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[bookmark: _Toc214909855]1. Introduction
[bookmark: _Int_5DN8iv49]Leadership is a decisive factor in the success of organization, influencing not only the efficiency of operations but also the organizational culture, the level of engagement of the employees and the possibility of sustaining the organization during the turbulent time (Yukl and Gardner, 2020). Leadership is particularly vital in humanitarian and other voluntary industries, where activities centred on the mission are of significant concern owing to the knowledge of the population (West, 2021). British Red Cross (BRC) is among the oldest and largest administrators of humanitarian charities in the United Kingdom (UK). The BRC, a member of the international Red Cross and Red Crescent Movement, was created in the year 1870 and is a non-governmental orginsation that provides emergency response services, first aid services in the UK with thousands of employees and free will volunteers. Being a registered charity, its activities heavily depend on whether it engages volunteers or not, on whether people donate money, and whether it build up trust-based relationships with the local communities and other partner agencies (British Red Cross, 2025). The case of the BRC is especially applicable as, even though the organization is humanitarian-based, the issue of leadership has been better recorded within the organisation over the past few years. For example, in 2018, an internal report shown that there were severe issues related to its work environment, bullying and sexual harassment report, which related to managerial failure and ineffective oversight systems (The Guardian, 2018).
The purpose of this report is to critically examine how leadership attitudes and behaviours influence the productivity, culture, and sustainability of BRC. Specifically, it will look at the impact of bad leadership practices on organizational dynamics, impact of bad leadership practices on organizational dynamics, employee morale, involvement of volunteers, and reputation. The report will then discuss how leadership styles and emotional intelligence can be used to resolve such problems, discuss the nature and effects of toxic leadership and ultimately discuss leadership development programmes (LDDs) and their impacts on organisational resilience.  



[bookmark: _Toc214909856]2. Critical Analysis of the Impact of Poor Leadership on the origination and Its Environment
Infective leadership may have very extended consequences on the internal composition, external standing, as well as the survival of an establishment. In the example of the BRC, several leadership failures that were well documented have affected productivity, workplace culture, and services that the volunteers are engaged in, and trust among the stakeholders. 
[bookmark: _Toc214909857]2.1. Organisational culture and psychological safety 
[bookmark: _Int_foZuZNSS]Poor organisational culture has been one of the greatest effects of poor leadership at BRC. A 2018 internal audit, reported by the Guardian (2018), shows that 21 employees and volunteers reported increases in bullying, harassment, and a lack of intervention by effective leadership. Top management was claimed to have turned a blind eye to complaints of unacceptable behaviour, giving way to a culture of silence that had compromised psychological safety. This concurs with the notion of psychological safety (Edmondson, 2018), which indicates that, when employees fear reprimand or loss of concerns, chances of open engagement and provision of innovative solutions are reduced, hence reducing the organisation’s performance. The inability of leaders to form a friendly, non-secretive culture contributed to the increased rate of staff turnover as well. The voluntary attrition rates, which are reported by BRC in its Annual Report 2018, have indeed risen throughout the duration of the covered leadership controversies (British Red Cross, 2018). This agrees with research that poor leadership is the best predictor of employee disengagement and voluntary turnover (Ntenga and Awuor, 2018). Thus, perceived leadership hypocrisy or carelessness can bring about the collapse of commitment very easily in the case of humanitarian organisations, where monetary bonds of loyalty are not the major motivational factors to consider, but values must be.
[bookmark: _Toc214909858]2.2. Volunteer engagement and Productivity.
BRC has volunteers who comprise a significant part of its functioning activity, and 21,000 people are members of the organization (European Youth Portal, 2024). Weaknesses in leadership had a direct negative influence on their involvement and efficiency. Several investigative stories and interviews with former volunteers between 2018 and 2021 featured exasperations over poorly adjusted communication. Varied decision-making, and weak crisis leadership amid phases of restructuring. To illustrate this, a recent internal staff survey in 2021 found that a minority of people of colour have been the victims/witnesses of racism at work (Adamson, 2021). This translated into volunteer dropouts and delayed response operations in certain areas during the state of emergency. In 2021, the community life Survey indicated that the proportion of the population volunteering continued to fall below the previous years, with one-fifth of the population participating (17% participation) (GOV.UK.2024). In this sense, research on nonprofit leadership highlights that transformational leadership is linked with a positive linkage with the especially inspirational motivation and consideration of individuals, led to stagnation in operations. This disunity of vision resulted in varying delivery of community programmes and, in the end, minimized the ability of the organization to realise its humanitarian goal. 
[bookmark: _Toc214909859]2.3. Strategic misalignment and reputational risk 
There was also poor leadership that resulted in the misalignment of the strategies with the real practices that should be employed in organisations. Internal decisions of role restructuring and centalisation of decision-making processed by its then-CEO, Mike Adamson, were highly criticised due to the lack of consultation with stakeholders like the NHS (Genteman, 2017). It is especially an issue with mission-driven organisations that should use shared values and generate together with communities. 
The BRC lost its reputation in terms of trust among the people at this time. For example, the week (2019) reported that the public lost a lot of trust in the key charities in the UK, and that the BRC was among the organisations where the leadership scandals influenced the perception of a charity. The damage to the reputation within the charity sphere is one area where damage is worse since it impacts donations, alliances and moblisation of volunteers. Following the BRC’s poor leadership response to internal misconduct allegations, it came under more security, both by the regulators and the media, and it risked losing its moral authority as a humanitarian leader (Riley, 202)


[bookmark: _Toc214909860]2.4. Ethical leadership and stakeholder relations
Ethical standards and relations at BRC were also undermined by poor leadership attitudes. Leaders have been accused of inclining more toward the reputation of the institution than accountability in situations involving the 2018claims of harassment (McKenzie, 2018). This implies the ethical fading notion existing in the literature on organisational ethics, where leaders justify unethical conduct by the process of safeguarding organisational image (Rees, Tenbrunsel and Bazerman, 2019). The fact that stakeholder concerns were not adhered to, frontline volunteers, local partners, as well as the afflicted communities fostered an atmosphere of alienation and disempowerment. The stakeholder theory notion implies that effective leadership in nonprofits should consider the combination of various interest instead of priortising top-down control (Woo, Actis and Fu, 2023). Thus, without inclusive leadership, BRC becomes less involved in interacting with local communities and especially the rural areas, where the most basic operations of the company depend on the volunteer networks. 
[bookmark: _Toc214909861]2.5. Environmental and systemic consequences
The effect of poor leadership was not Limited only to the organisational Level, which impacted the entire humanitarian environment. Being one of the largest voluntary aid organisations in the UK, BRC is vital in organizing the process of flood response with local councils, the NHS, and other non-governmental organisations (GOV.UK, 2025). The crisis experienced effects on leadership failures and internal instability, as the recent events of the 2025 heatwaves and record dry spring impacted coordination, delayed the response networks, and unified trust in the sector. As Misha and van Dijke (2019) opine, the trickle-down effect of poor leadership in areas where trust and legitimacy among people are paramount may destroy relationships between organisations, resulting in inefficient use of organisational resources.



[bookmark: _Toc214909862]3. Significance of Leadership and Critical Evaluation of Leadership Styles and Emotional Intelligence
In the humanitarian organisations, like BRC, the importance of leadership is enhanced since these organisations are not driven by profit-making but by the virtue of trust, volunteership and value-based missions (Newman, 2019). In this respect, leadership is not a question of administrative control but also of creating an atmosphere of empathy, cooperation, and mutual cause, 
[bookmark: _Toc214909863]3.1. Leadership as strategic enabler in humanitarian contexts 
Humanitarian organisations are formed in an environment with high emotional labour, moral responsibility, and social vulnerability, unlike in the case of private corporations. As per Northouse (2021), successful leadership is a strategic facilitator that may not affect outputs in an organisation but also impact the perception of stakeholders and employee resilience. The problem is that leaders of such organisations need to find ways of maintaining their operational clarity and moral legitimacy, pursuing competing demands such as resources scarcity, political influences and emotionally charged service environments. In the BRC example, the inability to inform the Home Office subsequently, due to leadership failures during the 2022 humanitarian crisis at two immigration contres to inform resulted in the challenge of informing the community, trusting the leadership (Bancroft, 2025). An empathic, flexible, and participative leadership framework is thus important in ensuring operational resilience and the maintenance of volunteerism. 
[bookmark: _Toc214909864]3.2. Transformational and transactional leadership
The transformational-transactional leadership model (Bass and Riggio, 2006) is one of the most extensive leadership models applied in organisational studies and was used to inspire and motivate employees with an impressive vision, promote intellectual stimulation, and address the needs of individuals. When applied to BRC, the transformational leadership approach might prove useful to restore trust through the involvement of volunteers and employees in the organisational agenda creation instead of dictating what is expected of them. Almas, Chacon-Fuertes and Pérez-Muñoz (2020) argued that the concept of transformational leadership has a close relationship with volunteer satisfaction, commitment and retention – crucial issues to the BRC considering the current loss of its volunteers. As per Li, Chen and Lai (2018) , transactional leadership is more performance-oriented, with more emphasis on compliance and management through rewards. Although this style can be appropriate in emergency logistics and operational processes, including communication of an emergency response, they are not enough to manage moral, ethical responsibility, and cultural change. The emerging issues at BRC indicate that the organisation has consistently used transactional leadership in times of crisis and has thus caused disaffiliation of the workers and volunteers who wished to see a value-oriented leadership that is inclusive (Riley, 2020). A less imbalanced leadership style that would combine transactional transparency with transformational inspiration would result in a better functional performance and social organisational culture. 
[bookmark: _Toc214909865]3.3. Situation and adaptive leadership
Humanitarian missions are dynamic and cannot be managed using a uniform leadership style. The situational leadership model presents the argument of a leader changing his leadership style based on the level of maturity, competence, and commitment of the followers (Chukwuocha, 2023). This is especially true concerning BRC because employees and volunteers belong to different backgrounds with differing levels of skills and motivation (BRC, 2024). Onboarding. It is not uncommon that new volunteers need more directive leadership (high task focus, lower autonomy). On the delegative or supportive style. Lack of awareness of such contextuality may result in demotivation or inefficiencies in operations. In his interview with good innovation (2021), ben Cohen, Head of fundraising Innovation at BRC, stated that during the pandemic, numerous volunteers were said to be over-managed without sufficient consultation, which is a sign that the leadership was not responsive to situational factors. 
Likewise, the adaptive leadership model of Heifetz focuses more on mobilization of people to address complex systemic challenges as opposed to foisting technical solutions on them. The use of adaptive leadership would imply having volunteers and frontline employees in coming up with solutions related to restructuring and service delivery at BRC, as opposed to having centralized management (Shams, and providing greater collective ability to solve problems. 
[bookmark: _Toc214909866] 3.4. Distribution and shared leadership
An additional leadership paradigm essential in the humanitarian context is distributed or shared leadership, where leadership responsibilities in the humanitarian context are devolved to teams instead of being with the top position. According to Mumbi and Obembe (2022), shared leadership promotes agility, trust, and collaborative learning, especially in resource-constrained environments of a typically mission-drive nature. The BRC has historically existed in a vertical hierarchy, with most of the key decisions being concentrated in the London headquarters at 44 Moorfields (Poole-Wilson, 2018). Nevertheless, local teams and volunteers tend to be the instant reaction to a crisis, which means they are the most appropriate to make judgement specific to the situation. The lack of distributed leadership in the previous crisis caused the lack of speed in decision-making and frustrated volunteers. as per research (Philips et al., 2022), minimising leadership bottlenecks and building the confidence of frontline workers might be facilitated by encouraging increased autonomy of local teams, but within well-define governance frameworks. 
[bookmark: _Toc214909867]3.5. Emotional intelligence in leadership 
Emotional intelligence (EI) is closely related to leadership performance within humanitarian organisational. Goleman (2019) presents five dimensions of EL, including self-awareness, self-regulation, motivation, empathy, and social skills. High-EI leaders are better placed to build trust, conflict regulation processes, and influence team effort. 
[bookmark: _Int_uRo7P0YV]The leadership was criticised in the BRC case, which failed to establish an empathetic interaction with its staff and volunteers when making structural changes. To illustrate, a survey conducted by the case study by Social and Local (2024) indicates that an International Communications strategy is required to reach out to the diversified and multifaceted workforce of the BRC, consisting of 4,300 employees and 19,600 volunteers, to prevent the feeling being neglected and demotivated. Sympathetic leadership, which recognises the issues at hand, justifies feelings, participates in direct communication, etc., would have alleviated this tension. According to Els and Jacobs (2023), emotionally intelligent leaders enhance organisational climate, employee well-being, as well as performance outcomes. In the case of BRC, psychological safety can be regenerated by integrating EI into leadership practice, which will drive up the number of volunteers remaining integrating EI into a positive reputation of BRC as a caring, people-oriented organisation. 



[bookmark: _Toc214909868]4. Enduring dysfunction qualities of toxic leaders
According to scholars like Tiwari and Jha (2022)., toxic leadership can identified as a tendency of harmful behaviour of people in power within self-interest, control or psychological dysfunction that leads to the damage of employees, teams or the whole organisation. Toxic leadership perpetuated and endemic, unlike situational lapses, which are dynamic and short-lived; it becomes part of the organisational culture, which is commonly covered by hierarchies of power (Cobin, 2022). When it comes to BRC, there were multiple instances of leadership controversies, like bullying, harassment, and accountability, all of which, as per toxic leadership characteristics, aptly reflect the existence of latter. These behaviours were not one-time cases, but they were structural vulnerabilities that enable toxic behaviours to continue. 
[bookmark: _Toc214909869]4.1. Toxic leadership and organizational performance
Toxic leaders appear to exhibit a group of pathological personal and interpersonal traits. Four main qualities would be applied to the BRC case. First, the narcissistic leaders put their image and individual authority before that of the organisation. They usually tend to have the decision-making centralised and are opposed to disagreeing with decision. O’Reilly and Chatman (202) argue that narcissistic leaders can be effective in the short-term, causing them to lose morale. Reviews from Glassdoor (2025) imply that, regardless of the claim of misconduct concerning about image and social media optics as opposed to taking action against allegations of bullying and racism on the internal front, which resulted in an average rating of 3.7/5 as per Glassdoor.  Second, authoritarian behaviours are also common among toxic leaders act not through participation but by instilling fear of intimidation and top-down management. This can be seen in online reviews of staff at BRC, as reported by Glassdoor (2025), in which the administration is characterized as being bureaucratic by the employees. Such leader behaviours as authoritarianism tend to reinforce discouraged feedback and initiative, which have adverse effects on creativity, psychological safety, and turnover. This is congruent with Asim et al. (2021, who discovered that authoritarian leadership is strongly associated with the withdrawal behaviours of the employees. Third, Machiavellian leaders are tactical manipulators who use organisational designs to gain individual or sectional interest. In the case of BRC, reports stated that power was concentrated in the hands of a few individuals in the leadership roles, such as the former CEO Michael Adamson, which silenced those whose voice needed to be heard (Evan, 2023). This behaviour is not only demeaning to meritocracy, but it also fosters a cultural of terror and divisiveness. Liyangamage and Fernando (2023) opine that Machiavellian leadership destroy trust, just vertical but horizontal as well, and weakens the team spirit. Fourth, humanitarian activities are based on empathy, not only to recipients but also to the co-workers and volunteers. Toxic leadership is characterised by emotional disconnection, as the leader views employees as replaceable assets, as opposed to appreciating them as assets (Hughes, 2022). BRC volunteers in the pandemic reported that the leadership was not sensitive to emotional distress and did not participate in supporting frontline employees appropriately, instead being directed towards the general audience. One example is that it introduced the BRC-funded programme to assist individuals who have been impacted by isolation (BRC, 2020), but it did not introduce a similar holistic programme to their own frontline workers such emotional detachment is a direct defiance of the humanitarian ethos of the organisation and leads to a quicker disengagement. 
 

[bookmark: _Toc214909870]4.2. Toxic leadership and organisational performance 
Toxic leadership has a complex and compounding impact on the performance of organisations. Innovation and high performance, in this area, are flourishing as individuals are feeling safe enough to voice their objections without the fear of punishment, as the concept of psychological safety by Edmondson (2018) posits. Toxic leaders eliminate dissent, and a climate of fear is created to avoid constructive feedback and learning. The retaliation or marginalization was reported by internal whistleblowers at BRC, which cause the creation of a the issues grew over time instead of being addressed (Power, 2019). This eventually slowed down the organisationla responsiveness in case of a crisis. Cross-sectional research indicates that a major predictor of turnover intention is toxic leadership (Nonehkaran et al., 2023). BRC has seen a low rate of retention of volunteers in the years 2018-2019, when leadership scandals were in full swing (loss of 1000 volunteers) (Annual Review, 2019). Compared to paid employees, volunteers are value. If leadership breaches organisational values, volunteers pull their labour, which compromises the capacity to operate. Moreover, toxic leaders are busy with control maintenance, hence creating bottlenecks with decision-making processes, and lack strategic orientations (Octavian, 2023). Some of the BRC programmes were delayed, and resources were misplaced during the recent restructuring as the decision-making process was predominantly oriented toward the asylum seekers in the UK (Taylor, 2025). Toxic leadership, therefore, causes organisational stiffness where it becomes hard to adapt to the fast-changing humanitarian situations and needs of workers.


[bookmark: _Toc214909871]4.3. Cultural impact of toxic leadership
The harm that toxic leadership can cause to culture is usually long-lasting, as unchallenged toxic behaviours become normalized in the organisation (Dickson and Isaish, 2024). In other words, the employees get to learn that it is pointless to speak up, unethical behaviour is accepted, and loyalty is preferred above competence. Various BRC volunteers reported that the organisation has two-sided image with a kind image towards the public and an imposing internal culture (Riley, 2020). This two-sidedness depicts the structural aspect in which toxic leadership enters, rather that the individual. In addition, humanitarian organisations are intrinsically motivated. Fear-based compliance, however, fills the left by value-based commitment by toxic leadership. Such a change compromises the purpose feel, undermines volunteer identity to the organisational cynicism, turnover tendency, and diminishes confidence in the workers. Additionally, internal toxicity tends to translate into an external scandal in industries that depend on the social confidence of the population. In the past, data protection failure at BRC negatively impacted the organisation, which became the target of additional oversight by governmental bodies like the ICO (Birkwood, 2016). Indeed, once a damaged reputation is a hard, resources-consuming and time-intensive process to rebuild, and toxic leadership incurs reputational costs in the long term, beyond operational difficulties in the short term. Overall, it can be argued that there is seldom a situation where toxic leadership is present in isolation. Milosevic, Maric and Loncar (2020) argue that it is widespread in the conditions of poor governance, absence of accountability or excessive hierarchy. One of the reasons why the toxic behaviours were left unchecked at BRC was the lack of well-developed mechanisms of whistleblowing, a sense of vulnerability among oversight committees, and endemic power disposition at BRC to stop the escalation (The Guardian, 2018). According to Batchelor et al. (2023), a toxic environment can be concealed in the charismatic or hierarchical structure by presenting leadership criticism as disloyalty. In this sense, the toxic forms of leadership in BRC were more of an organisational decline rather than a personal decline. 


[bookmark: _Toc214909872]5. Leadership Development programmes-Roles, Benefits, and Limitations
Leadership development programmes (LDPs) have been implemented as either a tool for enhancing leadership capacity, dysfunctional behaviour of a person and the framework of organisational resilience (Dewhirst, 2024). To BRC as a mission-driven organisation whose operations are based on moral legitimacy and trust, leadership development is not a luxury but a functional requirement. 
[bookmark: _Toc214909873]5.1. Strategic role of leadership development 
The programmes in leadership development aim at developing the competencies, emotional intelligence, strategy formulation, and ethical orientation of leaders. As pointed out by Kjellström, Stālne and Törnblom (2020), leadership development is not only about developing skills but also about developing the organisational situation in which leadership can work. In the scenario of BRC, leadership development should have focused on two goals that are mutually linked: (1) correcting the current leadership gaps, and (2) establishing long-lasting leadership pipelines that coincide with humanitarian values. Most recently, BRC has started having formal development programmes of senior and mid-level leaders within its International Strategy 2025-2030 (BRC, 2025b). Such efforts have, however, been reactive and not strategic. The development of leadership should thus be critically viewed in view of its potentiality coupled with its constraints amidst complicated humanitarian organisations. 
[bookmark: _Toc214909874]5.2. Benefits of leadership development programmes
LDDs that emphasis EI are important in enabling leaders to better address conflict, build trust and inspire followers (Saxena, 2025). In the case of BRC, where the crisis faced by the leaders previously was related to emotional disconnect and lack of empathy, the development using EI can directly confront the sources of dysfunction. Psychological safety and restoring confidence among the volunteers could be affected by training leaders to understand their own biases and emotional flaws (Jasubhai, 2025). Leadership development will spread to organisational culture. When leaders have empathy, transparency, and ethical accountability, the transferred value becomes scattered in the organisation. Leadership development can be a cultural remedy in BRC, where a two-faced culture (appreciative but manipulative) has been reported. This applies especially when it comes to volunteer-based structures, where the leadership behaviours are very much influential in the climate of the organisation (Toner and Martins, 2022). Humanitarian environment is usually unstable, which demands leaders capable of adjusting to the changing crisis (Shufutinsk et al., 2020). The inclusion of adaptive leadership models in LDDs facilitates leaders to be able to explore the unknown, to hear others (stakeholders) and to jointly develop solutions. In the case of BRC, it can involve breaking out of the conventional centralised leadership approaches to flexible decentralized decision-making by granting regional teams greater authority. 
Another effective leadership development plan can be used to recognised and develop young leaders in the organisation, which produces a sustainability leadership pipeline (Strong and Kelly, 2022). The transitional periods have left BRC with leaders gap aggravating issues of operational instability, more so as it transitions out of Mike Adamson on onto its next CEO, Beatrice Butsana-Sita in 2023 (Downes, 2023). Such vulnerabilities can be mitigated by an active succession scheme ingrained in leadership development that guarantee continuity of leadership even in crisis. As example cases for BRC, several nonprofit and humanitarian organisations have shown how the development of leadership can revitaliise organisation performance. In France, Medecins San Frontline (MSF, 2025). This greatly enhanced much of the filed decision-making and retention of staff. The gender sensitivity, ethics and local leadership empowerment elements were combined into a leadership programme by Oxfam, which contributed to restoring trust following a misconduct scandal that hit the organisation in 2018 (Oxfam, 2018). BRC can learn through such examples and develop contextual- based leadership that will help deal with the specific governance shortcoming and culture-related problems. 
[bookmark: _Toc214909875]5.3. Leadership development models applicable to
Value-driven people-oriented leadership approaches can be acquired through proagrammes that concentrate on the transformational and servant leadership so that BRC leaders can change their commend-and-control leadership styles to value-oriented leadership. As Mejheirkoumi (2020) implies trust and alignment of leadership with humanitarian can be achieved through workshops on articulating vision, making ethical choice and servant leadership principles. Further, 360-deegree feedback systems give complete pictures to the leaders as regarded by the subordinates, peers and superiors. This, when used in conjunction with coaching, fosters behaviour change and self-knowledge (Das and Rajini, 2023). These techniques are especially useful in solving the deep-rooted toxic behaviours that might not be seen by the top management on its own. Similarly, humanitarian leadership can trained using classroom models. Leaders can be trained in high-stakes decision-making and given practical application of collaborative behaviours by using scenario-based (simulated) learning, e.g., crisis simulations, ethics dilemmas workshops, and field immersion (Sartzetaki, 2025). On the same note, instead of emphasising only high-ranking officials, leadership development should be placed on the middle managers, team leaders and volunteers who are interested in leadership roles. This is consistent with distributed leadership theory, which can enhance agility and decrease over-centralisation (Harris, jones and Ismail, 2022).   
[bookmark: _Toc214909876]5.4. Limitations and risk of leadership development programmes
LDDs cannot cure everything, although they have the potential. The failure of leadership programmes is mainly because the progrmmes are introduced as a tick box exercise, and the culture in the implementation process is not integrated (Hamlin and Patel, 2024). Failure to develop leadership skills in BRC without exploring power relations and governance vacuity may cause leadership development projects that endanger their leadership authority (Zaman et al., 2023). In the case of BRC, past scandals of leadership were associated with the high-level senior executives, which can be interpreted to mean that the toughest opposition can be at the top. Moreover, the budgets that humanitarian organisations like BRC have are constrained (Street et al., 2017). The continued investment needed in leadership programmes, like time, trainers, and monitoring systems, can be competing with the operational funds. BRC should hence strike a balance between development projects and the requirements of the core mission. In addition, the outcome of leadership development is usually intangible and long-term (Joseph-Richard, Edwards and Hazlett, 2021). Complex assessment systems are necessary to measure cultural change, psychological safety, or trust levels. Absence of clear metrics would mean that programmes get underestimated or can be terminated sooner than needed


[bookmark: _Toc214909877]6. Conclusion 
Overall, leadership is not a marginal aspect of organisational performance; it is the core of its axis and defines cultural and performance, resilience and the trust of stakeholders. The situation of the BRC illustrates that the course of attitudes and behaviours of the leaders may support or weaken the integrity of an institution with a mission. BRC leadership failures led to a domino effect of negative consequences, including the inability to create psychological safety, voluntary turnover, negative publicity, inefficiency in operation, and strategic drift, BRC leadership failures were characterised by their poor communication, centralised control, interrelationship effects of dysfunctional leadership. The discussion showed the paramount importance of the ability to adopt adaptive leadership styles and emotional intelligence to recreate trust and perk up performance. Each of the transformational, servant, situational and distributed leadership models provide mutually supporting empathy, transparency, and ethical responsibility traits, which proved to be significantly lacking when it came to the time of the leadership crisis at BRC.
More so, narcissism, authoritarianism manipulation, and lack of emotion, the incurable, dysfunctional trait of the toxic leaders, have a corrosive influence on the organisational culture. Such toxicity needs not only a change of leadership but systemic change by reforms to the governance structure, transformation of culture, and psychological safety mechanisms. Programmes in leadership development can significantly influence the process, but they should be designed strategically, implemented continuously and incorporated in a framework of. Finally, the humanitarian nature of the sustainability of BRC is in its leadership, which reflects its value in action rather than words. Good leadership here has less to do with personal charm and more to do with group building trust, moral custodianship and responsiveness. The change of leadership in BRC is , therefore, not just a managerial need but a moral obligation to safeguard the legitimacy of the organisation, its people and communities that it has.  
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