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Student Name: 		Nicole Shim
Identification Number: 	UD91322BMa100543
Course: 			Leadership and Personality Disorders – Understanding the  
Impact
Due Date: 			16 August 2026	
Assignment: 			Write a five to six pages explaining how personality disorders 
can influence leadership in schools, organizations, or 
communities.
Your assignment should include:
Define leadership.
Define personality disorders.
Explain how personality disorders can affect a leader's decision-making, communication, and relationships.
Discuss one personality disorder (e.g., narcissistic, borderline, or antisocial personality disorder) and its possible impact on leadership.
Suggest strategies that organizations can use to support healthy leadership and reduce the negative effects of personality-related challenges.
Conclude by explaining why self-awareness and emotional intelligence are important qualities for effective leaders.



Definition of Leadership
There is no consensus on the definition of leadership, as it could mean different things to different people and could also be contextual. (Sadler, 2003)  Subsequent to the review of one hundred and sixty books and articles containing leadership definitions, leadership constructs, and leadership statements, Winson & Patterson (2006) formulated the following integrative definition of leadership, which is expected to change in the future:
“A leader is one or more people who selects, equips, trains, and influences one or more follower(s) who have diverse gifts, abilities, and skills and focuses the follower(s) to the organization’s mission and objectives causing the follower(s) to willingly and enthusiastically expend spiritual, emotional, and physical energy in a concerted coordinated effort to achieve the organizational mission and objectives. 
The leader achieves this influence by humbly conveying a prophetic vision of the future in clear terms that resonates with the follower(s)’ beliefs and values in such a way that the follower(s) can understand and interpret the future into present-time action steps.  In this process, the leader presents the prophetic vision in contrast to the present status of the organization and through the use of critical thinking skills, insight, intuition, and the use of both persuasive rhetoric and interpersonal communication including both active listening and positive discourse, facilitates and draws forth the opinions and beliefs of the followers such that the followers move through ambiguity toward clarity of understanding and shared insight that results in influencing the follower(s) to see and accept the future state of the organization as a desirable condition worth committing personal and corporate resources toward its achievement. 
The leader achieves this using ethical means and seeks the greater good of the follower(s) in the process of action steps such that the follower(s) is/are better off (including the personal development of the follower as well as emotional and physical healing of the follower) as a result of the interaction with the leader.  The leader achieves this same state for his/her own self as a leader, as he/she seeks personal growth, renewal, regeneration, and increased stamina–mental, physical, emotional, and spiritual–through the leader-follower interactions. 
The leader recognizes the diversity of the follower(s) and achieves unity of common values and directions without destroying the uniqueness of the person.  The leader accomplishes this through innovative flexible means of education, training, support, and protection that provide each follower with what the follower needs within the reason and scope of the organization’s resources and accommodations relative to the value of accomplishing the organization’s objectives and the growth of the follower.  The leader, in this process of leading, enables the follower(s) to be innovative as well as self-directed within the scope of individual-follower assignments and allows the follower(s) to learn from his/her/their own, as well as others’ successes, mistakes, and failures along the process of completing the organization’s objectives. 
The leader accomplishes this by building credibility and trust with the followers through interaction and feedback to and with the followers that shapes the followers’ values, attitudes, and behaviors towards risk, failure, and success. In doing this, the leader builds the followers’ sense of self-worth and self-efficacy such that both the leader and followers are willing and ready to take calculated risks in making decisions to meet the organization’s goals/objectives and through repeated process steps of risk taking and decision-making the leader and followers together change the organization to best accomplish the organization’s objectives. 
The leader recognizes the impact and importance of audiences outside of the organization’s system and presents the organization to outside audiences in such a manner that the audiences have a clear impression of the organization’s purpose and goals and can clearly see the purpose and goals lived out in the life of the leader. In so doing, the leader examines the fit of the organization relative to the outside environment and shapes both the organization and the environment to the extent of the leader’s capability to ensure the best fit between the organization and the outside environment. 
The leader throughout each leader-follower-audience interaction demonstrates his/her commitment to the values of (a) humility, (b) concern for others, (c) controlled discipline, (d) seeking what is right and good for the organization, (e) showing mercy in beliefs and actions with all people, (f) focusing on the purpose of the organization and on the well-being of the followers, and (g) creating and sustaining peace in the organization–not a lack of conflict but a place where peace grows. These values are the seven Beatitudes found in Matthew 5 and are the base of the virtuous theory of Servant Leadership.” (Winston & Patterson, 2006)
The above integrative definition of leadership, which spans an entire page, emphasizes that being a leader is very demanding.  As Winston & Patterson (2006) pointed out in their integrative definition of leadership, leaders require a combination of interpersonal skills, communication skills, insight, intuition, critical thinking skills, conflict resolution skills and a commitment to demonstrating the seven beatitudes outlined in Matthew Chapter 5 of the Holy Bible, in line with servant leadership.  These skills and qualities are vital for fostering trust and credibility, facilitating mutually beneficial interactions between the leader and followers, for them to work as a team to achieve the organization’s goals and objectives.   They are also vital for the leader, in his role as the values ambassador for the organization, to create a positive impression of the organization for external stakeholders.  There are two other soft skills which were not mentioned but are worth mentioning: self-awareness and emotional intelligence, which will be discussed in the conclusion.    
Over the course of my twenty-five years working with the Bank of Jamaica, there were three Governors with three distinct leadership styles.  As demanding as the integrative definition of leadership is, the current Governor, Mr. Richard Byles, was effectively able to demonstrate all the skills and qualities of a servant leader.  Under his leadership, in 2025, the Bank of Jamaica was placed on the global map to become the top Central Bank in the Caribbean and Latin America. (Jamaica, 2005)  In June 2026, he won the RG Platinum Award, a prestigious honour in recognition of his outstanding contribution to the development of Jamaica. (Gleaner, 2026)  Additionally, he was recently awarded the Order of Jamaica in recognition of his exceptional service in the field of Business and Finance. (Today, 2026)  This is a testament that a humble servant leader is able to bring about positive changes and inspire his employees to enthusiastically meet the organization’s goals and objectives by truly listening to them and treating them with respect.  
History of Personality Disorders
The first documented case of personality disorder was in 1801, when a French Psychiatrist, Pinel, treated a patient with “Manie Sans Delire”, mania in the absence of delirium.  The symptoms included unexplained outbursts of violence and rage without any loss of intellectual function or any sign of delusion.  Back then, delusions were associated with mental illness.  These symptoms that were observed by Pinel fit the condition that is now categorized as Dissocial Personality Disorder. (Castillo, 2003)
Prior to World War 2, the only available classifications were for insanity.  At the end of World War 2, Psychiatrists began treating patients that were displaying behaviours that were outside of the insanity classifications.  This proved to be a challenge, and the new behaviours were consequently termed Psychopathic Personalities.  This led to a new classification in the DSM1 (1952). (Shorter, 1997)(Castillo, 2003)
The term borderline personality disorder was conceptualized in the 1950s to describe people who were borderline between psychosis and neurosis.  This term caused contention amongst clinicians, which made it evolve into the term Personality Disorder, which was classified in the DSM4 (1994). (Shorter, 1997) (Castillo, 2003)
Definition of Personality Disorders 
According to Castillo (2003), personality disorder is a psychological condition that is considered one of the most difficult to classify and treat.  The American Diagnostic and Statistical Manual of Mental Disorders described people with Personality Disorders as “These impulsive people (who) make recurrent suicide threats or attempts.  Affectively unstable, they often show intensive inappropriate anger.  They feel empty and bored and they frantically try to avoid abandonment.  They feel uncertain about who they are and lack the ability to maintain interpersonal relationships.” (Castillo, 2003)
Explain how personality disorders can affect a leader's decision-making, communication, and relationships.
Based on the above definition of personality disorders, if a leader has a personality disorder, it would negatively impact his/her ability to make decisions as he/she is impulsive and unstable.  This could cloud his/her judgement when making decisions, which could lead to lawsuits against the organization.  When communicating, he/she may show intensive and inappropriate anger if something triggers him/her during the conversation.  This inappropriate behaviour would leave the employee feeling verbally abused after the interaction and hesitant to have future discussions with him/her.  This behaviour could also come in the form of e-mails to staff or external stakeholders, which may leave them feeling very uneasy or even offended.  
Nobody wants to be friends with a person who has suicidal thoughts.  It can be very draining and stressful to think that you may have said or done something that caused him/her to commit suicide.  In Jamaica, it is said that if a person is willing to kill themself, they would gladly kill you as well as they do not value life.  It is impossible for a leader with suicidal tendencies and who feels empty and bored to effectively communicate a prophetic vision thorough interpersonal interactions by having positive discourse.  These behaviours will also have a negative impact on interpersonal relationships with external stakeholders, which would paint the organization in a very negative light.  The behaviours would also have a negative impact on personal relationships. 
Discuss one personality disorder and its possible impact on leadership.
Borderline Personality Disorder
In the clinical setting, borderline personality disorder is the most frequently diagnosed personality disorder. (Trull, Step, & Durrett, 2003) (Lepkowsky, 2020)  In the General Adult Population, the suicide rate for persons with borderline personality disorder is fifty times more, with persons who completed the attempts of suicide diagnosed with borderline personality disorder being eight to ten percent. (APA, 2013) (Lepkowsky, 2020)  Over seventy percent of people diagnosed with borderline personality disorder are women. (Paris, 2010) (Lepkowsky, 2020)  The onset of the symptoms is usually in late adolescence, with prodromal symptoms noticed in early adolescence.  Sometimes, emotional dysregulation may show up from childhood. (Stepp, 2012; Stepp, Keenan, Hipwell, & Kruger, 2014) (Lepkowsky, 2020)
The characteristics of borderline personality disorder are mood instability, emotional turmoil, frequent bouts of depression, piercing sense of helplessness to moderate their emotions, and chronic feelings of inadequacy. (APA, 2013) (Lepkowsky, 2020)  The impact of borderline personality disorder on the individual, the workplace environment, their family, and other points of interaction is frequently severe. (Pompili, Girardi, Roberto, & Tararelli, 2005) (Lepkowsky, 2020)  
Considering that the APA pointed out that the impact of borderline personality disorder is frequently severe, it would be very difficult for a person suffering from this disorder to even make it to a leadership role in the first place, no matter how qualified or experienced he/she is.   Unless, he/she is an entrepreneur or works for a family business, then the employees would be traumatized by this leader, get disengaged, then eventually leave because of a toxic work environment.  The external stakeholders may also have a very negative impression of the company after interacting with this leader and may discontinue doing business with the organization.   Lawsuits are also a possibility if this leader ends up harming an employee or external stakeholder.  
Research shows that employees who reported to toxic leaders suffered consistent declines in their well-being across all dimensions, namely: engagement, accomplishments, relationships, emotions and meaning.  Affected employees from a survey of two hundred and seventy-three employees reported that they had less sense of purpose and no longer found enjoyment in their jobs.  It was also most visible in their physical health and mindset. The results are concerning from a psychological perspective, as humans’ require healthy relationships, positive emotions, a sense of accomplishment, meaningful work and engagement to thrive.  Additionally, the psychological state of the employees extend beyond the workplace. (Shea, Nieuwerburgh, & Cameron, 2026)  There will also be emotional contagion in the work environment emanating from the toxic leader. (Barsade, 2002)
Suggest strategies that organizations can use to support healthy leadership and reduce the negative effects of personality-related challenges.
According to Tavanti (2011) there is limited literature on how to empower organizations and stakeholders in identifying, addressing and transforming toxic leadership dynamics, despite an abundance of literature on dysfunctional and toxic leaders. The organization, like the human body, needs to commence a detoxification process to rid itself of toxic leadership and toxic workplace dynamics.  This may be achieved by intentional empowerment of “toxin detectors” and “toxin healers”.  The  organization should also establish appropriate channels for communication, evaluation and review by stakeholders. (Frost, 2003) (Tavanti, 2011) 
Subordinates may find one or more of the following “behavioral antidotes” useful or effective. Preferably these are done in consultation with a coach–mentor, an ombudsperson, or a trustworthy leader in the organization. 1) Develop indifference and emotional detachment; 2) Look for small wins and small victories that can keep you going; 3) Limit your exposure with the toxic individual; 4) Expose them through whistleblower and other HR–compliance channels; 5) Stand up to them and hold them accountable.  Subordinates should not attempt to transform toxic leaders without the organizational system as it would not prove feasible.” (Tavanti, 2011)
As someone who endured narcissistic abuse from a Deputy Governor, fifteen years ago yet the trauma still feels fresh, I strongly believe that anyone who suffers from a personality disorder is not fit for a leadership role and should be instructed by a higher authority to seek appropriate treatment or resign.  My statement is supported by the following:
Despite the negative characteristics of toxic leaders, it is challenging to detect and recognize these toxic leaders as they are usually protected by their organizational structure and/or their subordinates. Toxic qualities usually play an instrumental role in the success of highly productive leaders; consequently, once appropriate action is taken by the organization to intervene by detoxifying and transforming then the toxic leader could become an asset to the organization.  Unfortunately, many organizations do not have the necessary systems in place to detect these issues and are usually blindsided by the toxic leader. The subordinates who fall victim to toxic leaders will remain voiceless without this system and toxic leaders will continue to survive and thrive in the organization. Usually, toxic leaders are also very effective and competent in the short-run but end up costing the organization in the long-run. (Tavanti, 2011)
Conclude by explaining why self-awareness and emotional intelligence are important qualities for effective leaders.
Self-aware leaders demonstrate mindfulness, assess their strengths and weaknesses, learn from mistakes, communicate their needs and feelings clearly, recognize the needs and emotions of others, and understand how their behaviour affects those around them. (Morin, n.d.)
Emotionally intelligent leaders understand and manage their relationships and emotions by being cognizant of both their own emotions and other’s emotions. They read social cues, motivate themselves and build healthy relationships. (Frothingham, 2026)
These two very powerful soft skills (self-awareness and emotional intelligence) when combined with the other skills and qualities, which were mentioned in the definition of leadership, transforms the leader into a master communicator (Similar to our Lord and saviour, Jesus Christ). The depth of the interactions between the leader and his employees or external stakeholders will feel very authentic and sincere, leaving them feeling heard, seen and appreciated, which inevitably builds trust and credibility.  Once that trust is established, the employees would, as Winston & Patterson (2006) stated, enthusiastically and willfully work towards the organization’s goals and objectives.  Each interaction would have both the leader and the employees feeling better than they did before they had the interaction (Refreshed like born again Christians).  The leader would also be able to humbly and persuasively communicate (Just as Jesus did) the prophetic vision of the organization to the employees.  The leader will not feel threatened by the employee’s accomplishments or unique qualities and will congratulate, then encourage him/her on the path to personal growth and success, while simultaneously provide the necessary resources to facilitate same.  The combination of self-awareness, emotional intelligence, and the other skills and qualities will undoubtedly give the employees a sense of self-worth and self-efficacy, which will motivate them to meet the organization’s goals and objectives.  The leader would effectively foster peace in the organization and employee engagement through interactions with the employees.
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