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In recent years, organizational and industrial psychology
research has seen a shift towards the “dark side,” providing
broader insights into the experiences of employees and
moving away from an idealization of workplace relationships. It has thus become more common not only to look
at positive employee characteristics (e.g., conscientiousness, proactive personality) and their relationship to workplace outcomes (e.g., trust, organizational citizenship
behavior, performance), but also to investigate negative
traits and their potential consequences. For example, the
dark triad (narcissism, Machiavellianism, and psychopathy,
e.g., Paulhus & Williams, 2002) or dark tetrad (adding
sadism; Chabrol, Melioli, van Leeuwen, Rodgers, &
Goutaudier, 2015) have become of increasing interest in
workplace research due to their often substantial negative
impact on others (e.g., Campbell, Hoffman, Campbell, &
Marchisio, 2011) as well as the bottom line (e.g., Chatterjee
& Hambrick, 2007). However, there are still many open
questions regarding how dark personality traits operate in
the workplace as well as how to best conceptualize and
measure these. For example, Ong, Roberts, Arthur,
Woodman, and Akehurst (2016) found that narcissism
relates differently to other ratings over time. But when does
this change happen and are there mitigating or enhancing
factors? While there is also an interesting amount of
research on different narcissist profiles based on Back
et al.’s conceptualization (admiration vs. rivalry; 2013), we
still know little about its implications in the workplace
(for an exception, see Helfrich & Dietl, 2019). Schyns,
Wisse, and Sanders (2019) suggested that followers with
dark personality traits may use strategic behaviors to cause
havoc in organizations, but what are the specific behaviors
they use? What should organizations do to avoid hiring individuals with dark personality traits in the workplace? Is
training effective in minimizing the expression of these
dark traits? These are just some of many possible topics
for future research. For this topical issue of Zeitschrift für
Zeitschrift für Psychologie
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Psychologie, we seek contributions considering, but not
limited to, the following areas:
1. Theory development
– Models proposing new or conceptually advanced
configurations of dark side personality traits.
– Multi-level conceptualizations of the impact that dark side
personality traits have at multiple levels of organizations.
2. Underlying processes and contexts
– Studies including models that explain why and under
which circumstances dark side personality traits
affect workplace outcomes.
– Studies that compare the impact of dark side personality traits between different contexts (e.g., intercultural or sectorial comparison).
3. Interplay between different actors in organization
– Studies looking at dark side personality traits in leaders and followers, and their interaction (e.g., leader
and follower narcissism).
– Team outcomes of dark side personality traits in
teams (e.g., inter-team and intra-team trust vs.
creation of control mechanisms).
4. Methodological advancements
– Studies that develop and validate new measures of
dark side personality traits.
– New approaches to measuring dark side personality
traits beyond traditional self-report surveys.
– Studies that study dark side personality traits in
combination with advanced statistical approaches
(e.g., growth curve modeling, multilevel modeling).
5. Counterintuitive findings
– Studies that examine how and when such traits
might not be toxic or might even be helpful in the
workplace (e.g., protective mechanism in highly
competitive environments).
Ó 2019 Hogrefe Publishing

2

Call for Papers

How to Submit
There is a two-stage submissions process. Initially, interested authors are requested to submit only abstracts of their
proposed papers. Authors of the selected abstracts will then
be invited to submit full papers. All papers will undergo
blind peer review.
Interested authors should submit a letter of intent including: (1) a working title for the manuscript, (2) names,
affiliations, and contact information for all authors, and
(3) an abstract of no more than 500 words detailing the
content of the proposed manuscript to the guest editors:
Birgit Schyns (birgit.schyns@neoma-bs.fr)
Susanne Braun (susanne.braun@durham.ac.uk)
Pedro Neves (pedro.neves@novasbe.pt)
Deadline for submission of abstracts is
June 1, 2020
Deadline for submission of full papers is
February 1, 2021

Detailed Timeline










Abstract submission: June 1, 2020
Decision on abstract: July 1, 2020
Full paper submission: February 1, 2021
Review round 1: Between February 15 and May 15,
2021
Decision on first revision communicated: June 1, 2021
1st revisions due: October 1, 2021
Review round 2: Between October 15 and December
15, 2021
Decision on first revision communicated: January 15,
2022
2nd revision due: April 1, 2022

Ó 2019 Hogrefe Publishing

 Final decision communicated: June 1, 2022
 Publication of topical issue as issue 4 (2022): October
2022.
For additional information, please contact the guest editors.
For detailed author guidelines, please see the journal’s
website at https://www.hogrefe.com/j/zfp
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