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General theme

Building on the success of its annual research days held since 2019, RIPCO
will host its next event on May 27, 2025, at ICN in Paris, La Défense. Resear-
chers are invited to submit extended abstracts of their academic work
(see presentation guidelines below). Submissions on all topics are wel-
come, as long as they fall within the scope of organizational behavior, en-
compassing individual and collective attitudes and behaviors in an
organizational setting. We are particularly interested in psychological pro-
cesses that contribute to the life and performance of teams and organi-
zations.

Contributions can take various forms: narrative, systematic, meta-analytic,
or bibliometric literature reviews synthesizing scientific knowledge; concep-
tual analyses proposing new theoretical frameworks; or empirical studies
using experiments, surveys, or qualitative case studies. Social phenomena
can be examined independently or in relation to their antecedents and/or
consequences. Contributions should be grounded in management
sciences, specifically organizational behavior, but can also draw on psy-
chology, ethnology, sociology, anthropology, philosophy, political
science, economics, information technology, decision theory, and other
related disciplines.

Focus of the Day 2025

This year, the Research Day will focus on leadership—its antecedents and
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effects on individuals, groups, and organizations. Leadership
dominates discourse in media, business, and academic li-
terature, often presented as the solution to workplace chal-
lenges and organizational demands for productivity,
innovation, and agility. Since the 1990s, leadership has gai-
ned prominence, fueled by management techniques im-
ported from Anglo-Saxon contexts and integrated into
European organizations. As performance management
and evaluations have become standard, leaders are in-
creasingly expected to guide teams, foster motivation, and
inspire trust.

The importance of leadership has been further highlighted
during crises, such as the COVID-19 pandemic, which requi-
red individuals and organizations to demonstrate resilience
through specific leadership styles. Similarly, technological
changes and new ways of working challenge managers to
adopt new approaches and develop fresh competencies.
Over the past two decades, countless studies have explo-
red various leadership styles, from transactional and trans-
formational leadership to "positive" forms like humble
leadership, servant leadership, authentic leadership, and
ethical leadership.

While the list of leadership styles seems endless, understan-
ding their precise distinctions and their similar or differing ef-
fects remains a complex task for researchers. Leadership
remains a central concern in contemporary organizations,
but it also reminds us of the crucial role of followers in en-
abling leaders to function effectively. Given the evidence
that leadership attributes correlate with organizational per-
formance—such as studies showing that a leader’s in-
fluence now explains 20% of organizational outcomes
compared to 10% in the 1970s—it is both timely and legiti-
mate to explore the question: "What type of leader is nee-
ded for contemporary organizations?"

This theme will be examined from multiple perspectives, ad-
dressing the enduring significance of leadership and its di-
verse forms in shaping organizational outcomes.

THEME I

The Dark Side of Leadership

The figures related to workplace malaise are alarming. Oc-
cupational illnesses are on the rise, and the number of bur-
nout cases, absences, and leave related to these illnesses
has become a major concern. Employers must take mea-
sures to prevent these health problems and promote em-
ployee well-being. However, numerous studies highlight the
role of leadership in fostering workplace malaise (Brière,
2021; Hetrick, 2023; Mackey, Parker Ellen, McAllister, &
Alexander, 2021; Pfeffer, 2018; Sandel, 2014; Schyns, Wisse,
& Sanders, 2019). Toxic leadership appears to play a signifi-
cant role in creating problematic organizational cultures.

Despite its importance, this specific form of negative lea-
dership, particularly its effects on employees and work
groups, remains under-researched. Its definition is not yet
well-established, its characteristics are poorly identified, and
its direct effects and impacts are insufficiently measured.

Key questions for exploration include:

Is managerial toxicity limited to isolated and individua-•
lized managerial behaviors, or are its roots embedded
in organizational missions, culture, management tools,

and values?

How can toxic leadership be measured and diagnosed•
within organizations?

What are the links between organizational vision, mis-•
sion, values, and toxic leadership?

What variables facilitate the development and spread•
of toxic management within organizations?

Can we identify a "trickle-down" or "trickle-up" effect in•
terms of toxic leadership?

How do employees react to toxic leadership?•

Is toxic leadership always associated with negative ef-•
fects, or can it also generate potentially positive indivi-
dual or collective responses?

Is toxicity primarily a collective or individual phenome-•
non?

What myths, rituals, and discourses establish or disman-•
tle the leader?

THEME II

Leadership—Inherent Traits or Acquired Skill

A second major question concerns the antecedents of lea-
dership. Is leadership innate, rooted in individual traits that
some people possess while others lack? This perspective
aligns with Max Weber’s concept of charismatic authority
(Weber, 1956). Or, alternatively, is leadership a managerial
stance that can be acquired like other skills, allowing for a
more democratic, distributed, or shared form of leadership
within organizations (Coun, Gelderman, & Perez-Arendsen,
2015; Nayani, Nielsen, Daniels, Donaldson-Feilder, & Lewis,
2018; Ospina, 2017)?

This leads us to propose several approaches to explore this
theme, including but not limited to:

What individual traits correspond to various forms of lea-•
dership?

What socio-demographic characteristics define•
today’s leaders (e.g., social origins, educational back-
grounds)?

The image of the leader and the manifestation of their•
influence and hubris.

The material representations and portrayals that asso-•
ciate a company with its leader.

Leadership as individual or collective competence?•

What are the links between individual characteristics•
and forms of leadership?

Are there specific spaces for the creation or socializa-•
tion of today’s leaders (e.g., academic institutions, as-
sociations, social networks)?

How should managers be trained in leadership?•

Are leadership training programs for managers or em-•
ployees effective?

Is leadership tied to individuals, or can it be conceptua-•
lized as a shared and distributed phenomenon?



Both themes aim to deepen our understanding of leader-
ship in its various forms and contexts, fostering discussions
that bridge theoretical perspectives and practical implica-
tions.

THEME III

Leadership Styles and Forms

This theme explores the definition of leadership styles, the
distinctions between them, and their potentially similar or
differing impacts. Articles that examine leadership typolo-
gies and their consequences are particularly welcome, as
are empirical studies investigating the human and organi-
zational outcomes of various leadership styles. Contributions
addressing collective, shared, or distributed leadership
styles, which are gaining traction in the literature, are also
encouraged. Methodological issues, especially strategies
for measuring leadership styles through qualitative or quan-
titative approaches, are an important avenue for explora-
tion. Recent critiques highlight methodological challenges,
such as the blending of subjective perception items and
objective behavioral items in quantitative scales, which
can lead to interpretive dead ends (Fischer, Dietz, & Anto-
nakis, 2024).

Key questions include:

What typologies of leadership styles exist?•

What are the conceptual and theoretical challenges•
in differentiating leadership styles?

How do definitional differences in leadership styles•
influence theoretical approaches?

What distinguishes leadership styles based on individual•
attributes from those focusing on acquired competen-
cies?

How can leadership and its various forms and styles be•
practically measured?

What are the possibilities and limitations of collective,•
distributed, or shared leadership forms, and what are
their effects and consequences?

How is the leader portrayed (e.g., through image and•
discourse)? Is the leader seen as majestic or collective?

THEME IV

Leadership and Contingency

Are leadership styles universal, or do they depend on the
organizational, sectoral, or professional environments in

which they develop? Leadership styles are often evaluated
based on their intrinsic merits, but an alternative perspec-
tive considers that different organizations may require tai-
lored leadership styles. For example, the compatibility of
leadership styles with specific sectors (private, public, or
semi-public) is a legitimate avenue of inquiry.

The cultural particularities of organizations, and their
connection to leadership styles, remain underexplored. Do
unique organizational cultures necessitate specific leader-
ship styles? Similarly, crises—whether economic, health-re-
lated, or organizational—present opportunities to examine
leadership styles and their evolution. The recent wave of
technological changes, new ways of working, and structu-
ral innovations (e.g., holacracy, agile organizations, libera-
ted companies) challenges traditional leadership
approaches and raises questions about their long-term via-
bility. Lastly, professional identities play a significant role in
leadership; managing employees from diverse professional
backgrounds using uniform leadership techniques is unlikely
to yield the same results.

Key questions include:

What leadership styles are suited to specific types of or-•
ganizations?

What forms of leadership are appropriate for private,•
public, and semi-public organizations?

How do leadership styles create organizational cultures•
that foster cohesion and efficiency?

How should leadership styles adapt to periods of eco-•
nomic, social, health, or technological crises?

Do newer generations demand new forms of leader-•
ship?

How do holacracy and agile organizations seek distri-•
buted or shared leadership?

Should leadership styles be standardized or differentia-•
ted to manage diverse professional identities within or-
ganizations?

How do employees perceive leadership approaches,•
and what are the consequences of these often-diver-
gent perceptions?

What image does a leader aim to project, and how•
does this align with their evolution and the organiza-
tion’s culture?

Both themes aim to deepen our understanding of leader-
ship in its diverse styles and contingent contexts, encoura-
ging a nuanced examination of its impact on organizations
and their members.
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