplace behaviors that are fighting and controlling 
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rather than uplifting and inspiring towards their subordinates. Toxic leadership cannot be 

justified as a successful means for leaders to contribute to organizations. The prevalence 

of toxic leadership in workplace environments has led to stakeholders that are 

desensitized to the actions of toxic leaders. Although toxic leadership is sometimes 

difficult to recognize, toxic leadership is highly costly to companies. Toxic leaders 

eventually cause costs related to lowered employee morale, higher turnover rates, 

decreased productivity, and legal fees due to dispute settlements. Avoiding toxic 

leadership starts with recruitment practices. Companies’ human resources policies should 

emphasize practices that promote hiring the right types of leaders and address how to 

avoid toxic leaders. The task of increasing innovation by resolving toxic leadership styles 

starts at recruitment and the training practices that senior leaders expose their teams to.    

Toxic leaders create an unhealthy work environment that has intertwined effects 

on the organizational culture. Stoten (2015) stated that a company-wide implementation 

of virtue ethics principles is a viable strategy to tackle toxicity within organizations; 

virtue ethics refers to the values related to the moral character of people and the 

performance of moral acts. Toxic leaders lead to the formation of a toxic culture by 

forming vulnerable employees through their abusive actions and the environment of the 

organization becomes one that represents this dynamic. That toxic cultures emerge in 

organizations that fail to set, manage, and sustain values amongst the internal 

stakeholders of the organization. Effective communicative and openness are critical to 

ensuring that toxic cultures do not actualize within companies. Leaders with professional 

integrity are most willing to allow a transparent culture, as they do not have anything to 
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conceal. Forming a strategy of using a value statement that outlines the ethical principles 

of the organization to form the organizational culture is a viable means of resolving toxic 

leadership. Senior leaders should ensure that all levels of employees are included in the 

culture change process to support the success of the efforts. The planned organizational 

change should be specific to the cultural context that exists within the country of 

operation. Targeting the organization culture, in a contextually meaningful manner, is 

useful in resolving toxic leadership. 

Leaders are responsible for finding means of resolving toxic leadership in the 

workplace. Tavanti (2011) found that empowering employees is a successful strategy in 

allowing subordinates to actively challenge toxicity. It is relevant to assign leaders that 

are supportive and understanding of the challenges that their subordinates face during 

times of change by respecting the process of error learning and understanding the value in 

resistance to change. One of the means of tackling toxic leadership is training leaders to 

have emotional intelligence and understand the impact of their actions on their 

subordinates. Stoten (2015) added that traditional hierarchical leadership models 

exasperate toxic leadership. Leaders need to focus on establishing a work environment 

that supports a healthy and productive atmosphere. Employees need to be involved in 

decision-making processes and encouraged to undertake greater responsibility. Senior 

management involvement is necessary for the continuity of toxic leadership elimination 

initiatives, such as employee empowerment and engagement.  

Another strategy for resolving toxic leadership is organizational resilience. 

Organizational resilience has five steps: forming a new regularity, anchoring important 
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identities during times of disorder, maintaining communication networks, searching for 

alternative solutions to solving the disorder, and facilitating productive behaviors while 

avoiding unproductive behaviors (Buzzanell, 2018). Organizational resilience is a process 

that takes place when companies reorganize and encourage positive change during or 

after periods of disorder. For example, organizational resilience can be used to address 

toxic work environments that are often entrenched in the organizational culture. 

Organizational resilience is an adaptive transformative practice and the process requires 

participation from employees across the company. Detoxing toxicity requires multiple 

stages of action. Rooij and Fine (2018) stated that the first step is identifying how toxic 

leadership affected the structures and values in the organization. Managers need to avoid 

assigning blame on senior leaders and focus on establishing added transparency moving 

forward. Removing toxic leadership requires an overhaul of the existing culture and 

values in the workplace environment.  

It is important to understand how employees can contribute to resolving toxic 

leadership. Tavanti (2011) recommended that followers that work with toxic leaders can 

use strategies to resolve workplace toxicity by recording any negative interaction with 

toxic leaders with written documents and follow company procedures to report such 

incidents. Employees that work for toxic leaders should first understand that toxic leaders 

negatively affect the overall health of the organization. Employees should first try to talk 

to the toxic leader in a non-aggressive manner to resolve the negative behaviors or 

actions they are experiencing. Employees should never glorify the toxic leader and refuse 

to engage in any actions that could negatively affect the organization in the long run. 
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Employees should maintain their view of toxic leadership as a negative workplace 

element and use peaceful approaches towards resolving toxic leadership.  

Finding a means to address the abusive behaviors of toxic leaders is an 

organizational responsibility. Toxic leaders need to acknowledge their shortcomings and 

take effort toward change by avoid belittling, humiliating, and mistreating employees in 

the organization with less positional power (Rooij & Fine, 2018). Managers and 

employees within the organization need to jointly participate in the process of recovering 

the workplace environment. Toxic leaders need to be humble, be their authentic selves, 

and encourage employees to strive alongside them. Toxicity reduces employee 

motivation, creativity, engagement, and workplace productivity. Senior managers need to 

put systems in place to ensure that toxic leadership is properly detected and addressed, as 

it is needed for the sustainability of a healthy workplace environment.  

Innovation  

Innovation is a term that has many different definitions and interpretations. Hirte 

and Roth (2018) summarized innovation as the conversion of ideas and knowledge into 

new and commercially successful products, processes, and services. The two main types 

of innovation are product and process. Product innovation is the creation of new products 

or services based on market demand. Product innovation refers to the improvement of 

existing products. Process innovation is concerned with changes in organizational 

practices required to create the end product or service. Process innovation focuses on the 

resources, tools, and procedures required to produce a product or service in a more 

efficient or cost-friendly manner. All types of innovation increase the competitiveness 



37 

 

and continuity of organizations; encouraging leadership styles that facilitate added 

innovation are beneficial to the success of companies.  

Product and service innovation are important, as they allow organizations to 

remain competitive. Both product and service innovation enable companies to better 

address their customers’ needs (Retkoceri & Kurteshi, 2019). Traditionally, the success 

of innovation was measured in terms of the economic value offered to the developing 

firm. However, the success of innovation now is primarily based on the value offered to 

the customer or end-user. This occurs, as customers are willing to pay more for products 

or services that fulfill their requirements to a better degree. Process innovation is useful 

in helping companies to organize themselves in a way that allows them to understand and 

capture the market demand, and this again offers a competitive advantage. Product and 

service innovation are a source of competitive advantage in the marketplace. 

Innovation Management  

Innovation is the implementation of a new or improved product, process, 

marketing method, or new organizational business practices. Innovation management is 

the practice of promoting innovation across the organization by establishing systems for 

planning, organizing, and controlling innovation efforts (Hirte & Roth, 2018). Innovation 

is critical to the survival and sustainability of organizations. Today’s business 

environment is characterized by increased competition and evolving customer demands. 

Company executives need to establish a means of successfully addressing their 

innovation demands. Companies need to assign leaders to manage the task of innovation 

management. 
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Company heads can attain innovation targets through assigning quality leaders as 

innovation managers. Jasimuddin and Naqshbandi (2018) observed how knowledge-

oriented leadership, which is a type of leadership that often incorporates transformational 

leadership, is most useful in fostering innovation. Innovation managers need to focus on 

team-building practices to increase employee creativity. Innovation management is a 

source of competitive advantage for organizations; leaders control the level of innovation 

within their organizations through the leadership practices they implement in the 

workplace. The type of leadership style present in the workplace directly affects the level 

of innovation. Company executives need to carefully assign the right leaders when 

attempting to cultivate company-wide innovation. 

Innovation is useful in responding to market demands in a timely manner; 

innovation managers need to ensure the availability of material and leadership practices 

to support this goal. Wipulanusat et al. (2017) discussed that the transformational and 

consideration leadership styles are key predictors of employee creativity, and as a result, 

organizational innovation. The success of innovation projects is dependent on the 

availability of financial, technological, and most importantly, leadership support. 

Innovation management and upper-management support for innovation is a precondition 

for the success of innovation efforts. For example, the transformational leadership style is 

more effective than the transactional leadership style in encouraging creativity amongst 

employees. Leadership practices that focus on employee well-being are key factors 

behind the success of innovation efforts.  
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Innovation is sometimes associated with radical ways of thinking and thinking 

outside of the norm. Innovational managers need to ensure that their employees are acting 

ethically as they innovate. Gregory (2016) found that innovators can assume more ethical 

responsibility and gain an in-depth understanding of ethical issues when they are 

encouraged to join their managers in decision-making processes related to ethics. 

Innovators often neglect to factor in the importance of ethics when creating new services 

or products. Some leaders fail to engage their subordinates when forming ethical 

guidelines related to innovation projects. Innovators, at times, experience an internal 

struggle when trying to manage their ethical responsibilities with their desire to 

constantly come up with the next best ideas. Leaders should provide support and assist 

their employees in navigating the ethical qualms that exist for innovators.  

Export Companies  

Export companies are engaged in the activity of manufacturing and sending 

products or services from domestic markets to overseas markets in exchange for 

payment. Exporting is usually the first-step small and medium-sized firms (SMEs) take 

towards internationalization (Joneghani & Joneghani, 2019). Companies often target the 

export market to gain a competitive advantage through attaining a larger market 

audience. In some cases, companies are forced to explore the international market due to 

a lack of demand in their local vicinity. Company managers use exporting as a means of 

improving their prospects in their domestic markets, as well. Exports allow companies to 

increase their profitability by achieving better prices in the international market, reducing 

production costs through scale savings, and learning opportunities from their foreign 
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partners (Jenner, 2018). The export sector is attractive given the opportunities for growth, 

knowledge, and profitability. Leaders of companies that seek to engage in the export 

market should improve their capabilities to meet the demands of the international market. 

Export activities require companies to acquire and develop capabilities that will 

enable them to survive in the global market. Export companies need to achieve their 

targeted sales performance by forming ideal pricing, strategies, and firm characteristics 

(Kambey et al., 2018). SMEs are amongst the most relevant players in the export sector; 

nevertheless, SMEs often do not have sufficient knowledge of the elements needed to 

succeed in the global market. The leaders of some SMEs lack access to market 

information, networks, strategic planning capabilities, and resources needed to excel in 

the international market. Export-companies need to acquire skills in areas specifically 

related to foreign trade, such as international logistics, trade agreements, and global 

marketing. It is important to note that export performance is greatly influenced by 

external factors: market demand, competition, and availability of raw materials. Export 

company leaders need to consider multiple factors, from internal leadership to market 

conditions, to survive in the global marketplace.  

The performance of export-companies is one of the economic factors that 

governments pay close attention to. This is especially true of developing economies that 

seek to use their resources to encourage a thriving export industry (Jenner, 2018). 

Successful export-companies can create employment opportunities that improve the 

livelihoods of their local population. Exporting allows a country to earn foreign currency, 

which is necessary to procure relevant items, such as medicines and medical equipment. 
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Exporting-companies serve as an excellent means of introducing international quality and 

production standards into the country. Exporting-companies can support the growth and 

development of other similar companies that cater to the export market. Governments 

usually offer incentives to encourage the entry of export-companies into the market, as 

well as the continuity of existing export-companies. Some of the benefits that 

government economic agencies often offer exporting companies are periods of tax 

breaks, subsidies, state-sponsored marketing campaigns, and access to loans (Joneghani 

& Joneghani, 2019). Governments are key stakeholders in the success of export 

companies, and companies’ leaders need to seek the support of all stakeholders to 

enhance export-performance.  

Managing Exporting Companies  

Export-companies can benefit from increased competitiveness and added 

profitability through their foreign engagement. Governments of countries that encourage 

companies to engage in export activities have improved foreign currency reserves, 

reduced unemployment rates, and as a result, provide an improved lifestyle for their 

population (Uysal & Mohamoud, 2018). Companies need to position themselves and 

prepare to take advantage of the benefits of involving in international markets. SMEs are 

associated with faster decision-making, which serves as an advantage in international 

markets given the dynamic nature of business transactions. Larger firms have specialized 

resources and often benefit from production scales. Edeh et al. (2020) confirmed that, as 

with larger firms, SMEs can attain innovation and export targets for organizational 

success. All companies that engage in exports can direct their actions towards improved 
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export performance. Companies can leverage their existing advantages to enhance their 

exposure to international markets. 

Leaders in export-companies are expected to understand how to form effective 

export strategies and train their employees to excel in the international market. 

Charoensukmongkol (2016) discussed the importance of cultural intelligence, meaning to 

have an understanding and consideration for the norms of people from different 

backgrounds, in supporting export success. Assigning the right leaders and having access 

to a quality labor force determine export success. Cultural awareness allows employees to 

gain a deeper insight into the varying global market needs, which allows for more 

effective strategic planning. Innovation is a key determinant of export performance as it 

allows companies to seize market opportunities through improved products or services, as 

well as more affordable options. Leaders and managers in export-companies have to 

implement means to encourage company-wide innovation through firm-wide cultural 

knowledge training.   

Ethiopia 

Ethiopia is a country located in East Africa. Ethiopia is one of the few countries 

that was never colonized and has a unique culture. More than 80% of the Ethiopian 

population lives in rural areas and the country finds itself in the early stages of 

demographic transition (Vieider et al., 2018). Ethiopia, with a population of around 115 

million, is the most populous landlocked country in the world. The Ethiopian government 

is tasked with ensuring an economic environment of growth to improve the living 

standard of the Ethiopian population. Over 60% of the Ethiopian population is under the 
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age of twenty-four (“Ethiopia,” 2018). The availability of labor is one of the positive 

factors in Ethiopia in terms of economic growth potential. Currently, Ethiopia has one of 

the lowest gross domestic products (GDPs); the Ethiopian government has been forming 

policies to encourage continued economic growth.   

Ethiopia has been a democratic state since the Ethiopia People’s Revolutionary 

Democratic Front (EPRDF) came into power in June 1995. Since 1995, the Ethiopian 

government has worked to boost the economy through liberalization and encouraging 

public investment (Admasie, 2016). The Ethiopian government has formed favorable 

monetary and fiscal policies to facilitate rapid economic growth. Access to international 

markets and capital influxes have contributed to the growth in Ethiopia. Ethiopia is one 

of the least urbanized countries in the world and agriculture plays a significant role in the 

economy. However, given the role of global warming and decreasing land-quality due to 

over-farming, the Ethiopian government is looking to alternative means of advancing the 

economy.  

Reducing poverty is a key concern in developing countries. Agricultural 

transformation is an effective strategy in reducing poverty (Vandercasteelen et al., 2018). 

The Ethiopian government has been working towards utilizing the large arable land 

available through increasing farmers’ productivity. Governments in developing countries 

should allocate resources to marketing agricultural products. The resources required to 

boost agricultural production and sales include investment in advanced farming 

technology, research facilities, and marketing channels. The Ethiopian government is 
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increasingly exploring the role of innovation in introducing added productivity and new 

sales prospects to advance the agricultural sector in Ethiopia.  

Ethiopian Business Environment 

Ethiopian business owners have experienced significant changes in the business 

environment over the last 60 years. From 1957 until 1973, during the reign of Emperor 

Haile Selassie, the Ethiopian government encouraged the private sector and investment 

from domestic as well as foreign investors (Rahmato & Ayenew, 2017). The period of 

economic growth came to a sudden halt in 1975 when the Derg-regime implemented 

socialist policies. Derg government policies placed a limit on personal wealth and all 

businesses were taken over by the government. The Derg-regime abandoned its policies 

limiting private ownership of businesses in 1990. After the democratically elected 

government of EPRDF established control in 1995, the Ethiopian government has 

continued to take effort to encourage business owners through various incentives.   

Economic growth is a primary part of the Ethiopian government’s approach to 

improving the living standard of its population. The economic growth plans of the 

Ethiopian government especially highlight the role of encouraging exports to raise the 

living standard of the Ethiopian population (Admasie, 2016). Ethiopian export companies 

need to meet international quality standards to compete in global markets. Ethiopian 

government officials have organized various export-facilitating institutes to assist 

exporters, such as organizations that educate and control companies’ quality standards. 

Ethiopian export companies have experienced success in raising quality standards 

through collaborating with domestic unions. Ethiopian export companies are focusing on 
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continuous improvement, aided by government programs that sponsor training 

opportunities and locate market destinations. The government has acknowledged the 

relevance of economic growth through export companies.  

Business owners in Ethiopia face a few notable challenges. The first is the lack of 

access to capital. Although microfinance is available for smaller businesses, medium-

sized firms often struggle to secure financing; Ethiopian business owners spend over 300 

hours per year settling their taxes (Rahmato & Ayenew, 2017). Ethiopian business 

owners face limited access to quality inputs, in terms of raw materials and skilled labor 

and they need to resort to importing inputs, leading to added costs. Ethiopia is a country 

that is still undergoing a period of industrial development; as a result, Ethiopian business 

owners are constrained by a lack of infrastructure in certain regions. Businesses in 

Ethiopia primarily operate on cash transactions. The government does not have a 

systemic way to control the underground economy, which makes up around 36% of the 

GDP (Gobena & Van Dijke, 2016). The tax authorities in Ethiopia often resort to 

coercive means to ensure that business owners carry out their taxation obligations, 

reducing Ethiopian business owners’ confidence in the tax authorities. The tax authorities 

in Ethiopia focus on being procedurally just and avoid coercive means of raising taxes to 

encourage added business participation.   

Family-owned businesses and entrepreneurial ventures are prevalent in the 

Ethiopian economy. Family businesses account for a significant portion of the 

investments in Ethiopia (Venugopal et al., 2014). Family businesses are unique due to the 

inter-relationships that exist between the family members within the company. Family 
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business owners need to consider the role of succession planning, professionalization, 

and gender disparities when establishing and operating their businesses. Family-owned 

business owners often focus on the longevity of the business and do not solely focus on 

profitability. A few challenges are associated with family businesses. The most 

significant challenge is that members of family businesses fail to organize themselves in 

changing times. When it comes to entrepreneurs in Ethiopia, most of these business 

owners tend to serve all the major roles within the organizations they form. Entrepreneurs 

in Ethiopia should receive training to facilitate better work sharing, decision-making, and 

technology adoption, to ensure the continuity of their businesses. 

Innovation in Ethiopia  

Innovation is a key driver of industrial growth. However, as it is, the presence of 

innovation efforts across firms in Ethiopia is low due to the lack of active firm 

engagement in product and process innovation to the costs required to invest in 

technology, research and development, access to finance, and improper information 

dissemination (Wakeford et al., 2017). Innovation is required to facilitate growth while 

remaining conscious of environmental concerns. Ethiopia is a developing country with a 

largely agricultural economy. The Ethiopia government is working hard to raise the 

living standard of its population and reach middle-income status in the next 10 years. 

Ethiopian economic policymakers are now focusing on moving towards industrialization 

by following the Chinese example of growth. Kebebe (2019) discussed that the increase 

in the urban population in Ethiopia and the rise of the middle class has created increased 

demand for products. Currently, the level of innovation efforts across firms in Ethiopia is 
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limited. The Ethiopian government should facilitate innovation by offering attractive 

incentives and opening channels to increase the exchange of information amongst 

stakeholders. Relatedly, Kebede and Mitsufuji (2017) noted that in developing countries, 

such as Ethiopia, governments need to intervene through policies directed at encouraging 

countrywide innovation efforts. Leaders in the private sector in Ethiopia need to take 

initiative at the firm level to move towards added innovation projects, given the impact 

on economic growth. 

Every country experiences differences in assuming innovative endeavors. Tian et 

al. (2018) stated that a country’s national culture consists of the shared attitudes that 

reflect the behavior and customs of the society and affects the way members of a culture 

perceive organizational factors and leadership styles. Globalization has necessitated 

continuous innovation to secure firm profitability and continuity. As the Ethiopian 

government is working towards encouraging the adoption of innovation within 

companies, it is useful to explore the cultural factors that affect the level of innovation in 

Ethiopian firms. Continuous innovation goes alongside a commitment from companies’ 

managers to facilitate sustained learning and knowledge sharing throughout the 

organization. National culture determines the best way to motivate employees within the 

culture towards organizational goals. Beyene et al. (2016) discussed the prevalence of 

high power distance in the national culture of Ethiopia; power distance is defined as the 

level of power inequality within organizations; companies with high power distance are 

hierarchical and all levels of employees do not participate. High power distance is 

negatively linked to learning and innovation. Although high power distance is part of the 
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Ethiopian national culture, leaders in Ethiopian companies can take steps to encourage 

employees and alter employees’ perceptions of learning and innovation.  

Transition  

In this section, I discussed the research topic, strategies that leaders in Ethiopia 

use to resolve toxic leadership styles in the workplace. The first section includes the 

following subsections: background of the problem, problem statement, purpose 

statement, nature of the study, research question, interview questions, conceptual 

framework, operational definitions, assumptions, limitations, and delimitations, 

significance of the study, and a review of the professional and academic literature. The 

topics of the literature review are transformational leadership, transactional leadership, 

authentic leadership, authoritarian leadership, leadership, frontline leaders, senior leaders, 

toxic leadership, strategies to resolve toxic leadership, innovation, innovation 

management, export companies, managing exporting companies, Ethiopia, Ethiopian 

business environment, and innovation in Ethiopia. The following section, Section 2, 

includes the following subsections: purpose statement, role of the researcher, participants, 

research methodology and design, population and sampling, ethical research, data 

collection instruments, data collection techniques, data analysis, and reliability and 

validity. The final section, Section 3, includes a discussion on the application to 

professional practice and implications for change. The subsections of Section 3 are 

introduction, presentation of findings, applications to professional practice, implications 

for social change, recommendations for action, recommendations for research, 

reflections, and conclusion.  
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Section 2: The Project 

The project section of this research paper starts with the purpose statement and 

role of the researcher. The second section includes a discussion on the participants of the 

study and the population. I discuss the research methodology, design, data organization, 

and data analysis. The second section includes information on the topic of research ethics 

and I discuss the reliability and validity of the research project. 

Purpose Statement 

 The purpose of this qualitative multiple case study was to explore strategies which 

export-based company leaders use to resolve toxic leadership styles, which impede 

employee innovation. The target population was senior and frontline leaders in two firms, 

one large and one medium, located in the Eastern Shewa Zone of Ethiopia who used 

strategies to resolve toxic leadership management styles. Avoiding toxic leadership in the 

workplace supports the advancement of a productive workplace environment. Toxic 

leadership hinders innovations, so the ability to increase organizational innovation 

through eliminating toxic leadership has positive implications for the Ethiopian economy. 

Increased innovation should be constructive to Ethiopia as the increased availability of 

innovative products, regarding added functionality or reduced cost can improve the living 

standard of the Ethiopian population. 

Role of the Researcher 

As the researcher, I was responsible for studying my research topic, collecting 

data, analyzing the data, and reporting my findings. Ary et al. (2018) explained that 

researchers in qualitative studies are the data collection instruments. I followed the 
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applicable research and ethical guidelines to confirm the quality of the research 

outcomes. Maintaining research ethics is essential to the integrity of research projects 

(Shaw & Satalkar, 2018). I have reviewed sources and academic articles that discuss 

research guidelines. I have focused on books that highlight interview techniques and the 

case study method. Noble and Smith (2015) discussed how qualitative researchers can 

increase the quality of their study by addressing validity and reliability concerns. I 

addressed the validity and reliability of the study. 

One of the main responsibilities of researchers is to minimize personal bias in 

their work. Shaw and Satalkar (2018) noted that researchers need to uphold objectivity 

despite possible sources of bias that influence them. I had a personal link with the 

research topic as I worked in an export-based company in Ethiopia. I had knowledge and 

experience in the export industry in Ethiopia. Researcher bias can lead to undue influence 

on the data collection and analysis process; therefore, researchers should be aware of 

their biases and attempt to stay objective in their research (Shaw & Satalkar, 2018). I 

took effort to understand my viewpoints to reduce bias. Noble and Smith (2015) noted 

that researchers should acknowledge that multiple realities exist to avoid a biased view. I 

used bracketing to avoid projecting my views during the interview process. Bracketing 

refers to the efforts researchers take to set aside their personal beliefs and experiences 

with the research phenomenon before and during the research process (Baksh, 2018). 

Although I was familiar with the research topic, I allowed the interviewees to freely share 

their ideas without interruption. I formed interview questions that are not leading to 
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ensure that the uncorrupted thoughts of the participants are reflected. I focused on 

ensuring that I did not influence the participants’ responses.    

I used an interview protocol when conducting the interviews (Appendix A). An 

interview protocol allows for the collection of quality data through facilitating a 

comprehensive and consistent data collection procedure (Yeong et al., 2018). Interview 

protocols are useful in ensuring that researchers collect the necessary data in the allocated 

interview time by using the guidelines to control the conversation (Yeong et al., 2018). I 

used member checking once I complete the interviews. Member checking is the process 

in which a researcher shares their interpretation of the interview with the participants to 

assess validity (Madill & Sullivan, 2018). Birt et al. (2016) added member checking is a 

tool useful in validating, verifying, and assessing data. Researchers that use member 

checking increase the rigor of data analysis by verifying the accurate transcription and 

data analysis (Saunders et al., 2015). I shared my interpretation of the interview 

transcripts with the interview participants and allowed them to comment on whether my 

analysis accurately captured the interview. Naidu and Prose (2018) stated that member 

checking is useful in confirming the results of the research with participants. I provided 

the participants with an opportunity to identify any points that were not accurately 

captured or elaborate on points that the participants feel were underrepresented, and 

adjusted the interview transcripts, accordingly. 

I followed the concepts outlined in the Belmont Report for dealing with 

participants. The concepts defined in the Belmont Report are respect for persons, 

beneficence, and justice (National Commission for the Protection of Human Subjects and 
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Biomedical and Behavioral Research, 1979). The safety, well-being, and comfort of 

participants is a priority throughout the data collection and information dissemination 

stages (Patten & Newhart, 2017). I maintained the privacy and confidentiality of 

participants by using codes instead of the participants’ names or organizations when 

discussing the findings. I obtained consent from the participants before recording the 

interview sessions. I shared the interview transcripts and summary of findings with the 

participants for added transparency.  

Participants 

Given the research topic, I selected participants that are relevant to the research 

project. Random sampling was not suitable as the participants needed to meet a specified 

list of requirements. I only considered research participants that have a leadership 

(frontline or senior) position in exporting companies based in Ethiopia. The participants 

had successful experience in using strategies to resolve toxic leadership. I used purposive, 

nonrandom sampling to identify the participants that meet the study requirements. Patten 

and Newhart (2017) discussed how researchers can use purposive sampling for a targeted 

approach towards answering the research question. I approached the Ethiopian Chamber 

of Commerce office to obtain a list of export-based companies in Ethiopia, with 

headquarters in Addis Ababa. I approached the human resources department 

representatives of these companies to inquire about the management of the companies’ 

willingness to identify leaders within the organization that meet the study inclusion 

criteria and are willing to participate in the study. I asked the human resources 

department representatives to forward my study invitation to potential participants and 
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the participants contacted me by email to state their willingness to participate. I e-mailed 

the participants a consent form after they confirmed their willingness to participate in the 

study. The consent form contains a summary of the study’s objectives, the intended 

benefits of the study for the Ethiopian export industry, an estimate of the time I required 

of them, and a statement of voluntary participation. I informed the participants that they 

could withdraw from the study by informing me via face-to-face, phone, or e-mail any 

time before or during the interview. Following, I set up the interview time and date based 

on the participants’ availability.  

I established a working relationship with the interview participants to ensure the 

success of the interviews. Drabble et al. (2015) discussed three interviewer strategies to 

establish a working relationship with participants: cultivating rapport and maintaining a 

connection, demonstrating responsiveness to interviewee content and concerns, and 

communicating regard for the interviewees and their contribution. I established rapport 

with the interviewees by starting each interview with informal conversation. I provided 

the participants with information on the purpose of the study. I demonstrated 

responsiveness by practicing active listening and reassuring the participants that I am 

interested in their responses through reaffirming words. I showed regard towards the 

participants by exercising respectful attention and allowing the participants to share their 

thoughts without showing any negative judgment, both through my expressions and 

words.  
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Research Method and Design  

Researchers need to select a suitable research method and design based on the 

nature of the inquiry. The three primary research methods are quantitative, qualitative, 

and mixed methods (Yin, 2017). Quantitative researchers normally use numerical data 

and qualitative researchers use words (Leppink, 2017). In mixed method research, 

quantitative and qualitative data are combined within a single investigation (Walker & 

Boyer, 2018). I did not use a mixed methods approach as I did not use quantitative data in 

this research. I used a qualitative research method to identify strategies leaders use to 

resolve toxic leadership styles, which impede employee innovation. The second decision 

regarding my research is the choice of research design. The four main research designs in 

qualitative research are mini ethnography, focus group, narrative inquiry, and case study 

(Saunders et al., 2017). Patten and Newhart (2017) discussed how researchers can use a 

case study design to understand the detailed thoughts and ideas of their research 

participants. I collected data from two senior and two frontline leaders across two export-

based companies in Ethiopia using a case study design.  

Research Method 

The research method for this study is qualitative. Yin (2017) confirmed that 

qualitative research is optimal for studying the principal motives, views, and opinions of 

participants. One of the principal differences between qualitative research and 

quantitative research is that the former relies on deductive reasoning, while the latter 

relies on inductive reasoning (Bansal et al., 2018). Researchers that use quantitative 

methods deduce new knowledge that relies on logical reasoning; in contrast, researchers 
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that use qualitative methods allow for new insight to surface (Leppink, 2017). I selected 

the qualitative method, as it enabled me to explore the underlying ideas of my 

participants on the effect of toxic leadership in the workplace through deductive 

reasoning. The quantitative method is more structured and does not allow for an in-depth 

exploration (House, 2018). The primary data collection methods in quantitative research 

are surveys and questionnaires (Ary et al., 2018). Quantitative research is useful in testing 

hypotheses and I did not test hypotheses in this study. The nature of quantitative data 

collection methods, such as surveys and questionnaires, limits participants’ ability to 

communicate their inner thoughts in detail (Ary et al., 2018). Quantitative research was 

not suitable for this study, as I needed to obtain detailed responses from the research 

participants. 

Research Design 

Researchers have different types of research designs available to them. The four 

qualitative research designs in qualitative research are mini ethnography, focus group, 

narrative inquiry, and case study (Saunders et al., 2015). Mini ethnography involves 

obtaining data on a particular group, community, or subculture by asking questions based 

on observations (Patten & Newhart, 2017). Ary et al. (2018) discussed that the mini-

ethnography design is best suited to understanding cultures and the success of the design 

largely depends on the openness of participants. I did not use the mini-ethnography 

design because I studied individuals within organizations rather than groups or cultures. 

In focus groups, a small group of research participants from the target population comes 

together to answer open-ended questions on their thoughts (Saunders et al., 2015). One of 
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the drawbacks of focus groups is that participants might experience groupthink (Patten & 

Newhart, 2017). Participants in focus groups offer less in-depth responses as compared to 

individual interviews (Saunders et al., 2015). I did not use focus groups, as I needed to 

collect detailed responses from the research participants. A narrative inquiry relies on 

creating meaning from secondary sources, such as stories, autobiographies, and journals 

(Yin, 2017). Ary et al. (2018) stated that narrative inquiry design raises validity concerns. 

I did not use narrative inquiry, as I did not collect data from indirect sources. A case 

study is an in-depth and detailed examination of a case (House, 2018). I used a case study 

design, as it was most suited to the research topic. As Patten and Newhart discussed, the 

case study method enables researchers to understand complex issues. Case studies are 

categorized into descriptive, exploratory, or a combination of descriptive and exploratory 

(Saunders et al., 2015). A descriptive case study is used to describe the phenomenon, as it 

exists (Yin, 2017). An exploratory case study is useful in understanding a given 

phenomenon and opening up investigations (Ary et al., 2018). I used an exploratory case 

study, as I explored the strategies leaders use to resolve toxic leadership styles in the 

workplace. 

I considered data saturation in the research design. Data saturation occurs when 

no new themes arise and no new information emerges during data analysis (Braun & 

Clarke, 2021). Fusch and Ness (2015) stated that data saturation occurs when enough 

information is available to replicate the study. The study included data from four research 

participants. Fusch and Ness stated that a minimum of six interview participants is 

ordinarily required for data saturation; however, the actual number of participants for 
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data saturation depends on the target population. Fusch and Ness recommended the 

following points to ensure data saturation: using interview questions that can be used 

with different participants, using a saturation grid demonstrating the main topics of 

interest, taking measures to address personal bias, and using data triangulation. Data 

triangulation is useful in reaching data saturation and relating data from different sources 

guarantees that the data is rich in depth (Fusch & Ness, 2015). I used semi-structured 

interviews to collect data. The questions I have formed were used with different 

participants with ease. I used methodological triangulation by collecting data through 

document review, in addition to the interviews. 

Population and Sampling 

The population consisted of leaders in export-based companies located in 

Ethiopia. The leaders were of legal age of consent, with tenure of at least 3 years at their 

current company of employment. The leaders had experience in resolving toxic 

leadership styles in the workplace. I interviewed both senior and frontline leaders. For 

this study, I used purposive sampling to select the study’s participants. Purposive 

sampling is a type of non-probability sampling; this means that the selection of 

participants is not random. Sharma (2017) discussed how non-probabilistic sampling 

techniques allow for the purposive selection of participants that can be used to answer the 

research question more accurately. This study includes four research participants. 

Researchers select participants based on the purpose of the study in purposive sampling 

(Ary et al., 2018). Purposive sampling allows researchers to select the relevant 

participants for the study based on the research inquiry (Sharma, 2017). Therefore, using 
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purposive sampling, researchers can recruit participants that have the relevant knowledge 

in the field of research (Ary et al., 2018). Fusch and Ness (2015) stated that data 

saturation occurs when sufficient information to replicate the study exists. Becker (2012) 

suggested that in qualitative research, a number as low as one participant is sufficient 

based on the depth of inquiry. I enlisted a total of four participants in the study. I used 

questions that are applicable across all the interviewees to ensure data saturation. I used 

methodological triangulation to ensure data saturation by collecting data from both 

interviews and document review. The interviews took place through video conferencing, 

and as such, participants were able to select a private and quiet environment for the 

interview sessions. Ary et al. (2018) noted that research participants need to be in an 

environment where they feel safe to share information. Mneimneh et al. (2018) noted that 

privacy is an important element of interviews. Mneimneh et al. found that interviewers 

cannot dictate the level of privacy at participants’ work settings. Interviewees might 

under or over report negative information in the presence of a third party (Mneimneh et 

al., 2018). I had opted not to conduct the interviews within the participants’ workplace to 

maintain the quality of their responses, as they might fear that their colleagues could 

overhear the interview. 

Ethical Research 

Researchers are responsible for undertaking ethical research. The protection of 

human participants through ethical research is one of the responsibilities of researchers 

(Grant & Sugarman, 2004). I have researched the ethical codes and standards required 

before undertaking research initiatives with human participants. The Institutional Review 
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Board (IRB) has standards that detail the ethical standards of research at Walden 

University. The IRB approval number for this study is 10-15-20-0676613. The three 

principles outlined in the Belmont Report are respect for persons, beneficence, and justice 

(National Commission for the Protection of Human Subjects and Biomedical and 

Behavioral Research, 1979). I followed the three principles discussed in the Belmont 

Report. As the primary data collection instrument, I complied with ethical research 

guidelines as follows. The first ethical research task I undertook is to obtain consent form 

from the participants before any research procedure takes place. A consent form is 

needed to ensure that potential participants have the necessary information to make an 

informed decision (Lee, 2018). Lynch (2020) discussed that some participants may 

choose to withdraw for personal or noncompliance purposes. I informed the participants 

that they can withdraw from the study at any point during or before the interview through 

any means they find most convenient, such as through email, text message, or phone call. 

Before the interview, I discussed the purpose of the study with the participants and I 

informed them that I would provide them with a transcript of the interviews. I also 

offered to share a summary of the findings with the participants. 

Offering incentives to research participants is an area of ethical concern. Grant 

and Sugarman (2004) stated that corruption of judgment occurs through undue influence 

when participants receive incentives high enough to offset their aversion to taking place 

in studies that they would otherwise opt to avoid. I did not offer any financial incentives 

to participants. The interview took place virtually through video conferencing. I ensured 

participant confidentiality. In qualitative studies, it is possible to preserve the 
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confidentiality, not the anonymity of participants. I used codes to ensure the 

confidentiality of the participants, as well as the companies that employ the participants. I 

assigned a code to each of the participants and used these codes when discussing the 

findings. I used a computer application, File Shredder, to shred the files associated with 

the codes after I completed the study. As per Walden University requirements, I am 

keeping the documents related to the interview on a hard drive located in a locked cabinet 

and I will delete the documents in 5 years. I shared a summary of my findings with the 

participants. 

Data Collection Instruments 

Researchers collect data using data collection instruments. Saunders et al. (2015) 

stated qualitative data collection tools include interviews and document review. I was the 

primary data collection instrument for this study. The first instrument I used is 

interviews. Yin (2017) stated that interviews are one of the most common data collection 

methods in qualitative research. Researchers engage in interviews to gain an in-depth 

exploration of the views, experiences, beliefs, and motivations of participants (Gill et al., 

2008). According to Gill et al. (2008), the three types of interviews are structured, 

semistructured, and unstructured. Structured interviews are not suitable for in-depth 

explorations and unstructured interviews are time-consuming and difficult to manage 

(Yin, 2017). I used semistructured interviews with open-ended questions. I used 

document review by evaluating reports and planning documents that include details on 

how employees receive reviews, how leaders guide organizational culture change, and 

how innovative ideas are implemented throughout the organizations. The types of 
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reviews that employees receive enabled me to understand the type of leadership style 

present within the organization. The documents related to innovation assisted me in 

establishing the role of leaders in the innovation process.  

I addressed research quality concerns by considering the role of researcher bias, 

validity, and reliability in the data collection process. Research validity refers to the 

appropriateness of the research tool and reliability refers to the consistency of the 

research process (Leung, 2015). Member checking is the process of sharing the 

interpretation of the interview with the participants to maintain the validity or 

trustworthiness of the data collected (Candela, 2019). I used member checking by setting 

up a follow-up interview with my participants to ensure that I had captured the discussion 

accurately. Methodological triangulation is the use of more than one data source to 

enhance the validity of a research project (Cypress, 2018). According to Yeong et al. 

(2018), researchers can use interview protocols to ensure preparedness and collect 

comprehensive data in a systematic manner. I used an interview protocol to ensure that I 

am prepared for the interviews and that I obtained detailed responses from the 

participants to answer the research question. I included the interview protocol in 

Appendix A. The interview protocol includes a sample of the transcript I used to 

introduce the study guidelines to the participants, the interview questions, and the closing 

part of the interview, where I thanked the participants for their participation. 

Data Collection Technique 

The data collection technique of qualitative research varies from quantitative 

research. Twining et al. (2017) stated that the criteria for evaluating qualitative research 
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are different from quantitative research. Twining et al. noted the objective of any research 

project has to link to the research problem. I used semistructured interviews and 

document review to collect data from four research participants. Gill et al. (2008) stated 

that interviews are suitable to explore the views, experiences, beliefs, and motivations of 

participants. Semistructured interviews are more flexible than structured interviews and 

allow the interviewer to obtain detailed answers from the interviewee (Saunders et al., 

2015). I used an audio recorder to record the interview sessions with the participants. 

Yeong et al. (2018) stated that an interview protocol is a document used to aid 

researchers in checking for the alignment between the research question and the interview 

questions and staying mindful of the delimitations of the study. I used an interview 

protocol to guide my discussion with the participants and remind myself to share key 

details with the participants, such as the use of an audio recorder and the confidentiality 

measures I took. I provided the interview protocol in Appendix A.  

Preserving participants’ confidentiality is necessary in some research situations. 

Researchers that collect data using interviews allow their participants to share sensitive 

matters without the lack of privacy, as is the case with group settings (Gill et al., 2008). 

The interview process is often lengthy and transcribing the responses is time-consuming 

(Saunders et al., 2015). I reviewed the appropriate interview techniques to minimize 

researcher bias, facilitate an informative interview session, and ensure the safety of my 

participants, as well as myself. I used document review to collect data. Document review 

is using documents, printed and/or electronic, to gain insight and understanding of the 

research question (Saunders et al., 2015). Saunders et al. (2015) listed some of the types 
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of documents used in document review as minutes of meetings, manuals, and letters. 

Bowen (2009) stated that document review is useful for developing understanding and 

finding meaning in a cost-efficient manner. Bowen noted the drawbacks of document 

review include lack of complete information and intentional blocking of some 

information. However, document review can be used in conjunction with other data 

collection methods for data triangulation (Bowen, 2009). I used two data collection 

instruments to enhance the data collection. 

I selected one senior manager and one frontline leader each from two export-

based companies in Ethiopia. I sent an invitation to the participants by sending an e-mail 

to the human resource department representative of their respective companies detailing 

the purpose of the study, how I would ensure their confidentiality, and stating that I 

would share a summary of the findings with them when the study is complete. Before I 

started the interviews, I sought the participants’ approval for the use of an audio recorder 

and proceeded based on their approval. Leung (2015) stated that the quality of research 

depends on the quality of the data collection process. Relatedly, Birt et al. (2016) 

discussed the importance of exploring the reliability of qualitative research through 

member checking by sharing the interpretation of the results with the participants. I used 

member checking and allowed the participants to comment on my interpretation of the 

interview. I focused on maintaining the quality of the research project starting with data 

collection. 
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Data Organization Technique 

Data organization is one of the key elements in confirming research quality. 

According to Cypress (2018), data organization contributes to the quality of the research 

project by facilitating data analysis. The success of data organization and the resulting 

data analysis allows researchers to accurately present their findings (Ary et al., 2018). 

Data interpretation is based on the identification of patterns in qualitative research 

(Twining et al., 2017). To identify patterns, researchers should keep accurate records of 

the data they collect (Twining et al., 2017). I carefully organized the data to facilitate the 

pattern identification process. The tools I used are reflective journals, research logs, 

labeling systems, and an audio recorder. I used codes to represent the participants to 

ensure their confidentiality. I kept careful records of the codes I assigned to each of the 

participants. I used an audio recorder during the interviews. Audiotaping provides an 

unimpeachable source of data and ensures the completeness of data (Cypress, 2018). I 

then used Microsoft Word to transcribe the interviews. I took field notes during the 

interviews to recall relevant themes. I kept research logs to help me identify themes in the 

documents I review. Patten and Newhart (2017) stated the importance of categorizing 

data and recombining evidence. I used ATLAS.ti to keep track of emerging themes by 

tracking codes and linking these codes to the related themes. I used ATLAS.ti to visualize 

the data I gathered from different data sources. I then used ATLAS.ti to recombine the 

evidence I gathered from the interviews and document review, as well as relevant articles 

and notes I took throughout the research process. I kept all documents related to the 
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research, such as the interview notes and audio recording, on a hard drive in a locked 

cabinet for 5 years, after which I will destroy all data. 

Data Analysis 

Data analysis occurs after successful data collection and organization. Data 

analysis is the process of making sense by exploring, describing, interpreting, and 

understanding data (Cypress, 2018). Twining et al. (2017) stated that data triangulation 

enhances the quality of research projects through the use of more than one data source. I 

used methodological triangulation, as I used evidence from different data sources. I 

performed document reviews, in addition to conducting interviews. Data triangulation is 

useful in cross-checking the consistency of data and researchers can reduce the risk of 

using a single data source using data triangulation (Cypress, 2018). I improved the 

quality of the research by using more that one data source. 

Data analysis is a multi-step process. Data analysis is the process of examining, 

categorizing, tabulating, testing, and recombining evidence (Ary et al., 2018). Cypress 

(2018) listed the steps of data analysis as follows: preparing and organizing the data, 

reducing the data into themes through a process of coding, condensing the codes, and 

representing data. The first step, preparing and organizing the data, involves saving 

digital files using a naming system and securing data. The files I analyzed include the 

interview transcripts that I transcribed using Microsoft Word and documents I obtained 

from the companies. Following, I created codes by making sense of the various sources 

of data I collected and reduces these codes into themes. Themes are broad units of data 



66 

 

that are made up of several codes to form an idea (Cypress, 2018). Organizing data is a 

relevant pre-step in facilitating data analysis.   

I used a qualitative software program, ATLAS.ti, in the data analysis process. 

Firmin et al. (2017) stated that qualitative data analysis software programs assist 

researchers in data organization, tracking codes, and data storage. ATLAS.ti is a support 

tool that is useful in helping researchers manage, visualize, and analyze data. I used 

ATLAS.ti to categorize, tabulate, and recombine the data I will collect. I used ATLAS.ti 

to visualize the different sources and types of data I collected and track the codes and 

themes I created. I introduced keywords of my planned research topic into ATLAS.ti. I 

used the deductive approach to qualitative data analysis. I used the research question and 

the conceptual framework to guide the data analysis process.  

After I collected the data, including the transcription of the interviews, I linked 

the responses I obtained with the existing literature on the relationship between toxic 

leadership and innovation. I related the emerging themes to the conceptual framework. 

Noble and Smith (2015) stated that researchers need to explore topics and research 

related to their research topic. I kept exploring how the research topic interrelates with 

emerging findings on the impact of toxic leadership on organizational innovation. I used 

ATLAS.ti in the process of correlating the key research themes with literature. 

Reliability and Validity 

Reliability and validity in qualitative research are relevant concepts related to the 

quality of research. Noble and Smith (2015) discussed that in qualitative research, no 

statistical methods for establishing reliability and validity are present. Although in 
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qualitative studies researchers do not use numerical information, the value researchers 

obtain by using qualitative research to gather rich data and discover patterns from words 

cannot be neglected (Leung, 2015). Ary et al. (2018) discussed that the requirements for 

assessing the quality of qualitative research are different from those of quantitative 

research. For example, the focus in assessing quantitative research is ensuring the 

generalizability of the findings, whereas the focus in qualitative research is the usability 

of the research process in comparable cases (Yin, 2017). Researchers can use the 

concepts of reliability and validity to enhance the quality of their research (Yin, 2017). 

Qualitative researchers, as with quantitative researchers, have the ability to ascertain the 

quality of their research using reliability and validity.  

Reliability 

Reliability is one of the measures used to establish the quality of research. In 

quantitative research, reliability refers to the consistency or repeatability of the research 

process (Golafshani, 2003). Noble and Smith (2015) stated that reliability describes the 

consistency of the analytical procedures used in the research. Dependability is a term 

used in qualitative research that links to the concept of reliability in quantitative research 

(Golafshani, 2003). Researchers can ensure reliability or dependability by using inclusive 

and comprehensive data, as well as performing constant data comparison (Leung, 2015). 

Golafshani (2003) discussed how dependability is achieved when researchers take 

measures to verify and examine the data they collect. Cypress (2017) discussed how 

researchers use member checking and the principles of data saturation to ensure 

dependability. Member checking is a process in which researchers share the analyzed 
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data from the interviews they conduct with the interviewees (Madill & Sullivan, 2018). 

Member checking is a useful strategy that allows researchers to confirm their 

interpretation with the participants (Naidu & Prose, 2018). I used member checking by 

scheduling a follow-up interview with the participants to share my analysis of their 

interviews and confirm that I have accurately captured their ideas. I improved the 

dependability of the research process by confirming the data I collect through interviews 

by using member checking. 

Validity 

Validity is useful in assessing the quality of the research process. According to 

Noble and Smith (2015), research validity refers to the integrity and applicability of the 

research methods. Validity is related to the accuracy in which the findings correctly 

reflect the data (Noble & Smith, 2015). Validity addresses the appropriateness of the data 

collection processes (Leung, 2015). Validity covers questions on the soundness of the 

research question, research design, sampling methods, and data analysis. Credibility is 

the trustworthiness of the findings (Noble & Smith, 2015). Credibility can be attained 

through member checking and data triangulation (Saunders et al., 2017). I used member 

checking by engaging the participants after the initial interview to share my interpretation 

of the interview discussion with them and obtain their feedback. I used methodological 

triangulation by collecting data from two data sources: interviews and document review.  

Transferability is related to the usability of research findings in different 

circumstances. Transferability is the extent that the results of qualitative research can be 

applied in other situations with similar theoretical models (Leung, 2015). Researchers 
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should establish transferability to allow the audience of the research to assess the 

applicability of the findings in similar situations (Cypress, 2017). Some of the strategies 

for achieving transferability are using purposive sampling, providing thick data 

descriptions, and using robust data (Cypress, 2017). I selected the research participants 

using purposive sampling and I will use probing questions to collect comprehensive 

responses.  

Another measure for testing the quality of qualitative research is confirmability. 

Confirmability refers to the level to which the research findings receive the support and 

approval of others (Leung, 2015). As Cypress (2017) discussed, two of the strategies to 

ensure confirmability are data triangulation and audit trails. I used methodological 

triangulation to confirm my findings from multiple sources. I kept a reflective journal on 

the data collection and analysis process to audit the research process and identify 

potential cases of bias.  

Data saturation is a concept used by researchers to test whether they have 

collected sufficient data. Braun and Clarke (2021) discussed that data saturation is the 

point at which no new themes or codes emerge from the data; data saturation is reached 

by using more than one data source and including detailed data in the analysis. Fusch and 

Ness (2015) suggested that researchers should use interview questions that apply to 

different interviewees and address personal bias to reach data saturation. I used open-

ended interview questions that are usable with all of the potential interviewees for my 

study to reach data saturation. I wrote interview questions that are not leading to 

minimize influencing the participants. I used member checking and confirmed that I have 
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accurately captured the views of the participants by setting up a follow-up interview. I 

used methodological triangulation to reach data saturation by collecting data from 

interviews and document review. Data saturation occurs when there is information 

redundancy and no new codes emerge from the data (Braun & Clarke, 2021). I stopped 

collecting data when I collected enough information to replicate the study and no further 

themes emerge. 

Transition and Summary 

In Section 2, I discussed the research plan, my role as the researcher, and the 

research decisions I made for this study. Section 2 includes the data collection decisions 

associated with my qualitative research. The subsections of section two are purpose 

statement, role of the researcher, participants, research method, research design, 

population and sampling, ethical research, data collection instruments, data collection 

technique, data analysis, and reliability and validity. In the following section, Section 3, I 

will present the findings, application to professional practice, implications for social 

change, and recommendations.   
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Section 3: Application to Professional Practice and Implications for Change 

This section includes the presentation of my findings, discussed theme-by-theme, 

and the conclusions I have reached. Section 3 includes an introduction, presentation of 

my findings, application to professional practice, implications for social change, 

recommendations for action, and recommendations for further research. I will also share 

my reflection on the process of my study and end with a concluding statement. 

Introduction 

The purpose of this qualitative multiple case study was to explore strategies which 

export-based company leaders use to resolve toxic leadership styles, which impede 

employee innovation. The participants pointed to the importance of effective 

communication in resolving toxic leadership styles, which impede employee innovation. 

Four main themes emerged from my study: open and transparent communication, 

sustained counseling and training, teamwork and joint decision-making, and incentive 

and review frameworks. The findings showed that leaders try to tackle toxic leadership 

tactfully and procedurally.  

Presentation of the Findings 

The research question was: What strategies do export-based company leaders use 

to resolve toxic leadership styles, which impede employee innovation? After jointly 

analyzing the two sources of data (interviews and document review), I identified four 

different themes: open and transparent communication, sustained counseling and training, 

teamwork and joint decision-making, and incentive and review framework. I found that 
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the themes that emerged align well with the conceptual framework, transformational 

leadership.  

Theme 1: Open and Transparent Communication  

The first theme that emerged is open and transparent communication. The 

participants shared that they found open and transparent communication to be critical in 

identifying and tackling toxic leadership. Table 1 shows the frequency and percentage of 

the subthemes that formed Theme 1. 

Table 1 

Open and Transparent Communication 

Subtheme 
Frequency Percent 

Transparency 
5 10.4 

Straight-forward relationship 
7 14.6 

Sharing 
17 35.4 

Active Listening 
9 18.8 

Meetings 
6 12.5 

Communication Skills 
4 8.3 

 

P1 shared that there should be transparency between employees and leaders when 

communicating. P1 stated, “If there is clear and transparent communication, the nature of 

the relationship between the management and employees cannot become toxic.” P2 stated 



73 

 

that the nature of the communication between the management and employees should be 

characterized with honesty. P2 said, “Lying and giving wrong information to employees 

needs to be avoided.” P3 also shared their practice of verifying the correctness of the 

information being communicated to employees, as a means of tackling toxic leadership 

styles. P4 discussed how communication is only effective when leaders share the right 

information with their subordinates.    

The second subtheme that emerged is the importance of having a straightforward 

relationship. P1 discussed how they work to prevent toxic leadership styles by 

encouraging a straightforward relationship between the employees and the management 

of the company. P2 stated how they perform personal site-visits alongside employees to 

enable direct communication and problem identification. P3 discussed that having a 

direct relationship with employees and allowing all levels of employees to directly 

approach the management of the company allows them to identify toxic leaders in a 

timely manner. P3 said, “You need to have open communication, not only top-down but 

also bottom-up the management chain.” P4 also noted that leaders should directly be 

available to their employees on-site to provide the necessary support.  

The third subtheme is the sharing of concerns and ideas. P1stated that they share 

ideas with employees and how employees are provided with both informal and formal 

platforms to share their concerns or creative ideas. P2 stressed the role of experience 

sharing in eliminating toxic leadership in the workplace. P3 also noted how sharing 

allows for input on the presence of toxic leadership, as well as how to resolve it. P3 said, 

“Ideas are coming, it depends on the issues and problem, and then you can solve it 
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accordingly.” Similarly, P4 noted how sharing their experience with employees decreases 

the presence of toxic leadership in the organization by facilitating good leadership 

practices.    

The fourth subtheme is active listening. P1 discussed how they practice active 

listening of the concerns and ideas brought forward by subordinates. P2 shared how they 

use active listening when discussing with toxic leaders before offering an alternative to 

their negative leadership style. P2 said, “I listened to the leader (toxic) properly and tried 

to respond in a way that would not create negativity.” P3 also noted the relevance of 

listening to colleagues. P3 stated, “The rule I use is to listen first and talk second; I 

believe in listening 95% of the time and talking only 5% of the time.” P4 also shared their 

belief that listening to their subordinates leads to improved problem identification in the 

management chain.  

The fifth subtheme is meetings. P1 shared how engaging in frequent meetings 

provides employees with an opportunity to discuss the challenges they are facing, such as 

dealing with toxic leaders. P2 shared how they used meetings as a platform to receive 

feedback from employees and denounce toxic leadership behaviors. P3 shared their 

experience on how toxic leaders are revealed in meetings through the discussion that 

ensues amongst all members of the organization. P4 said they use meetings to brief 

employees on the necessary skills and practices to avoid toxic leadership.  

The sixth subtheme is communication skills. P1 noted that the ability to 

effectively communicate eliminates shortcomings in leadership. P2 shared that the ability 

to talk and listen properly facilitates improves the outcomes of the discussion. Similarly, -
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P3 shared that the manner in which leaders communicate determines the success of 

meetings. P4 stated, “Knowledge without the ability to successfully communicate is not 

useful on its own.” 

Connection to the Conceptual Framework 

The first theme that emerged, open and transparent communication, is consistent 

with the conceptual framework, transformational leadership. Le and Lei (2019) discussed 

how transformational leaders facilitate increased dialogue and create an environment of 

timely support. The four pillars of transformational leadership are idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration 

(Burns, 1978). Theme 1 can be linked to idealized influence and inspirational motivation. 

By using idealized influence, transformational leaders can serve as role models and gain 

the trust of their subordinates (Le, 2020). By encouraging open communication lines, 

leaders allow employees to look up to them for honest guidance. Theme 1 is related to 

idealized influence as transparent communication fosters trust in employees. Labrague et 

al. (2020) stated that transformational leaders use inspirational motivation to provide 

employees with a clear idea of the expectations, goals, and visions set for the 

organization. Through open and transparent communication, leaders can effectively share 

their mission statement and provide the support needed to allow employees to reach their 

goals.  

Connection to the Literature 

Theme 1, open and transparent communication, is consistent with the existing 

literature on strategies to resolve toxic leadership. Naeem and Khurram (2020) discussed 
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that leaders should communicate with employees to understand their experiences with 

toxic traits that their leaders might possess. Leaders should understand that not all 

employees would take the first move to approach others in the organization with their 

experiences of toxic leaders. As such, leaders should take an added step to increase their 

availability to employees. Le (2020) found that employees should be able to share their 

ideas without fear of repercussions for increased innovation in the workplace. Employees 

that find themselves working for a toxic leader are discouraged from speaking out and as 

such, cannot contribute to the improvement of the organization. Buzzanell (2018) 

concluded that leaders need to maintain open communication networks to encourage 

innovation.   

Theme 2: Sustained Counseling and Training  

The second emergent theme was sustained counseling and training. The 

participants discussed how they attempt to resolve toxic leadership by engaging toxic 

leaders through various interventions, such as counseling and providing continued 

training. Table 2 shows the frequency and percentage of the subthemes that formed 

Theme 2. 

  



77 

 

Table 2 

Sustained Counseling and Training 

Subtheme 
Frequency Percent 

Knowledge Sharing 
22 36.0 

Guidance 
14 23.0 

Training 
16 26.2 

Counseling 
9 14.8 

  

The first subtheme is knowledge sharing. P1 discussed the importance of know-

how and knowledge in fostering positive leadership practices. P1 said, “We (leaders) 

have to transfer our knowledge and expertise to all levels of employees.” P2 said that 

inability to share knowledge is a characteristic of toxic leaders and as such, they advise 

leaders to share their knowledge continuously. P3 said that they believe in sharing their 

experience to tackle toxic leadership styles. P4 discussed how they share the relevant 

skills and experience with employees.  

The second subtheme is guidance. P1 noted, “Employees can complete tasks with 

excellency when their leaders provide adequate guidance.” P2 shared their experience 

with offering guidance to toxic leaders in an attempt to help them neglect their toxic 

leadership practices. P3 discussed how they guide the leaders in their organization on 

how to tackle toxic leadership styles based on their experience in the organization. P4 
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also noted that one of the primary tasks of a leader is to guide their employees. P4 said, 

“A leader should know the way and show the way.”  

The third subtheme is training. P1 shared how training ensures that employee 

safety is placed at the forefront. P2 shared how they use various training seminars to 

demonstrate the ineffectiveness of toxic leadership styles. P3 shared how they offer 

training to toxic leaders to allow them to understand the shortfalls of their practices. P4 

noted that toxic leaders can arise from a lack of knowledge. P4 shared that they intervene 

to train leaders on the necessary technical, operational, and leadership practices. 

The fourth subtheme is counseling. P1 noted how they use the first and second 

incidents of leaders exhibiting toxic leadership styles to counsel them and rehabilitate 

them. P2 shared that they will offer counseling to toxic leaders to guide them in the right 

direction that is conclusive to employee well-being and organizational goals. P2 said, 

shared their experience of using teaching moments to help subordinates understand the 

value of teamwork and collaboration. P3 discussed that, in their organization, toxic 

leaders are offered counseling from members of the staff that are senior to them. P3 noted 

that the senior management is often involved in the counseling sessions to allow toxic 

leaders to realize the negativity and severity of their actions. P4 discussed how they 

counsel employees to resolve their toxic leadership styles. P4 stated, “I believe in 

training, teaching, and communicating with toxic leaders rather than firing them.”  

Connection to the Conceptual Framework 

Theme 2, training and counseling, is closely linked to transformational leadership. 

As Chen et al. (2019) discussed, transformational leaders create an opportunity for 



79 

 

knowledge sharing. Transformational leaders use individualized consideration to allow 

their followers to reach their full potential and advance through training (Kim & Yoon, 

2015). Through continued training, leaders can raise the skill level of their employees to 

avoid a toxic environment created by a lack of knowledge. Leaders can also enable toxic 

leaders to change their leadership style for the better and achieve their professional needs. 

Hadadian and Zarei (2016) discussed how transformational leaders set an environment 

that encourages the abilities and enhances the practices of their followers. 

Transformational leaders create an environment that is conclusive to innovation using 

training and counseling. 

Connection to the Literature 

The existing literature supports the role of training and counseling in resolving 

toxic leadership styles. Stoten (2015) discussed the involvement of senior management in 

counseling and training as an effective strategy in resolving toxic leadership styles. The 

participants all stated that senior management is involved in the process of resolving 

toxic leadership styles by counseling toxic leaders. Le (2020) found that transformational 

leadership leads to a workplace environment of increased know-how sharing; this, in 

turn, leads to added innovation. Training employees is a useful strategy in creating 

awareness of the negative effects of toxic leadership and raising the knowledge base, 

which supports innovation. Hoffman and Sergio (2020) discussed how supporting 

organizational learning is positive in resolving the toxic leadership style. Training and 

counseling employees and leaders are strategies that the participants used to resolve toxic 

leadership styles. 
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Theme 3: Teamwork and Joint Decision-Making 

Participants also stated that they believe in teamwork and joint decision-making 

practices. The participants shared that involving more people in decisions ensures that the 

organization does not fall victim to an autonomous toxic leader. Table 3 shows the 

frequency and percentage of the subthemes that formed Theme 3.  

Table 3 

Teamwork and Joint Decision-Making 

Subtheme 
Frequency Percent 

Shared Responsibility 
10 17.5 

Shared Outcomes 
9 15.8 

Joint Learning 
6 10.5 

Teamwork 
11 19.3 

Belongingness 
7 12.3 

Joint-Decisions 
14 24.6 

 

The first subtheme is shared responsibility. P1 shared their belief in creating a 

sense of shared responsibility in the organization. P1 said, “We cannot cast the blame 

only on the employees, everyone has to share the responsibility.” Similar, P2 said, “All 

employees need to band together and work.” P3 discussed how there is always more than 

one person responsible for undertaking a given organizational task. P4 discussed how 
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they assign at least two people in charge of the same department to foster shared 

responsibility.  

The second subtheme is shared outcomes. The participants discussed how they 

demonstrate that all levels of employees experience the growth or downfall of the 

organization together. P1 said they inform their employees of the shared nature of 

outcomes. Speaking of their employees, P1 said, “We grow together.” P2 shared that all 

employees share joint outcomes, and as such, should collaborate to attain higher 

standards. P3 said that all levels of employees participate in meetings with the 

management team, as everyone shares the results of the organization. P4 discussed how 

the actions of all employees and their leaders can either lead to the growth or failure of 

the company. 

The third subtheme is joint learning. P1 said, “Top management and their 

employees will jointly keep learning together from the beginning of the year to the end.” 

P2 said they use exercises to create joint learning opportunities to understand best 

practices together. P3 said that organizational improvements are undertaken given the 

input offered in meetings from all employees. P4 discussed that they are directly 

available on the work-site to engage employees and understand means of improving 

performance together.  

The fourth subtheme is teamwork. P1 discussed that they believe in the power of 

putting different minds together to come up with solutions. P2 stated that they believe in 

coming from a team and working for the team. P2 said, 
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I create exercises within our management review meetings to demonstrate the 

importance of teamwork, an element without which we could not reach our 

vision. I asked all the members how to increase productivity and this helped them 

to understand that they cannot do it without each and every departments’ 

involvement. Therefore, they came to understand the value of teamwork. 

P3 shared that they believe in putting teams together to report issues and propose 

solutions. P4 discussed how they do not believe in putting personal interests first and that 

employees should collaborate.  

The fifth subtheme is belongingness. P1 discussed how they believe in creating a 

sense of belongingness in their employees. P2 shared the importance of belongingness 

and stated, “I stress the importance of respect, teamwork, and shared We language.” P3 

shared how they create a sense of belongingness by allowing all employees to have a say 

in the organization’s outcomes. P4 stated that they create belongingness through working 

alongside employees and allowing them to improve, rather than resorting to terminating 

employment, as much as possible. 

The sixth subtheme is joint decisions. P1 discussed how multiple employees 

engage in planning and discussion before any significant decisions are made. P2 shared 

how they believe in taking ideas from their employees and coupling them with their 

experience before making decisions. Similarly, P3 discussed the importance and 

necessity of joint decisions. P3 said, 

 For example, if I am taking every decision, I can sometimes be harsh or not 

understanding the problems fully. One person cannot be 100% sure and accurate. 
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You have to take leadership decisions in consultation with the different levels of 

management. 

P4 said that they believe in assigning a junior to each leader for decisions to be taken 

jointly and to minimize the impact of toxic leaders, shall there be one. 

Connection to the Conceptual Framework 

Theme 3, teamwork and joint decision-making, is connected to transformational 

leadership. One of the pillars of transformational leadership, intellectual stimulation, is 

when transformational leaders involve followers in decision-making (Xenikou, 2017). As 

such, the model of joint decision-making discussed by the participants is in-line with the 

intellectual stimulation aspect of transformational leadership. Using intellectual 

stimulation, transformational leaders awaken an interest in problem-solving and idea 

formulation amongst employees (Labrague et al., 2020). The participants allow their 

employees to come together as a team and openly share their ideas, leading to an 

improvement in the employees being able to generate ideas and improve the performance 

of the organization.    

Connection to the Literature 

Theme 3, teamwork and joint decision-making, is also connected to the existing 

literature on resolving toxic leadership styles. Sheehan et al. (2020) found that one of the 

ways to tackle toxic leadership styles is to avoid divisive practices. The participants used 

teamwork to foster increased communication amongst the different departments and the 

individuals within those departments. Buzzanell (2018) discussed that one of the 

strategies to resolve toxic leadership is to avoid hierarchical models of leadership. All the 
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participants discussed how they avoid placing all decisions with one leader to introduce 

multi-faceted inputs for decision-making process.   

Theme 4: Incentive and Review Frameworks  

The four participants discussed the need for a framework and to have procedures 

in place to fairly administer employees and deal with toxic leaders in a timely and 

effective manner. Table 4 shows the frequency and percentage of the subthemes that 

represent Theme 4. 

Table 4 

Incentive and Review Frameworks 

Subtheme 
Frequency Percent 

Review 
16 32.7 

Incentives 
9 18.4 

Procedures 
18 36.7 

Termination 
6 12.2 

 
The first subtheme is review. P1 discussed how they review and evaluate the 

relationship with leaders to detect issues in a timely manner. P2 noted the importance of 

review mechanisms to detect toxic leaders in the workplace and take measures to address 

the concern. P3 stated that reviewing leaders and issuing warnings to toxic leaders, as 

needed, is necessary. P4 discussed reviewing performance serves as a signal of the 

success or failure of leadership in place.  
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The second subtheme is incentives. The participants shared their belief in using 

incentives based on performance. P1 discussed how they offer incentives based on 

tangible achievement to motivate employees. P2 noted that they recommend leaders and 

employees for incentives based on their performance. P2 said, “Do not give rewards 

based on who you like best, it needs to be based on performance.” P3 discussed that, in 

their organization, incentives are offered based on a fair review process. P4 shared that 

they use performance metrics to incentivize leaders and employees. 

The third subtheme is procedures. The participants discussed how there need to be 

procedures in place to deal with toxic leaders, once they are identified. P1 said, “The 

human resource department has rules and regulations that need to be followed. It is a 

lesson for all employees that we follow the rules and do not act emotionally or 

immorally.” P2 discussed that there should be procedures that are applicable to all 

employees. P3 said, “Toxic leaders will easily be identified and remedied, if there is a 

proper reporting system.” P4 shared that they use procedures to assess and reallocate 

employees based on their conduct.  

The fourth subtheme is termination. The participants noted that they use various 

means to deal with toxic leaders and that if all the measures fail, they have to resort to 

firing the toxic leader. P1 discussed that toxic leaders are given a chance to remedy their 

behavior and if that fails, they are terminated using the procedures in place. P2 discussed 

how toxic leaders that fail to show improvement despite interventions might need to be 

terminated. P3 also shared that toxic leaders that refuse to adopt better leadership 

practices will be fired. P3 said, “If they do not change, we have to change them.” P4 
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discussed that they have found it necessary to terminate toxic leaders, as they did not 

respond to measures to help them change their leadership style.  

Connection to the Conceptual Framework 

Theme 4, incentive and review framework, is related to transformational 

leadership. Transformational leaders allow employees to shift from self-interest to joint 

organization change (Chen et al., 2019). Having a consistent, transparent, and workable 

framework allows for good work to be recognized while imposing strategies to 

discourage toxic leadership styles. The inspiration motivation pillar of transformational 

leadership is related to how leaders instill a shared purpose and motives for 

organizational success (Xenikou, 2017). With leaders setting clear and attainable 

objectives, employees can work towards organizational success, while benefiting from 

incentives. Transformational leaders use idealized influence, another pillar of 

transformational leadership, to instill trust in employees (Wipulanusat et al., 2017). 

Leaders that use a transparent reward and review system show their followers that they 

are fair and can be trusted. 

Connection to the Literature 

Theme 4 is well connected to the existing literature on how to resolve toxic 

leadership styles. Rooij and Fine (2018) discussed that added transparency is used to 

resolve toxic leadership styles. If the procedures that are used to incentivize and review 

employees and leaders are procedural, there is no room for favoritism or ambiguity. 

Hoffman and Sergio (2020) discussed that toxic leaders misuse their power. Having a 

working framework minimizes toxic leaders’ ability to unjustly harm employees through 
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negative reviews. Milosevic et al. (2020) discussed how toxic leaders can be unwilling to 

set goals. Hence, having a framework in place allows employees to perform towards their 

organization’s goals. Further, having a reporting framework allows for employees to 

report the toxic traits they see in their leaders (Naeem & Khurram, 2020). Employees 

need to play an active role in tackling toxic leadership. Leaders need to create a 

framework that allows employees to report their experiences with the toxic leaders, and 

toxic leaders need to be dealt with procedurally.    

Applications to Professional Practice 

Leaders worldwide increasingly understand the importance of staying innovative 

for sustained positive performance. Retkoceri and Kurteshi (2019) stated that innovation 

leads to the ability to meet consumer demands, stay competitive, and get in a position to 

take advantage of market opportunities. As such, leaders should find means of 

encouraging innovation while removing all factors that lead to a decline in creativity 

from the workplace. Chen et al. (2019) discussed how transformational leaders encourage 

the exploration of new opportunities and knowledge. Transformational leaders create an 

environment that supports innovation. In contrast, toxic leaders influence their 

subordinates in a destructive manner, leading to a decline in positive organizational 

aspects, such as innovation (Paltu & Brouwers, 2020). The findings in this study present 

strategies that export-based company leaders in Ethiopia have successfully used to 

resolve toxic leadership styles to enhance employee innovation. 

The four themes that I presented based on the interviews and document review I 

gathered, can be applied to professional practice. Theme 1, open and transparent 



88 

 

communication, is a useful strategy in tackling toxic leadership. Hoffman and Sergio 

(2020) found that leaders need to encourage transparency and increased communication 

with their subordinates to successfully respond to employees’ needs. Employees develop 

a sense of trust when they belong to an open and transparent organization. Employees 

that trust their leaders are able to share their ideas without fear. Sheehan et al. (2020) 

discussed that leaders with professional intent allow transparency in their organizations. 

A workplace culture of openness and transparency enables employees to speak out 

against toxic leaders. Increased communication between employees and the management 

team allows for problems to be identified and resolved in a timely manner. Open and 

transparent communication allows for the timely identification of toxic leaders. 

Therefore, open and transparent communication is the first step in dealing with the 

presence of toxic leaders in organizations.  

In addition to open and transparent communication, leaders should create a 

platform for knowledge sharing. Theme 2, sustained counseling and training, is a strategy 

that all participants have used to resolve toxic leadership styles and create a workplace 

environment that does not foster toxic behaviors. Milosevic et al. (2020) discovered that 

the main intent of toxic leaders is to hide their own incompetence and maintain control. 

As such, training toxic leaders increases their knowledge and provides them with the 

necessary know-how to successfully guide their subordinates. Paltu and Brouwers (2020) 

discussed that toxic leaders increase negative factors, such as stress, absenteeism, and 

discontentment, in employees. The participants’ commitment to counseling toxic leaders 

is a significant strategy in resolving toxic leadership. All participants noted that they try 
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to deal with toxic leaders without using harsh methods and greatly rely on counseling as 

the first step in rehabilitating a toxic leader. Toxic leaders are given an opportunity to 

reflect on their behavior and adopt a better way of operating, equipped with knowledge 

from the training and guidance from the counseling.  

Leaders can tackle toxic leadership by creating a workplace that does not follow a 

traditional hierarchical model. Tavanti (2011) suggested that leaders should avoid 

increased hierarchy and rely on a model that welcomes input from employees. Theme 3, 

teamwork and joint decision-making, is a strategy that can be used to provide more 

leverage to employees while minimizing the effect of toxic leaders on the organization. 

Chen et al. (2019) discussed how leaders need to set the way towards moving from 

individual-level interest to collective organizational change. Therefore, encouraging 

teamwork allows for a shift towards the well-being of the organization and its members, 

as a whole. One of the characteristics of toxic leaders is divisiveness (Kim & Yoon, 

2015). Through allowing teamwork and joint-decision making, leaders can mitigate the 

effect of toxic leadership in the workplace and ensure that all employees have a say in the 

organization’s outcomes. Teamwork and joint-decision making will ensure that 

organizations do not fall victims to the behaviors and actions of lone toxic leaders.  

Leaders that set an organization culture that follows a framework for how 

employees are reviewed are perceived as transparent. Theme 4, incentive and review 

framework, is a way of targeting toxic leadership styles. Naeem and Khurram (2020) 

discussed how there should be systems in place to enable employees to report toxic 

leaders. Having a framework where complaints are effectively received and rightful 
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decisions are made allows employees to report factors that harm their well-being and the 

organization’s performance. Labrague et al. (2020) discussed how toxic leaders are 

intolerant and self-promoting. Incentives and reprimands are handled more rightfully 

when more than one individual overlooks performance evaluations. Having procedural 

review processes does not allow for toxic leaders to unjustly target employees. As such, 

employees are not discouraged by the possibility of suffering from unfair review 

outcomes. 

Implications for Social Change 

Resolving toxic leadership styles which impede employee innovation has positive 

implications for social change, as well. Toxic leaders harm the well-being of employees 

by increasing turnover, stress, and decreasing employee engagement (Hadadian & Zarei, 

2016). Employees that work for toxic leaders experience a decline in their wellness and 

are fearful to share their ideas. Xenikou (2017) noted how toxic leaders negatively affect 

employees’ readiness for innovation. Toxic leaders harm an organization’s employees, as 

well as the prospects of the organization to remain competitive through using innovation. 

Removing the presence of toxic leadership in the workplace has positive implications for 

social change. 

Ethiopia is a developing country with a population of around 115 million. Kebebe 

(2019) discussed how the rising vast population of Ethiopia requires new, improved, and 

more sustainable products for the continued growth of the economy. Innovation is the 

ability to meet customer needs and stay ahead of the competition by taking advantage of 

market opportunities (Daksa et al., 2018). Through increased innovation, the general 
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population can benefit from the availability of new and improved products and services. 

Further, the Ethiopian economy relies on export for foreign currency generation. Building 

strong export-based companies will increase the inflow of foreign currency into Ethiopia 

and allow the population to have greater access to international markets. Increased 

innovation can lead to the establishment of a knowledge economy, technological 

improvements, and global competitiveness (Le, 2020). The ability to grow Ethiopia’s 

exports through innovation will lead to knowledge sharing and employment opportunities 

that will improve the living standard of Ethiopians. 

Recommendations for Action 

Leaders, frontline and senior, of organizations can use the findings discussed in 

this study to resolve toxic leadership styles which impede employee innovation. The 

findings are useful to both leaders that have already experienced toxic leadership in their 

organizations, as well as leaders that might experience toxic leaders in their careers. The 

executives in the human resources (HR) departments of organizations can also 

understand how to facilitate the right framework to allow employees to be rewarded 

based on their performance and enable them to report toxic leaders. Given the destructive 

effects of toxic leadership, leaders can implement the following strategies to support 

positive leadership styles in their organizations: encourage open and transparent 

communication, create counseling and training opportunities, foster teamwork and joint 

decision-making, and follow incentive and review frameworks.  

 Human resources leaders should encourage open and transparent communication 

to enable employees to come forward regarding their experiences with toxic leaders. 
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Toxic leaders cannot be remedied unless they are reported to the concerned leaders 

within the organization (Hoffman & Sergio, 2020). Leaders that form a culture where 

openness and transparency are the norms allow their employees to come forward and 

signal the presence of toxic leadership styles before they manifest into organizational 

destruction. Chen et al. (2019) discussed how leaders need to promote increased 

communication to allow the exploration of new ideas. Increased communication and 

encouraging employees to share conflicting ideas without fear promotes added innovation 

in the workplace. 

One of the causes of toxic leadership is lack of relevant knowledge. Alemayehu et 

al. (2020) discussed that lack of knowledge leaders to unfavorable attitude on innovation 

adoption. Leaders of export-based companies in Ethiopia and the HR department 

executives of these companies need to jointly increase the opportunities for training 

continually. Training will increase the knowledge base of the entire organizations’ 

employees and allow leaders to stay up-to-date. Leaders should also have systems in 

place to offer counseling to toxic leaders and enable them to reflect on their actions. 

Offering counseling to toxic leaders is a useful strategy in helping a toxic leader adopt 

positive leadership attributes. 

Centralized decision-making models allow for toxic leaders to cause greater harm 

to employees and the organization, as a whole. Leaders of export-based company leaders 

in Ethiopia should encourage teamwork and joint decision-making to create dialogue 

amongst the members of the organization and allow employees to have a say in the 

organization’s outcome. As Stoten (2015) discussed, avoiding a hierarchical model is 
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relevant in the move towards resolving toxic leadership styles. Therefore, having more 

than one person in charge of decisions reduces the chances of toxic leaders unfairly 

harming employees. In addition, combining the perspectives of different members of the 

organizations enhances the quality of the decisions made. Buzzanell (2018) discussed that 

toxic leaders try to create a divisive environment. Leaders should encourage teamwork to 

increase the togetherness of the members of the organizations and defeat toxic leadership 

through joint effort. 

Company executives need to encourage ethical practices and justice by ensuring 

that employees are fairly rewarded for their efforts and that toxic leaders do not get away 

with harming others in the company. Leaders of export-based companies in Ethiopia 

should create a framework, along with the members of the HR department, to assess 

incentives based on performance. Employees that believe in the fairness of incentives 

will work honestly to attain benefits. The leaders within the HR department should also 

create procedures for how toxic leaders can be brought forward by employees. 

Employees will gain the confidence to come forward if they believe that their concerns 

will be taken seriously and acted upon in a transparent manner. 

I will share a summary of my findings with the four participants of the study. The 

findings of this study can be dispersed in training to leaders, HR executives, and 

employees. I will share the findings through training conferences aimed at the export-

based companies in Ethiopia to encourage them to use the strategies discussed to resolve 

toxic leadership styles for increased employee innovation.  
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Recommendations for Further Research 

There are limitations in this study that can be addressed through further research. 

Future researchers can also expand the scope of the study to research related elements. 

One of the limitations of this study is that data were collected from two companies and a 

total of four participants. The findings of the study might not be applicable to the larger 

population and future researchers can look at a greater number of participants. Another 

limitation is that I have only considered export-based companies in Ethiopia. Future 

studies should include findings from other types of companies and also explore if the 

findings are applicable outside of the Ethiopian cultural and economic context. I 

recommend that the study be repeated with more participants, across different types of 

organizations, and in different cultural contexts. 

Future researchers can also explore how toxic leadership affects different 

generations and how leaders can resolve other types of bad leadership. Xuanfang (2017) 

discussed how Generation Y members are increasingly engaged in innovation projects 

and are greatly affected by toxic leadership. Researchers can explore how toxic 

leadership affects different parts of the population. Milosevic et al. (2020) discussed that 

there are different types of bad leadership and that the intent behind bad leadership 

varies. Future research papers can focus on how leaders’ intent affects the type of 

leadership and how bad leadership can be resolved in different situations. 

Reflections 

When I started my DBA journey, I started a new phase of my life and I found 

myself having extra time to finally fulfill my lifelong dream of obtaining a doctorate. 



95 

 

What I did not realize is that throughout the following years I would face grueling work 

schedules, relentless travel, and many personal ups and downs. Through it all, my DBA 

journey has been my staple and I have come to know my personal strength through it. It 

has been an incredible journey of learning and self-fulfillment. Achieving my DBA will 

serve as a reminder of the power of the mind and that we can achieve what we set our 

minds to. 

When starting the DBA program, I did not believe that much was being done in 

Ethiopia to tackle toxic leadership. The lessons I have learned throughout my study have 

enabled me to neglect my biases and look to the data for my findings. The data collection 

process has revealed to me that some leaders in Ethiopia are going above and beyond to 

look after their employees. The interactions I have had with the participants and the 

literature I was exposed to revealed that there are leaders that are actively working to 

eradicate toxic leadership and encourage innovation in their organizations. I hope to 

become a leader that fosters well-being, professional growth, and innovation in those 

around me.    

Conclusion 

The purpose of this qualitative multiple case study was to explore strategies which 

export-based company leaders use to resolve toxic leadership styles. Toxic leadership is 

destructive to the well-being and performance of employees. Toxic leadership is not a 

suitable style to increase employee creativity and organizational innovation in companies. 

Innovation is a pillar behind the continuity and success of companies and an engine for 

economic growth (Daksa et al., 2018). Toxic leadership does not serve employees, 
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innovation, or social change. Leaders need to use actionable measures to resolve toxic 

leadership in their workplaces. Paltu and Brouwers (2020) discussed that often only a few 

members within the organization are aware of toxic leaders when there is a lack of open 

communication. Leaders need to create a culture where employees do not suffer the 

consequences of toxic leadership in silence by creating opportunities for interaction with 

all levels of leadership within the company. Daksa et al. (2018) noted that on-job training 

is useful in encouraging good leadership and innovation. Leaders need to provide the 

necessary resources to ensure that continued training is offered to leaders and employees 

to mitigate the downfall that arises from lack of knowledge of the job. After leaders 

identify toxic leaders within their organization, they need to provide counseling and 

intervene to offer an alternative to toxic leadership. Through facilitating open 

communication, counseling, and training, leaders can start to mitigate the role of toxic 

leadership.      

One-sided decision-making means that toxic leaders can exert greater power over 

the organization and harm employees. Through teamwork and joint decision-making, the 

members of organizations can interact openly and avoid experiencing the effects of toxic 

leaders in silence. Leaders need to encourage teamwork and demonstrate to employees 

that they cannot succeed without each other. Sheehan et al. (2020) discussed how 

working as a team leads to alignment and collective optimism in employees. In addition, 

joint decision-making is a useful strategy in ensuring that the role and effect of toxic 

leaders is minimized and that the organization does not falter under bad leadership. 
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Leaders should rely on a framework to guide how employees are incentivized and 

leaders are reviewed. A formal review procedure enables employees to believe in the 

justness of their inclusion or exclusion from incentives. Ensuring that employees have 

means to report toxic leaders will reduce the risk that they will suffer in silence and 

reinforces the belief that the organization does not support toxic leadership. 

Toxic leadership has detrimental consequences on employees and organizations. 

Given the presence of an ever-increasingly competitive business environment, elements, 

such as toxic leadership, that are known to negatively influence innovation, should be 

eradicated. Leaders need to ensure that many employees do not suffer under the malice of 

one leader by giving a voice to employees and using the feedback they receive to 

eliminate toxic leadership in the workplace. Leaders can put procedures in place to 

discourage the rise of toxic leadership by promoting communication, providing sustained 

training, encouraging teamwork, and offering just reviews. Leaders should also exercise 

their right to fire toxic leaders, in consideration of the overall health of the organization 

and its members. Although toxic leaders cause a multitude of harm to organizations, they 

can be dealt with in a way that enables them to return to functional leadership practices.  

 



98 

 

References 

Admasie, S. A. (2016). Historicizing contemporary growth: The Ethiopia revolution, 

social-structural transformation, and capitalist development. Northeast African 

Studies, 16(1), 65-87. https://doi.org/10.14321/nortafristud.16.1.0065  

Afsar, B., Badir, Y. F., Saeed, B. B., & Hafeez, S. (2017). Transformational and 

transactional leadership and employee’s entrepreneurial behavior in knowledge–

intensive industries. International Journal of Human Resource Management, 

28(2), 307-332. https://doi.org/10.1080/09585192.2016.1244893 

Alemayehu, A. G., Gebreeyesus, A., Palladino, G., & Setti, M. (2020). Behavioral 

precursors in the innovation-decision process: The case of bioenergy in Ethiopia. 

Energy Strategy Reviews, 30. https://doi.org.10.1016/j.esr.2020. 100499 

Alilyyani, B., Wong, C. A., & Cummings, G. (2018). Antecedents, mediators, and 

outcomes of authentic leadership in healthcare: A systematic review. 

International Journal of Nursing, 83, 34-64. 

https://doi.org/10.1016/j.ijnurstu.2018.04.001 

Ary, D., Jacobs, L. C., Razavieh, A., & Sorensen, C. K. (2018). Introduction to research 

in education (8th ed.). Cengage.  

Baksh, B. (2018). To bracket or not to bracket: Reflections of a novice qualitative 

researcher. Reflections: Narratives of Professional Helping, 24(3), 45-55. 

Bansal, P., Smith, W. K., & Vaara, E. (2018). New ways of seeing through qualitative 

research. Academy of Management Journal, 61(4), 1189-1195. 

https://doi.org/10.5465/amj.2018.4004 



99 

 

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational 

leadership. Leadership Quarterly, 10(2), 181-217. https://doi.org/10.1016/s1048-

9843(99)00016-8 

Becker, H. S. (2012). ‘Expert voice’, in S.E. Baker and R. Edwards, how many 

qualitative interviews are enough? National Centre for Research Methods Review 

Discussion Paper, 15, 1-43.  

Beyene, K. T., Shi, C. S., & Wu, W. W. (2016). Linking culture, organizational learning 

orientation and product innovation and product innovation performance: The case 

of Ethiopian manufacturing firms. South African Journal of Industrial 

Engineering Manufacturing Firms, 27(1), 88-101. https://doi.org/10.7166/27-1-

1334 

Bhandarker, A., & Rai, S. (2019). Toxic leadership: Emotional distress and coping 

strategy. International Journal of Organization Theory & Behavior, 22(1), 65-78. 

https://doi.org.10.1108/ijotb-03-2018-0027 

Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking: A 

tool to enhance trustworthiness or merely a nod to validation? Qualitative Health 

Research, 26(13), 1802-1811. https://doi.org/10.1177/1049732316654870 

Bowen, G. A. (2009). Document analysis as a qualitative research method. Qualitative 

Research Journal, 9(2), 27-40. https://doi.org/10.3316/QRJ0902027 

Braun, V., & Clarke, V. (2021). To saturate or not to saturate? Questioning data 

saturation as a useful concept for thematic analysis and sample-size rationales. 

Qualitative Research in Sport, Exercise and Health, 13(2), 201-216.  



100 

 

https://doi.org/10.1080/2159676x.2019.1704846 

Burns, J. M. (1978). Leadership. Harper & Row. 

Buzzanell, P. M. (2018). Organizing resilience as adaptive-transformational tensions. 

Journal of Applied Communication Research, 46(1), 14-18.  

https://doi.org/10.1080.00909882.2018.1426711 

Candela, A. G. (2019). Exploring the function of member checking. The Qualitative 

Report, 24(3), 619-628. 

Charoensukmongkol, P. (2016). Cultural intelligence and export performance of small 

and medium enterprises in Thailand: Mediating roles of organizational 

capabilities. International Small Business Journal, 34(1), 105-122.  

https://doi.org/10.1177/0266242614539364 

Cheang, H. S., & Appelbaum, S. H. (2015). Corporate psychopathy: Deviant workplace 

behavior and toxic leaders – Part one. Industrial & Commercial Training, 47(4), 

165-173. https://doi.org/10.1108/ICT-12-2013-0086 

Chen, J. X., Sharma, P., Zhan, W., & Liu, L. (2019). Demystifying the impact of CEO 

transformational leadership on firm performance: Interactive roles of exploratory 

innovation and environmental uncertainty. Journal of Business Research, 96, 85-

96. https://doi.org/10.1016/j.busres.2018.10.061 

Cypress, B. (2018). Qualitative research methods a phenomenological focus. Dimensions 

of Critical Care Nursing, 37, 302-309.  

https://doi.org/10.1097/DCC.0000000000000322 

Cypress, B. S. (2017). Rigor or reliability and validity in qualitative research: 



101 

 

Perspectives, strategies, reconceptualization, and recommendations. Dimension of 

Critical Care Nursing, 36(4), 253-263.  

https://doi.org/10.1097/DCC.0000000000000253 

Daksa, M. D., Yismaw, M. A., Lemessa, S. D., & Hundie, S. K. (2018). Enterprise 

innovation in developing countries: An evidence from Ethiopia. Journal of 

Innovation and Entrepreneurship, 7(1), 1-19. https://doi.org.10.1186/s13731-018-

0085-4 

Drabble, L., Trocki, K. F., Salcedo, B., Walker, P. C., & Korcha, R. A. (2015). 

Conducting qualitative interviews by telephone: Lessons learned from a study of 

alcohol use among sexual minority and heterosexual women. Qualitative Social 

Work, 15(1), 118-133. https://doi.org/10.1177/1473325015585613 

Edeh, J. N., Obodoechi, D. N., & Ramos-Hidalgo, E. (2020). Effects of innovation 

strategies on export performance: New empirical evidence from developing 

market firms. Technological Forecasting & Social Change, 158, 1-11. 

https:/doi.org/10.1016/j.techfore.2020.120167  

Elrehail, H., Emeagwali, O. L., Alsaad, A., & Alzghoul, A. (2017). The impact of 

transformational and authentic leadership on innovation in higher education: The 

contingent role of knowledge sharing. Telematics and Informatics, 35(1), 1-14. 

https://doi.org/10.1016/j.tele.2017.09.018  

Ethiopia. (2018, February 1). CIA. https://www.cia.gov/ library/publications/the-world-

factbook/geos/et/html 

Farooq, M. B., & de Villiers, C. (2017). Telephonic qualitative research interviews: 



102 

 

When to consider them and how to do them. Meditari Accountancy Research, 

25(20), 291-316. https://doi.org/10.1108/MEDAR-10-2016-0083 

Firmin, R. L., Bonfils, K. A., Luther, L., Minor, K. S., & Salyers, M. P. (2017). Using 

text-analysis computer software and thematic analysis on the same qualitative 

data: A case example. Qualitative Psychology, 4(3), 201-210. 

https://doi.org/10.1037/ qup0000050  

Fusch, P., & Ness, L. (2015). Are we there yet? Data saturation in qualitative research. 

The Qualitative Report, 20, 1408-1416.  

https://doi.org/10.1016/j.ivir.2016.01.013 

Gill, P., Stewart, K., Treasure, E., & Chadwick, B. (2008). Method of data collection in 

qualitative research: Interviews and focus groups. British Dental Journal, 204(6), 

291-295. https://doi.org/10.1038/bdj.2008.192 

Gobena, L. B., & Van Dijke, M. (2016). Power, justice, and trust: A moderated mediation 

analysis of tax compliance among Ethiopian business owners. Journal of 

Economic Psychology, 52, 24-37. https://doi.org/10.1016/j.joep.2015.11.004 

Golafshani, N. (2003). Understanding reliability and validity in qualitative research. The 

Qualitative Report, 8, 597-607.  

Gorder, V. C. (2015). The frontline leader: Building a high-performance organization 

from the ground up. Jossey-Bass.  

Grant, R., & Sugarman, J. (2004). Ethics in human subjects research: Do incentives 

matter? The Journal of Medicine and Philosophy, 29(6), 717-738.  

https://doi.org/10.1080/03605310490883046 



103 

 

Gregory, J. L. (2016). Provoking perspectives of creativity and innovation in leadership: 

Innovation, accountability, and the human side of change. Leadership studies, 

10(1), 78-79. https://doi.org/10.1002/jls.21455 

Guo, L., Decoster, S., Babalola, M. T., De Schutter, L., Garba, O. A., & Riisla, K. (2018). 

Authoritarian leadership and employee creativity: The moderating role of 

psychological capital and the mediating role of fear and defensive silence. Journal 

of Business Research, 92, 219-230. https://doi.org/10.1016/j.jbusres.2018.07.034 

Hadadian, Z., & Zarei, J. (2016). Relationship between toxic leadership and job stress of 

knowledge workers. Studies in Business and Economics, 11(1), 84-89. 

https://doi.org/10. 1515/sbe-2016-0037 

Harms, P. D., Credé, M., Tynan, M., Leon, M., & Jeung, W. (2017). Leadership and 

stress: A meta-analytic review. The Leadership Quarterly, 28(1), 178-194. 

https://doi.org/10.1016/j.leaqua.2016.10.006 

Hetland, J., Hetland, H., Bakker, A. B., & Demerouti, E. (2018). Daily transformational 

leadership and employee job crafting: The role of promotion focus. European 

Management Journal, 36(6), 746-756. https://doi.org/10.1016/j.emj.2018.01.002 

Hirte, R., & Roth, P. (2018). Advanced Innovation Management Best Practice of German 

and American Corporations in the Mobility Sector. Journal of Strategic 

Innovation and Sustainability, 13(5), 1-11. https://doi.org/10.33423/jsis.v13i5.164 

Hoch, J. E., Bommer, W. H., Dulebohn, J. H., & Wu, D. (2018). Do ethical, authentic, 

and servant leadership explain variance above and beyond transformational 

leadership? A meta-analysis. Journal of Management, 44(2), 501-529. 



104 

 

https://doi.org/10.1177/ 0149206316665461 

Hoffman, E. P., & Sergio, R. P. (2020). Understanding the effects of toxic leadership on 

expatriates’ readiness for innovation: An Uzbekistan case. Journal of Eastern 

European and Central Asian Research, 7(1), 26-38.  

https://doi.org/10.15549/jeecar.v7il.360 

House, J. (2018). Authentic vs. elicited data and qualitative vs quantitative research 

methods in pragmatics: Overcoming two non-fruitful dichotomies. System, 75, 4-

12. https://doi.org/10.1016/j.system.2018.03.014 

How long does it take to change company culture? (2016, March 23). NOBL. 

https://medium.nobl.io/how-long-does-it-take-to-change-company-culture-

deb0aa2021ac?gi=95e6caf956d1 

Jasimuddin, S. M., & Naqshbandi, M. M. (2018). Knowledge-oriented leadership and 

open innovation: Role of knowledge management capability in France-based 

multinationals. International Business Review, 12(1), 1-13.  

https://doi.org/10.1016/ j.ibusrev.2017.12.001 

Jenner, P. (2018). Work-integrated-learning in international business: Exploring 

stakeholder value for regional export companies. E-Journal of Business Education 

and Scholarship of Teaching, 12(1), 20-31.  

Jensen, U. T., Andersen, L. B., Bro, L. L., Bøllingtoft, A., Eriksen, T. L., Holten, A. L., 

Jacobsen, C. B., Ladenburg, J., Nielsen, P. A., Salomonsen, H. H., Westergård-

Nielsen, N., & Würtz, A. (2019). Conceptualizing and measuring transformational 

and transactional leadership. Administration & Society, 51(1), 3-33. 



105 

 

https://doi.org/10.1177/ 0095399716667157 

Joneghani, S. Z., & Joneghani, H. Z. (2019). Identification and ranking the effective 

factors for export promotion in pharmaceutical companies. Management Science 

Letters, 9, 357-364. https://doi.org/10.5267/j.msl.2018.12.013 

Kambey, R. R., Murwani, F. D., & Pratikto, H. (2018). Determinants of export 

performance of Indonesian coconut companies. Expert Journal of Business and 

Management, 6(1), 49-60.  

Karlsson, J., & Skålén, P. (2015). Exploring front-line employee contributions to service 

innovation. European Journal of Marketing, 49(9/10), 1346-1365.  

https://doi.org/10.1108/EJM-10-2012-0568 

Kebebe, E. (2019). Bridging technology adoption gaps in livestock sector in Ethiopia: A 

innovation system perspective. Technology in Society, 57, 30-37. 

https://doi.org.10.1016/j.techsoc.2018.12.002  

Kebede, K. Y., & Mitsufuji, T. (2017). Technological innovation system building for 

diffusion of renewable energy technology: A case of solar PV systems in 

Ethiopia. Technological Forecasting & Social Change, 114, 242-253. 

https://doi.org/10.1016/j.techfore.2016.08.018 

Kim, S., & Yoon, G. (2015). An innovation-driven culture in local government: Do 

senior manager’s transformational leadership and the climate for creativity 

matter? Public Personnel Management, 44(2), 147-168.  

https://doi.org/10.1177/0091026014568896 



106 

 

Labrague, L. J., Nwafor, C. E., & Tsaras, K. (2020). Influence of toxic and 

transformational leadership practices on nurses’ job satisfaction, job stress, 

absenteeism and turnover intention: A cross‐sectional study. Journal of Nursing 

Management (John Wiley & Sons, Inc.), 28(5), 1104-1113. 

https://doi.org/10.1111/jonm.13053 

Le, P. B. (2020). How transformational leadership facilitates radical and incremental 

innovation: The mediating role of individual psychological capital. Asia-Pacific 

Journal of Business Administration, 12(3/4), 205-222.  

https://doi.org/10.1108apjba-04-2020-0129 

Le, P. B., & Lei, H. (2019). Determinants of innovation capacity: The roles of 

transformational leadership, knowledge sharing and perceived organizational 

support. Journal of Knowledge Management, 23(3). 527-547.  

https://doi.org/10.1108/jkm-09-2018-0568  

Lee, V. (2018). Beyond seeking informed consent: Upholding ethical values within the 

research proposal. Canadian Oncology Nursing Journal, 28(3), 222-227.  

Leppink, J. (2017). Revisiting the quantitative-qualitative-mixed methods labels: 

Research questions, development, and the need for replication. Journal of Taibah 

University Medical Sciences, 12(2), 97-101. 

https://doi.org/10.1016/j.jtumed.2016.11.008 

Leung, L. (2015). Validity, reliability, and generalizability in qualitative research. 

Journal of Family Medicine and Primary Care, 4(3), 324-327.  

https://doi.org/10.4103/2249-4863.161306 



107 

 

Lynch, H. F. (2020). The right to withdraw from controlled human infection studies: 

Justifications and avoidance. Bioethics, 34(8), 833-848. doi:10.111/bioe.12704 

Ma, X., & Jiang, W. (2018). Transformational leadership, transactional leadership, and 

employee creativity in entrepreneurial firms. Journal of Applied Behavioral 

Science, 54(3), 302-324. https://doi.org/10.1177/0021886318764346 

Madill, A., & Sullivan, P. (2018). Mirrors, portraits, and member checking: Managing 

difficult moments of knowledge exchange in the social sciences. Qualitative 

Psychology, 5(3), 321-339. https://doi.org/10.1037/qup0000089 

Malik, M. S., Sattar, S., Younas, S., & Nawaz, M. K. (2017). The workplace deviance 

perspective of employee responses to workplace bullying: The moderating effect 

of toxic leadership and mediating effects of emotional exhaustion. Integrative 

Business and Economics Research, 8(1), 33-50. https://doi.org/10.1108/er-01-

2016-0014 

Milosevic, I., Maric, S., & Lončar, D. (2020). Defeating the toxic boss: The nature of 

toxic leadership and the role of followers. Journal of Leadership & 

Organizational Studies, 27(2), 117-137.  

https://doi.org/10.1177/1548051819833374 

Mneimneh, Z. N., Elliott, M. R., Tourangeau, R., & Heeringa, S. G. (2018). Cultural and 

interviewer effects on interview privacy: Individualism and national wealth. 

Cross-Cultural Research, 52(5), 496-523.  

https://doi.org/10.1177/1069397118759014 



108 

 

Naeem, F., & Khurram, S. (2020). Influence of toxic leadership on turnover intention: 

The mediating role of psychological wellbeing and employee 

engagement. Pakistan Journal of Commerce & Social Sciences, 14(3), 682-713. 

Naidu, T., & Prose, N. (2018). Re-envisioning member checking and communicating 

results as accountability practice in qualitative research: A South African 

community-based organization example. Forum: Qualitative Social Research, 

19(3), 783-797. https://doi.org/10.17169/fqs-19.3.3153 

National Commission for the Protection of Human Subjects and Biomedical and 

Behavioral Research. (1979). Belmont report ethical principles and guidelines for 

the protection of human subjects of research. Department of Health and Human 

Services. https://www.hhs.gov/ohrp/regulations-and-policy/belmont-

report/index.html 

Noble, H., & Smith, J. (2015). Issues of validity and reliability in qualitative research. 

Evidence Based Nursing, 18(2), 34-35. https://doi.org/10.1136/eb-2015-102054 

Omar, A. T., & Ahmad, U. N. (2018). Impact of leadership styles on psychological 

distress and job satisfaction among employees in Sabah. Jurnal Pusat Penataran 

Ilmu & Bahasa, 27, 169-284.  

https://doi.org/10.1007/s10488-013-0528-y 

Paltu, A., & Brouwers, M. (2020). Toxic leadership: Effects on job satisfaction, 

commitment, turnover intention and organizational culture within South African 

manufacturing industry. South African Journal of Human Resource Management, 

18, 1-11. https://doi.org.10.4102/sajhrm.v18i0.1338 



109 

 

Patten, M., & Newhart, M. (2017). Understanding research methods: An overview of the 

essentials (10th ed). Routledge. 

Paul, A. L. (2017). Perceptional differences of retired army recruiters, regarding and 

concerning spiritual and toxic leadership organizational outcomes. ProQuest 

Dissertations Publishing, 10(2), 9-17. https://doi.org/10.18844/gjhss.v3i3.1551 

Pradhan, S., & Pradhan, R. K. (2015). An empirical investigation of relationship among 

transformational leadership, affective organizational commitment and contextual 

performance. Journal of Business Perspective, 19(3), 227-235.  

https://doi.org/10.1177/ 0972262915597089 

Prasad, B., & Junni, P. (2016). CEO transformational and organizational innovation. The 

moderating role of environmental dynamism. Management Decision, 54(7), 1542-

1568. https://doi.org/10.1108/MD-11-2014-0651 

Rahmato, D., & Ayenew, M. (2017). Challenges and opportunities for inclusive 

development in Ethiopia. Forum of Social Studies. 

Rasool, S. F., Maqbool, R., Samma, M., Zhao, Y., & Anjum, A. (2019). Positioning 

depression as a critical factor in creating a toxic workplace environment for 

diminishing worker productivity. Sustainability, 11(9), 2589-2607.  

https://doi.org/10.3390/su11092589 

Reimer, M., Van Doorn, S., & Heyden, M. L. M. (2018). Unpacking functional 

experience complementarities in senior leaders’ influences on CSR strategy: A 

CEO-top management team approach. Journal of Business Ethics, 151(4), 977-

995. https://doi.org/10.1007/s10551-017-3657-5 



110 

 

Retkoceri, B., & Kurteshi, R. (2019). Understanding the current status of innovation 

management practices in Kosovo Firms. Management Research & Practice, 

11(1), 43-55.  

Rooij, B. V., & Fine, A. (2018). Toxic corporate culture: Assessing organizational 

processes of deviancy. Administrative Sciences, 8(3), 23-62. 

 https://doi.org/10.3390/admsci8030023 

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B., Burroughs, H., 

& Jinks, C. (2017). Saturation in qualitative research: Exploring its 

conceptualization and operationalization. Quality & Quantity, 52(4), 1893-1907. 

https://doi.org/10.1007/s11135-017-0574-8  

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2015). Research methods for business 

students (7th ed.). Pearson Education Limited.  

Schwatka, N. V., Goldenhar, L. M., Johnson, S. K., Beldon, M. A., Tessler, J., 

Dennerlein, J. T., Fullen, M., & Trieu, H. (2019). A training intervention to 

improve frontline construction leaders’ safety leadership practices and overall 

jobsite safety climate. Journal of Safety Research, 70, 253-262. 

https://doi.org/10.1016/j.jsr.2019.04.010 

Semuel, H., Siagian, H., & Octavia, S. (2017). The effect of leadership and innovation on 

differentiation strategy and company performance. Procedia – Social and 

Behavioral Sciences, 237, 1152-1159.  

https://doi.org/10.1016/j.sbspro.2017.02.171  

Sharma, G. (2017). Pros and cons of different sampling techniques. International Journal 



111 

 

of Applied Research, 3(7), 749-752.  

Shaw, D., & Satalkar, P. (2018). Researchers’ interpretations of research integrity: A 

qualitative study. Accountability in Research: Policies & Quality Assurance, 

25(2), 79-93. https://doi.org/10.1080/08989621.2017.1413940 

Sheehan, M., Garavan, T. N., & Morley, M. J. (2020). Transformational leadership and 

work unit innovation: A dyadic two-wave investigation. Journal of Business 

Research, 109, 399-412. https://doi.org.10.1016/j.busres.2019.10.072a 

Shu, C. Y., Chiang, Y. H., & Lu, C. H. (2018). Authoritarian leadership supervisor 

support and workers’ compulsory citizenship behavior. International Journal of 

Manpower, 39(3), 468-485. https://doi.org/10.1108/ijm-10-1016-0191 

Stoten, D. W. (2015). Virtue ethics and toxic leadership: Tackling the toxic triangle. 

Education Today, 65(1), 3-6.  

Tavanti, M. (2011). Managing toxic leaders: Dysfunctional patterns in organizational 

leadership and how to deal with them. Human Resource Management, 6, 127-136.  

Tesfaw, T. A. (2014). The relationship between transformational leadership and job 

satisfaction: The case of government secondary school teachers in Ethiopia. 

Educational Management Administration & Leadership, 42(6), 903-918. 

https://doi.org/10.1177/1741143214551948 

Theofanidis, D., & Fountouki, A. (2018). Limitations and delimitations in the research 

process, Perioperative Nursing, 7(3), 155-163. 

https://doi.org/10.5281/zenodo.2552022 

Tian, M., Deng, P., Zhang, Y., & Salmador, M. P. (2018). How does culture influence 



112 

 

innovation? A systemic literature review. Management Decision, 56(5), 1088-

1107. https://doi.org/10.1108/md-05-2017-0462 

Twining, P., Heller, R. A., Nussbaum, M., & Tsai, C. C. (2017). Some guidance on 

conducting and reporting qualitative studies. Computers & Education, 106, 1-9. 

https://doi.org/10.1016/j.compedu. 2016.12.002 

Uysal, Ö., & Mohamoud, A. S. (2018). Determinants of export performance in east 

Africa countries. Chinese Business Review, 17(4), 168-178.  

https://doi.org/10.17265/1537-1506/2018.04.002 

Vandercasteelen, J., Beyene, S. T., Minten, B., & Swinnen, J. (2018). Cities and 

agricultural transformation in Africa: Evidence from Ethiopia. World 

Development, 105, 383-399. https://doi.org/10.1016/j.worlddev.2017.10.032 

Venugopal, K., Habtie, H. D., Hassan, A. W., & Alemayehu, H. B. (2014). Progression 

of family business in micro and small enterprises – A study in Gondar. 

International Journal in Management and Social Science, 3, 520-528.  

Vieider, F. M., Beyene, A., Bluffstone, R., Dissanayake, S., Gebreegziabher, Z., 

Martinsson, P., & Mekonnen, A. (2018). Managing risk preferences in rural 

Ethiopia. Economic Development and Cultural Change, 66(3), 417-446. 

https://doi.org/10.1086/696106 

Wakeford, J. J., Gebreeyesus, M., Ginbo, T., Yimer, K., Manzambi, O., Chukwumerijie, 

O., Black, M., & Mulugetta, Y. (2017). Innovation for green industrialization: An 

empirical assessment of innovation in Ethiopia’s cement, leather and textile 

sectors. Journal of Cleaner Production, 166, 503-511.  



113 

 

https://doi.org/10.1016/j.jclepro.2017.08. 067 

Walker, E., & Boyer, M. (2018). Research as storytelling: The use of video for mixed 

methods research. Video Journal of Education and Pedagogy, 3(1), 1-12. 

https://doi.org/10.1186/s40990-018-0020-4 

Wang, P., & Wang, S. (2018). What role does the authoritarian leadership and benevolent 

leadership play in the relationship between voice behavior and innovative 

behavior? Proceedings of the 2018 3rd International Conference on Education, 

Sports, Arts and Management Engineering (ICESAME 2018), 1-5. 

https://doi.org/10.2991/icesame-18.2018.58 

Wipulanusat, W., Panuwatwanich, K., & Stewart, R. A. (2017). Exploring leadership 

styles for innovation: An exploratory factor analysis. Engineering Management in 

Production and Services, 9(1), 7-17. https://doi.org/10.1515/emj-2017-0001 

Xenikou, A. (2017). Transformational leadership, transactional contingent reward, and 

organizational identification: The mediating effect of perceived innovation and 

goal culture orientation. Frontiers in Psychology, 8, 1-13.  

https://doi.org/10.3389/fpsyg.2017.01754 

Xuanfang, H. (2017). Multilevel influence of destructive leadership on millennial 

generation employees’ innovative behavior. Social Behavior & Personality: An 

International Journal, 45(7), 113-125. https://doi.org/10.2224/sbp.6117 

Yeong, M. L., Ismail, R., Ismail, N. H., Hamzah, M. I. (2018). Interview protocol 

refinement: Fine-tuning qualitative research interview questions for multi-racial 

populations in Malaysia. Qualitative Report, 23(11), 2700-2713. 



114 

 

Yin, R. K. (2017). Case study research and applications: Design and methods (6th ed.). 

Sage. 

  



115 

 

Appendix A: Interview Protocol 

Hello, my name is Lilly Abdulrohman Mohamed. Thank you for joining me for 

this interview today and your willingness to participate in my study. The interview will 

take between 45 minutes to an hour. The purpose of the research project is to explore 

strategies which export-based company leaders use to resolve toxic leadership styles, 

which impede employee innovation. I will ask you five interview questions to enable me 

to answer the overarching research question. I will be asking you follow-up questions 

based on your response. I will be recording this interview session and taking notes 

throughout our interview. Please inform me if you are not comfortable being recorded. I 

assure you that no one will hear the recorded audio except for my committee at Walden 

University and I. I will ensure your confidentiality by using a code to represent you when 

discussing my findings. I will be keeping all data related to our interview today on a hard 

drive in a locked cabinet and delete it after 5 years. Do you have any questions for me 

related to the research project or our interview today, before we start the interview?  

1. Based on your experience, how did you resolve toxic leadership styles to 

enhance employee innovation in the workplace? 

2. How did you determine the effectiveness of the strategies for resolving 

toxic leadership styles within your organization? 

3. What were the key barriers to implementing the strategies for resolving 

toxic leadership styles? 

4. How did you overcome the key barriers to implementing the strategies for 

resolving toxic leadership styles within your organization? 
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5. Would you like to add anything further regarding strategies you use to 

resolve toxic leadership management styles?  

Thank you for taking the time and effort to participate in my study. I appreciate 

your contribution to my research project. Once I go through the data from our interview 

today, I will be contacting you for a follow-up interview. The follow-up interview will 

allow me to assess if I have accurately captured your thoughts and it will allow you to 

clarify some of the points you feel were not addressed adequately. 
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