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Abstract

Narcissism is imbued with emotional dynamism and there is a strong need to assess the linkages with outcomes by analyzing
their fusion. The present study examined the relationship between grandiose narcissism and performance through analyzing
the mediating role of subjective wellbeing (positive affect, negative affect and life satisfaction). The wholesome assessment
of performance was done by considering task performance, team-work and cognitive motivational effectiveness among 293
senior-level Indian employees of a big public sector organization. Data were analyzed by using SPSS 22 and Smart PLS
2.0. The correlation results showed that grandiose narcissism was negatively related to performance, life satisfaction and
positively related to negative affect. The indirect pathways (through mediation analyses) revealed that negative affect and
life satisfaction mediated the relationship between grandiose narcissism and performance. The study effectively contributes
to the narcissism and performance literature by presenting clearer pathways of grandiose narcissism (through self-regulated

emotions and subjective wellbeing). Practical implications werealso highlighted beside the theoretical concerns.

Keywords Grandiose narcissism - Subjective wellbeing - Performance - Mediation analysis

1 Introduction

Narcissistic leaders have intrigued the researchers as they
usually hog the limelight. It appears that individuals high
on narcissism surface easily (Rosenthal and Pittinsky 2006)
as they often fit into the prototypical leaders (because of
their grandiosity). Originally narcissism was considered
as negative (Lubit 2002) but lately, narcissism construct
has been broadened and is considered as both positive and
negative (Czarna and Nevicka 2019). Narcissistic leaders
experience high positive affect as well as wellbeing (Gornik-
Durose 2020) and their behavior is also regulated by state
and affect/emotions (Chen et al. 2019) but this contingency
is still evolving. There is a fusion between narcissism and
emotions which is manifested in narcissist’s thriving behav-
ior and performance (Uji et al. 2014). On the other hand,
narcissists also report hypersensitivity and anger, lack of
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empathy, irrationality and inflexibility (APA 2000) etc.
There is also some evidence to show that if narcissistic lead-
ers can control some of their emotions, such as arrogance
with humility, they can become a better performer, be more
effective, and can experience satisfaction, wellbeing etc.
(Owens et al. 2015). Moreover, the relationship between
narcissism and performance has been fairly inconsistent
(Wallace and Baumister 2002) and is likely to be moder-
ated by many contextual factors (Nevicka et al. 2011; Imran
and Shahnawaz 2020; Sakkar Sudha and Shahnawaz 2020).
The present research is a modest attempt to clear some of
these ambiguities by exploring the relationship of narcis-
sistic leadership with performance through the mediation of
subjective well-being, which has not been explored so far to
the best of our knowledge.

2 Narcissism

Earlier narcissism used to be considered a unidimen-
sional construct (Ames et al. 2006), but of late, grandiose
and vulnerable narcissism have emerged as two sides of
the narcissism construct (Pincus and Lukowitsky 2010).
Grandiose narcissist is characterized as having arrogance,
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inflated self-esteem, entitlement, extraversion and strong
admiration needs whereas vulnerable narcissist is propped
by fragile affective states, hostility, low self-esteem and
inversely related most characteristics of grandiosity (Kri-
zan and Herlache 2018; Miller et al. 2012). Researches in
the past have emphasized working on grandiose and vul-
nerable narcissism separately for more pronounced results
(Aradhye and Vonk 2014; Miller et al. 2013). The concur-
rent and the controversial debate in narcissism literature
is over constituents of normal, grandiose and vulnerable
narcissism. There is no conclusive agreement to date over
adaptive and maladaptive consequences of all these above-
listed categories (Miller et al. 2017). The probable reasons
we attribute to this inconsistency is emotion and cogni-
tive biases among narcissists (any category). Hence, with
conflation over what constitutes the features of grandiose
narcissism, vulnerable and normal narcissism is due to no
clear thresholds (Malkin et al. 2012; Pincus and Lukowit-
sky 2010), grandiose narcissism is typically seen as adap-
tive and referred to as normal narcissism (Miller et al.
2014a, b). The Narcissism personality inventory (Raskin
and Terry 1988) and NPI -16 (Ames et al. 2006) is consid-
ered a primary measure of grandiose narcissism (Kruse-
mark et al. 2018) with remarkable psychometric proper-
ties (Gentile et al. 2013) which has also been used in the
current study. In the present research we have focused on
grandiose narcissism only as the prime idea of the research
is to explore the clear pathways between narcissism and
performance.

Since narcissism under any variation can influence
organizational functioning in both positive and negative
ways. The grandiose narcissism is characterized by posi-
tive intrapersonal functioning, such as emotion regulation,
high self-esteem etc. and negative interpersonal function-
ing (usually long term) (Foster and Twenge 2011). The
interpersonal strategies are used to regulate emotions by
both vulnerable and grandiose narcissism (Morf and Rho-
dewalt 2001) and can have varying intrapersonal and inter-
personal effects. Extant literature on narcissistic leaders
found both productive and counterproductive outcomes
(Czarna and Nevicka 2019; Furtner et al. 2017). The grow-
ing literature on narcissism has indicated the ambivalent
nature of the construct but generally, narcissist has an
affective and cognitive preoccupation with oneself (Westen
1990) and most of the study focused on vagaries of narcis-
sism as an idiosyncratic trait (Chen et al. 2019; Sedikides
and Campbell 2017). Narcissism also has a state-depend-
ent feature (Chen et al. 2019), i.e. its functioning may vary
depending on the context (Nevicka et al. 2011; Rosenthal
and Pittinsky2006) and affective states (Cheng et al. 2013)
leading to positive or negative outcomes. There are only a
few studies on the interdependence of narcissism on well-
being (Campbell and Campbell 2009; Morf and Rhodewalt
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2001) and there are none to the best of our knowledge as
to how the relationship of narcissism and wellbeing would
affect organizational performance. Thus, the present study
is a modest attempt to examine how wellbeing (Subjective
Wellbeing) mediates the relationship of narcissistic leaders
and organizational performance.

3 Subjective wellbeing (SWB)

Previous studies have found strong relationships between
narcissism personality trait and SWB (Pilch 2020). SWB
is operationalized as a combination of higher life satisfac-
tion, high levels of positive affect and low negative affect
(Deci and Ryan 2008). These two components of SWB:
balancing of positive and negative affective states (moods
and emotions) and cognitive evaluation of life depicts
SWB index (Diener 2000) are the core constituents of
SWB. The manifestation of emotions prepare individuals
to respond optimally when situations are risky (negative
affect) or opportunistic (positive affect) (Nesse 1990).
Life satisfaction is cognitive evaluation of one’s quality
of life based on a certain preset criterion (Pavot and Diener
2003). There is evidence that affective states are emotional
expressions which are short term and strongly determined
by personality (Isen and Baron 1991). Therefore, SWB
would also be influenced by narcissism (Campbell and
Campbell 2009). However, the combined effect of both
narcissism and wellbeing can have both negative (Grijalva
et al. 2015) and positive consequences (Rose 2002).

Grandiose narcissists generally experience high wellbe-
ing and positive affect unlike vulnerable narcissism (Sand-
age et al. 2016), i.e., primarily because they overestimate
their abilities as well as emotional skills (Lobbestael et al.
2016). The reasons for their affective overestimation is
attributed to momentary reactions to unfulfilled narcis-
sistic needs of admiration and recognition (Roche et al.
2013). Another reason for greater wellbeing is that nar-
cissism is closely related to self-esteem (Gornik-Durose
2020; Sedikides et al. 2004). The higher self-esteem is
traditionally viewed as narcissist’s “false mask” and under-
neath is a vague notion of “self” in all domains of life
(Morf and Rhodewalt 2001). Narcissists try to replenish
the ambiguity around them by optimally utilizing negative
and positive emotions as a defense and perhaps wellbeing
is a possible pathway through which grandiose narcissists
deliver organizational performance, surprisingly this path-
way has not been explored so far in the literature to the
best of our knowledge. Thus, the present research is an
attempt to explore this neglected pathway which would
provide a much needed clarity on the grandiose narcissism
and performance linkages.
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4 Performance

The relationship between narcissism and performance has
been inconsistent (Wallace and Baumister 2002). Some
research shows that narcissistic leaders positively affect
performance because of their influence, charisma and abil-
ity to deal with complex situations (Galvin et al. 2010;
Chatterjee and Hambrick 2007). On the contrary, narcis-
sistic leaders also perform poorly (Braun 2017; Rosenthal
2010) due to poor decision making, incomprehensible
goals and haphazard ways of functioning and may also
falter over time (Rosenthal and Pittinksky 2006). The
varying effect on performance is because of myriad rea-
sons such as cognitive, affective and motivation competen-
cies, inter group relations, type of tasks, ability to handle
the tasks (Bashaer et al. 2016; Judge and Zapata 2015)
and different indicators of performance used by differ-
ent researchers (e.g., Ames and Kammrath 2004; Meier
and Semmer 2013). However, in the context of the pre-
sent research we have especially focused on cognitive and
affective factors (SWB) as well as on the complexity of
performance measures only. Narcissism and SWB have
already been discussed in the earlier section of the paper.
Organizational performance is a multifaceted construct
and it comprises of in-role performance, contextual perfor-
mance, and attitudinal dimensions of performance (Har-
rison et al. 2006). In the current paper, we have used the
multidimensional framework of measuring performance
by Greene Shortridge (2008). Hence, we evaluated three
dimensions, namely, task performance, co-worker support
and teamwork and cognitive/motivational effectiveness.
The task performance taps factors like task proficiency,
communication proficiency, ability to manage leader-
ship position and management/administration activities
(Campbell et al. 1996; Motowidlo and Schmit 1999). The
ability to work coherently with the team reflects on the
interpersonal ability of an individual as organizations have
team-based goals and it is crucial to performance on how
effectively coworkers identify with the shared tasks and
support each other to perform (Scarnati 2001; Harris and
Harris 1996). Cognitive motivational effectiveness (CME)
is basically a skill set required to sustain and enhance task
and team performances (Kanfer 1992). CME is a contin-
gent aspect of performing which aids in understanding
how well an individual manages cognition, motivations
and emotions at work (Tett and Burnett 2003; McCrae
2000). As mentioned above, some of the inconsistency in
the narcissism-performance measure is because of using
a different measure of performance, the present research
also aims to provide some clarity on this by measuring
performance in a multifaceted manner.

5 Current study

Recent literature on narcissism has suggested that there is
a need to assess self-regulatory processes such as wellbe-
ing which might affect behaviors of narcissistic leaders in a
social and organizational setting (Grapsas et al. 2020). Extant
research has been done in the area of narcissism and wellbe-
ing (Wirtz and Riggotti 2020); wellbeing and performance
(Bryson et al. 2017; Oswald et al. 2015; Imran and Shahnawaz
2020; Sakkar Sudha and Shahnawaz 2020) and narcissism and
performance (Grijalva et al. 2015; Imran and Shahnawaz 2020;
Sakkar Sudha and Shahnawaz 2020). It would be pertinent to
mention that grandiose narcissists generally experience high
wellbeing and positive affect (Sandage et al. 2016). The
reasons attributed to grandiose narcissist’s positive valence
mood is their overestimation of cognitive as well as emotional
abilities (Lobbestael et al. 2016), higher self-esteem (Gornik-
Durose 2020; Sedikides et al. 2004) and magnified self-image
(Campbell et al. 2000). Therefore, we assumed that grandiose
narcissist’s tendency to experience positive cognition and emo-
tions would prod them to perform well in the organizational
context. Thus, the aim of the current paper is to empirically
test the mediating pathways of subjective wellbeing (affective
states and life satisfaction) between grandiose narcissism and
performance. This may also help in resolving the inconsistency
found in the narcissism—performance literature. The follow-
ing hypotheses have been formed in the light of above:

H1: There would be a relationship between grandiose
narcissism, subjective wellbeing (affective states and life
satisfaction) and performance

H2: Positive affect would mediate the relationship
between grandiose narcissism and performance (task
performance, teamwork/co-worker support and cognitive
motivational effectiveness)

H3: Negative affect would mediate the relationship
between grandiose narcissism and performance (task
performance, teamwork/co-worker support and cognitive
motivational effectiveness)

H4: Satisfaction with life would mediate the relationship
between grandiose narcissism and performance (task
performance, teamwork/co-worker support and cognitive
motivational effectiveness)

6 Sample

The data was collected through purposive and snowball tech-
niques from 293 senior level managers from power genera-
tion sector (Public sector undertakings, India). They have the
experience of ten to sixteen years. Out of 293 employees,
148 were males and 145 were females. The age range was
from 34 to 46 years and the mean age was 37.3 years.
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7 Measures

Narcissism was measured using Narcissistic Personality
Inventory (NPI 16) (Ames et al. 2006). It is a self-report
inventory with 16 sets of statements indicating closely
resembling behavior of narcissists (rated as “1””) and non-
narcissists (rated as “0”). It is a unidimensional scale and
higher score indicates high narcissism. The Cronbach alpha
on the current sample was 0.62.

The subjective wellbeing was assessed using two scales
namely Satisfaction with Life Scale (Diener et al. 1985) and
Positive and Negative Affect Schedule (PANAS-X) (Wat-
son et al. (1988). The Satisfaction with Life Scale (SWLS)
measures global cognitive evaluations or judgments of sat-
isfaction with one’s own life on a seven-point Likert scale
ranging from “strongly agree” to “strongly disagree”. It is
a 5 item scale with Cronbach Alpha as 0.75 on the current
sample. (PANAS-X) comprises of 20 adjectives (10 for posi-
tive and 10 for negative affect). The participants indicate the
extent to which they experience these emotions in general
on a five point Likert scale ranging from 1 as “not at all” to
5 as “extremely”. The Cronbach Alpha for the PA and NA
scales were 0.89 and 0.77 respectively.

Performance was evaluated using 12 item scale by
Greene-Shortridge (2008). It is a five point Likert scale
ranging from 1 (Not at all) to 5 (Better than the best). The
performance scale has three dimensions namely task per-
formance (four items), teamwork/Co-worker Support (three
items) and cognitive-motivational effectiveness, CME (five
items) which are to be scored separately. The Cronbach’s
Alpha for performance dimensions are: (0.93), (0.90) and
CME (0 0.91) respectively.

8 Results and interpretation

The results were analyzed using SPSS version 22 and Smart-
PLS 2. The study explored direct and indirect relationships
among narcissism, subjective wellbeing and performance.
Grandiose Narcissism (hereafter, narcissism) and perfor-
mance was considered as exogenous and endogenous vari-
ables respectively and subjective wellbeing (Positive affect,
negative affect and satisfaction with life) as mediating vari-
able in the path analysis.

As can be inferred from Table 1, the mean score of narcis-
sism is 7.39, showing a moderate level of narcissism. The
mean value of positive affect, negative affect and satisfaction
with life are 29.56 (moderate), 34.61 (moderate) and 24.29
(moderate) respectively. The mean scores on performance
dimensions were high on three dimensions namely task per-
formance, teamwork and cognitive-motivational effective-
ness dimensions are 16.14, 10.00 and 19.71 respectively.

The results of correlation analysis (Table 1) shows that
narcissism is significantly related to positive affect (r=0.30,
p<0.01), inversely related to negative affect (r=—0.14,
p <0.05) and negatively related to satisfaction with life
(r=-0.16, p<0.01). Narcissism personality trait is nega-
tively and significantly related to all three dimensions of per-
formance (p <0.01). The relationship of subjective wellbe-
ing dimensions with performance shows that positive affect
is significantly related to task performance teamwork and
CME (p <0.01); negative affect is negatively and signifi-
cantly related to task performance and teamwork (P <0.01)
and positively with CME (p <0.01). Satisfaction with life is
significantly related with task performance, teamwork and
cognitive motivation effectiveness (p <0.01). Addition-
ally, all performance dimensions were highly significant
with each other (p <0.01). Thus, Hypothesis 1 is partially
accepted.

The mediation relationship of subjective wellbeing with
narcissism and performance was computed using Smart-
PLS2 software. The path coefficient was transformed
into t statistic using bootstrapping (Hair et al. 2017). The

Table 1 Showing descriptive

o ” Variables Mean SD 1 2 3 4 5 6 7
statistics of all the variables
used in the study 1. Narcissism 739 361 1
2. PA 29.56 9.57 0.30%* 1
3.NA 3461 8.16 —0.14% —0.18%* 1
4. SWL 2429 626 —-0.16%% —0.07 0.42%*% 1]
5. Task performance 16.14 3.93 —0.24%* 0.15%*% —0.38*%* 037*%* 1
6. Teamwork 10.00 3.58 —0.32%* 0.19%%  —0.26%* 0.23** 0.40%* 1
7. Cognitive Motiva- 19.71 394 -0.13* —-0.02 0.29%*  0.26%* 0.46%* (0.49%* |

tional effectiveness

Mean, SD and correlation of study variables, **p <0.01, *p <0.05, N=293
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Fig. 1 Positive affect (PA) as a
mediator of narcissism (Nar.)
and performance (task perfor-
mance, teamwork and cognitive
motivational effectiveness,
CME)

Fig.2 Negative affect (NA) as
mediator of narcissism (Nar.)
and performance (task perfor-
mance, teamwork and cognitive
motivational effectiveness,
CME)

Teamwork

CME

dimension wise results are presented in Figs. 1,2 and 3 and
comprehensive results in Table 2.

The mediation relationship of subjective wellbeing with
narcissism and performance was computed using Smart-
PLS2 software. The path coefficient was transformed into t
statistic using bootstrapping (Hair et al. 2017). The dimen-
sion wise results are presented in Figs. 1, 2 and 3 and com-
prehensive results in Table 2.

Teamwork

CME

The bootstrapping analysis was conducted and direct and
indirect effects were analyzed. The Figs. 1, 2 and 3 also
show the direct relationship between narcissism and per-
formance (all three dimensions). It can be seen that narcis-
sism is not directly effecting task performance and cognitive
motivation effectiveness but significantly effecting teamwork
(t=3.08, 3.1, 3.1 p<0.001). For indirect effect, Preacher and
Hayes (2004, 2008) interpretation was used and for media-
tion to be significant, the indirect must not straddle a ‘0’

@ Springer
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Fig. 3 Satisfaction with life
(SWL) as mediator of narcis-
sism (Nar.) and performance
(task performance, teamwork
and cognitive motivational
effectiveness, CME)

Teamwork

CME

Table 2 Hypothesis Testing on

Te . Relationship Coefficient t-statistic Percentile Boot- VAF
medlat19n through \'Jvel.lbelng (standard beta) strap,5%, LL- 95%,
dimensions on narcissism and UL CI
performance

Narcissism — PA — task performance —-0.08 0.93 -0.261,0.103 0.18
Narcissism — PA — teamwork -0.10 1.01 -0.311,0.100 0.19
Narcissism — PA — CME -0.02 0.19 -0.191, 0.221 0.03
Narcissism — NA — task performance 0.35 3.82%%* 0.191, 0.537 0.64
Narcissism — NA — team work 0.22 2.24% 0.176,0.312 0.44
Narcissism — NA — CME 0.27 2.49% 0.057,0.493 0.75
Narcissism — SWL — task performance 0.34 4.27%x* 0.019, 0.507 0.79
Narcissism — SWL — team work 0.18 1.96* 0.032, 0.378 0.59
Narcissism — SWL — CME 0.25 2.25%% 0.055, 0.464 0.73

PA positive affect, NA negative affect, SWL satisfaction with life, CME cognitive motivational effective-
ness, ULupper level, LLlower level, VAF variance accounted for values

p <0.05, #p <0.01, #*#p <0.001,

(Zero). Further, Variance Accounted For values (VAF) were
computed so as understand the strength of mediation. As a
rule of thumb, if VAF is less than 20 percent, than there is
zero mediation, if VAF is larger than 20 percent and less
than 80 percent is characterized as partial mediation and a
VAF above 80 percent indicates a full mediation (Hair et al.
2017).

The bootstrapping analysis shows that indirect effects of
positive affect to task performance, teamwork and cogni-
tive motivational effectiveness are insignificant (f =—0.08,
t=0.93; p=-0.10, t=1.0land p=-0.02, t=0.19). The
indirect paths through positive affect were found to be insig-
nificant and VAF is below 0.20, thus, disapproved hypoth-
esis 2.

@ Springer

The result of next mediation bootstrapping analysis,
shows that negative affect mediated all three dimensions
of performance significantly (task performance f=0.35,
t=3.82; teamwork, p=0.22, t=2.24; cognitive motivational
effectiveness f=0.27, t=2.49). The results also imply that
negative affect partially mediates the relationship between
narcissism and performance as VAF values are less than 0.80
but more than 0.20. Hence, supports hypothesis 3.

The bootstrapping results confirm the mediating rela-
tionship of satisfaction with life between narcissism and
performance (task performance p=0.34, t=4.27; team-
work, p=0.18, t=1.96; cognitive motivational effective-
ness f=0.25, t=2.25). The results also imply that satis-
faction with life affect partially mediates the relationship
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between narcissism and performance as VAF values are
less than 0.80 but more than 0.20. Hence, accepts hypoth-
esis 4.

Thus, from the above results, it can be said that there
is full support for hypothesis 3 and 4, partial support for
hypothesis 1 and hypothesis 2 is rejected. Further, positive
affect does not mediate the relationship between narcissism
and performance whereas negative affect and satisfaction
with life partially mediate the relationship between narcis-
sism and performance (task performance, teamwork and
cognitive motivational effectiveness). The results are dis-
cussed below.

9 Discussion

The results of the correlation table (1) indicate that gran-
diose narcissism is negatively related to all dimensions of
performance. There is contrary evidence that grandiose
narcissism and performance are positively related to each
other (Galvin et al. 2010; Chatterjee and Hambrick 2007).
However, narcissists also have incomprehensible goals,
weak presence of mind and are intimidating because of
which they poorly perform (Reijntjes et al. 2016; Chatter-
jee & Hambrick 2011). These moderating/mediating fac-
tors get overlooked in direct one to one relationship (Field
2013). Similarly, the relationship between narcissism and
emotional state is more organic than deliberate and it may
have a detrimental effect on other organizational outcomes.
Narcissism is associated with emotion regulation difficul-
ties (Jauk et al. 2016) and is highly correlated with nega-
tive affect (Jauk et al. 2017) and has less satisfaction with
life (Kopelman and Mullins 2012) which is also evident in
the correlation results above. Further, negative affect has
cognitive flexibility and increased or decreased motiva-
tion or attention is said to be context or task-based (Gable
and Harmon-Jones 2010). There are ample characteriza-
tions of narcissism as an impulsive trait having fluctuating
emotions and wellbeing (Rose 2002; Hickman et al. 1996;
Czarna et al. 2016). Narcissism and emotional state works
in tandem which may have varied impact on performance.
There are studies which have also established direct rela-
tionships of narcissism with productive as well as non-
productive performance (Galvin et al. 2010; Rosenthal
and Pittinksky 2006; Imran and Shahnawaz 2020; Sakkar
Sudha and Shahnawaz 2020). Hence, it’s evident that sim-
ple correlation results could be misleading. Thus, it can
be hypothesized that narcissism trait will lead to positive
as well as negative emotions and satisfaction (i.e., SWB)
which would ultimately result in performance.

The mediation models were examined (see Figs. 1,
2 and 3 and Table 2) and results suggest that positive
affect did not mediate the relationship of narcissism with

performance. Narcissistic managers are generally authori-
tative (Nevicka et al. 2011; Imran and Shahnawaz 2020;
Sakkar Sudha and Shahnawaz 2020) therefore, the perfor-
mance of narcissistic managers are short lived. The idea of
power and fantasy dominates grandiose narcissism which
sometimes makes goal setting difficult for them (Rosenthal
2010) which may become incomprehensible and may lead
to compromised teamwork. Positive affect has not medi-
ated the relationship between narcissism and CME as well,
meaning narcissists are not able to balance their emotions
with motivations or attentions due to which their per-
formance is often short-lived (Rosenthal and Pittinksky
2006). These surmise some of the key reasons for positive
affect not mediating the relationship between narcissism
and performance.

The results also revealed that negative affect medi-
ated the relationships between narcissism and perfor-
mance. Grandiose narcissism and negative affect may not
be directly related to each other but the self-processing
of narcissism is accompanied by emotional conflicts as
well (Cascio et al. 2015). A scientific report published by
Jauk et al. (2017) conducted an fMRI on narcissistic men
(Scored high on NPI inventory) and scientifically proved
that negative affect is like a subliminal characteristic
even in the case of grandiose narcissism, it is present but
might not be noticeable in self-reports or other personality
assessments. It would be interesting to report that narcis-
sism and negative affect were both inversely correlated
with depression, anxiety or other maladaptive aspects
(Watson and Biderman 1993). Negative affect may also
construe over-engagement or tiredness which have proved
a significant relationship with performance (Niessen et al.
2012; Bakker and Demerouti 2007). The emotional, cogni-
tive and motivational self-regulation if compatible with the
work situation might prove productive even if the negative
affect is high (Gable and Harmon-Jones 2010). Teamwork
also requires communication and coordination among all
the team members for the goals to be achieved (Paris et al.
2000) which narcissistic are considered to be good at. Task
performance and cognitive effectiveness are self-implicit
and with exceptionally good emotion regulation narcis-
sists may easily become the favorites in their team. These
particularize reasons for negative affect mediating the rela-
tionship of narcissism with performance as we have found
in the present study.

Satisfaction with life (Cognitive aspect of wellbeing)
has significantly mediated the relationship between gran-
diose narcissism and all the dimensions of performance.
Grandiose narcissism and life satisfaction are positively
related to each other (Rohmann et al. 2019; Sedikides et al.
2004). The primary reasons for higher life satisfaction
can be attributed to streaming positive emotions, higher
self-esteem, self-enhancement disposition of narcissistic
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individuals (Hill and Roberts 2012; Diener & Diener
2009). Narcissistic tend to exhibit desirable behaviors
(Foster and Trimm 2008), often fantasize (coping mecha-
nism) to present themselves as happy in various domains
of life (Raskin and Novacek 1991) and may project them-
selves as goal achievers (Watts et al. 2013; Campbell et al.
2004). On the other hand, narcissists are excellent com-
municators, power influencers and have an enchanting
demeanor where they can captivate people and involve
them in their vision (Reijman 2017; Montalvo et al. 2015;
Maccoby 2004). It is hence, their gratification with life and
charming persona which enables narcissistic to manifest
the desired behavior to get tasks done or involve the team.

10 Conclusion, implications and limitations

Since narcissism is a unique trait which has its roots in
personality and emotion theories, it is strongly connected
to self-regulation factors such as emotions and wellbeing.
The study hence is a first of its kind to analyze the mediat-
ing role of subjective wellbeing on grandiose narcissism
and organizational performance. The holistic approach to
measure performance by considering cognitive adaptabil-
ity, team and task-related aspect is the second highlight
of this study. The correlation results showed that grandi-
ose narcissism was negatively related to all dimensions of
performance. Correlation results also showed that gran-
diose narcissism is positively and significantly related
to negative affect but negatively to positive affect and
life satisfaction. Further, indirect pathways revealed that
negative affect and life satisfaction mediated the relation-
ship between grandiose narcissism and performance. The
results may help to clarify the impact of self-regulative
emotional state and life satisfaction among grandiose
narcissistic individuals. The task or team outcome would
depend on contingency in which positive and negative
affect is used to cognize and use it defensibly in demand-
ing times. The results are beneficial as it helps in resolv-
ing the confusion between narcissism and performance
literature by presenting clearer pathways of grandiose
narcissism (through self-regulated emotions and subjec-
tive wellbeing). Thus negative affect would not always
hinder performance, it depends under which contingen-
cies and challenges narcissist leaders have chosen to react
that way. Organizations must invest in a futuristic vision
of narcissistic leaders as they may prove productive and
focus on over-all wellbeing so that they can channelize
their vims through their remarkable performances. The
present research has added significantly to the existing
literature, but there were notable limitations as well.
Grandiose narcissism is still debated to be distinctive
from normal narcissistic personality trait but no specified
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tool with clearer dimensions has been developed or used.
Moreover, only grandiose narcissism is examined in the
current research, and therefore, it should not be general-
ized to all forms of narcissism. We have argued about emo-
tional self-regulatory processes and subjective wellbeing
which would impact the performance; however, we did
not explore the organizational and other personality/situ-
ational variables which would have moderated these rela-
tionships. Another limitation of the current research is the
self-reported nature of data and we are fully aware of the
problems (social desirability and common method biases
etc.) associated with it. It is hoped that future researchers
will take up some of these concerns and develop a more
robust model of narcissism so that its relationship with
performance is more clearly spelled out.
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