336-BIFBNME003060 O SLIGONIVLMIOL HMT0
M©30605560I30 bMBOI0BBOOL 3GMBILAN

3560bs gmdagady, 033Dy 3@dmady
03567 x035b0d30em0b bobgemmdol mdocmobol bobgendboggm mbnggmbodgdo

33bgMmsg@n

9830M0gmo 33mg30L 30Doblb BomBmomagbl mmasbabszamma bmoomabsgnol 3Gm39Lbdn
30Mmzgbmmo dobaboomgdmagdob — 396x9d50mbodIabs s sbgHGommmdolb 8603369mmdals
356badmgms. Jomgdamo dgogagdol mebobdsm, Mgy doMmgbamoa dobobosmgdgmoa aom-

3390 Homb sbENmadL bmgnamabs 0ol 3Gm(39bd0, 3gHdme: 3MBLE MM 0o (gobbawn)
396%9d30m60b30 bomdmaagbl mMasbobszoggmo bmznamadsznal bgmdgdbymd god@mmb,

bomm qbE®donmo (6ggmmEmmon) — 398s539Mbgdgmb; d(3930L gm®mBs (3sbomo, sbgm-
Gonmo s sg3Mgbogemn) sbggg 3603369mmmze6 God@m®L bomImawagblb: mMasbabszogmo
bmgoamabs(z0s 3mboGonmom osMab sbmznMgdmma sbgMEonm J3930b00b; o (zs, 3oboyHa
©s saMgbommo J3930b dgdmbzgzedn, dndammgdgdo LEOEELENINMOE §MNE60d36gmm3bawm
396 g5b0badmgMo.

Lag3g56dm (3698980: MM b0 Do (30mm0 bmzoommodo(z0s, 39MmBgd30mb0dd0, obgMmGomemds

dgbsgaman

bmgzoomodosznol 3Gmsgbo s@sd00bal (3bmgMgdal 360d369mm3sb, gobnygmege Bo-
Bomb Bomdmomagbl; bmznamadsazns 0bygds mgsbdn, dogdgmdal sMgnmo sbsznEsb
©d dogmo (36mgMmadolb 356dombg aMdgmmgds — s@adnsbl IMwdngaw Mbasl bbgemsbbgs
bevgnoma® xanydo dobomgol dobamgdo, 3oHmgbymom 3MIGmEEma bogMob dogds
©d bLogmmato saomol ©s8330060585; bmgnsmodszns ool bmosma® aomgdmdo
bdogd@ab ab@gamaznnl 3Gmgbn, Mm3gmas amabbdmdl 3mbiGmg@ o bemzondal
bm@3gb0L, LmnomMFo s FPMEYONmo ofMgdnmgdgdal goggdobs o domgdsb.
LemEosmadsz00l 3Gmgbo sMbgdomam 3oblbodmgEogh nbmngnwol 3ofMmgbyma as6-
30006 930b  dodomoymadsl, bsfgdl, 3ol 0gb&mdal, dbmemdbgozgmmdabs o
©05dm3000909mg69dL bodystmlb dodston (Grusec & Hastings, 2015; Clausen, 1968; Van
Maanen & Schein, 2001). bbm@ge bmgosmadaznol s MM 983Dy (3oMzgmawo bm-
(000D (300), 853d3md530 brogds 0bngnwol s®Lgdoma doMmgbmma dobsbosmgdemgdol
Rodmyomondgds s bLmgosmu®o J3930L dofomswn 358gMbgdal g563@ 30390, dom
dmMab, 39653930m60dIabs s sbgMEonmmdal (Flett & Hewitt, 2000; Keller & Otto,
2009; Lange & Jakubowski, 1976). 393amddn dMmsbEmmoa s©sd0sbn d5333mdsdn Radm-
gomndgdmo J3930000 358 9Mbgdal Logndzgmdy ©398Lb 068 gM3gEMbmbBomym mMmo-
90mdgdlL s gowab dgmEg g o30L bmgnamabsznol 3Gm(3qLL sboem gamagdda, dom
dmM0b mGasbobs30sdo.

ma360ds30mm0 bmz0o0m005 300 BomBmoaqbl bdmaswo bmznsmodsoznol 3Gm-
(39L0bL gFm-go 360d369mM356 ML, MoEasb DMEILENmO ssdnsba Mmal 36nd-
369mm356 bobomb 3Mmagbonm Lsgdnsbmdal WM3MAL ©s (3bmgMgdal 3sbdambg 3ol
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dgodmgds ®edwqbndy mMasbodsznado dmmbogl bmznsmabdszool 3Gm9Lob aogme.
Bmgon bmosmodsznol sbsmmgonmam, mMasbodsiogmo bmgosmodsgns bomdm-
2003960 06830 306 3OmM39LL, BM3geag gbdaMgds ©Lo3gdmmb Ladydom gomgdmbomsb
300538930530, bddd0560 YHMNgHNME7d0L FMEToMmgdabs s MMgsbods30eda Ly Fymsemo
s@aomoal 3m3gbsdn. bmosmads300b ©mbg s@Mbgdomam 3obsdnfmmdgdl @sobsddgdeymmal
306mzbgmo s 3Mmygbonmo mz0mEgomadgdal dgbadmgdmmdgdl, dgbodsdnbsaw, dabo
dOm3Bobs s, dgdwmamd, ogemo mMmasbobso300b gi39J@&nobmdsb.

396bmbBamoal bmznamadaznol batobbo ©sdmzngdamos GmamE doMmmgbam,
abgzg MEsbabsz0m s bmgnam dobobosmgdmgdbg; dgbedsdabsw, gb oMl mE3-
benzo 3Mm3gbo s mMogg IbsGabomzol baby@zgmo dgmgan @edm30gdmmos MmMo3q
Ldngd@&ob — 0bmogaeabs s MMasbabds300l — 068 gMad(300L Mo30bgdnMadgddyg. 33mg-
3960L ®absbdoe, mMasbodszomma Lmzoomadszonl 3Mm(3gbmab s ogdamadaymas
obgmo mMgsbodsznmmo s 3oMmabamo dpamdsmgmdgda (3mboGom®o 56 bggs@om®o
gmOIom), GmamMogss: dOmIom 3dsymgnmgds, dMmMBolb 3MmEd@nmmds, dgbee-
3oL 9539d@&nsbmds, mMasbodsogmo ghmanmgds (Feldman, 1997; Chatman & Cald-
well, 2015; Taormina, 1999), m@as60bsz0mmo LEMgLOL mbg (Nelson, 1987), wsbsddg-
dnmob bomdmeggbgdo s odm3omgdnmagds badmdsmlb dodsto (Festinger, 1957), m-
3060Do(300bo80 Bomds, oMol ©gbsmds, 3MbEM3MmMEY]@nmo Jigge, ©dbgb-
&0D30 (Ashforth, Sluss & Saks, 2007; Spector & Fox, 2005); bezo0omadszonb 3Gmggbo
sbmaMgdamos, sbg3g, 0bgm doMmgbmm dobobnomgdmgdmsb, Hmamozss, 3MbLE M-
Gonmo 3960894(30Mm60%30, sLgMGommmds, gdmzonco 0b@gmad@o, (Mayer & Beltz, 2009;
Grusec & Hastings, 2007; Van Maanen & Schein, 2001; Galassi and Galassi, 1977; Parke & O'Neill,
1999), Mgbamogb@mds (Youssef & Luthans, 2007) s bbgs 3oMmgbam 356539@Mgd0sb.

Lezoomada300L 3Mm39Lo dg8ascns, 09y obsgdgdamo megl acdbmdl badydem
®ag5obs @s mMasbnds(300L LOMmYRmgdasb bgzMmam, M3, ma30L AbG0g, 3mboG oMo
50bobgds MmMasbnbs(300bowdn gMmaMmgdsdy, sbaddgdamol dGm3nc 3dsgmenmgdsbs
©5 bL54805bmdol 3BmENGmmdady, sbggg, Lbgs MmMasbabszogm 3ocsdgEMmgddy
(Feldman, 1981; Griffin & Colella, 2000; Taormina. 1999); o) obogooo gg& sbgmbgdl
Legoomodsznalb 3Mm3gLolb  gogmol, dobmgalb gl bogds dgmmzgobs ©s LEMgLAL
Byotim, dgbodsdabo, 03mgdlb dobo dm@3al gggd@oobmds. Lmosmadsns 83306530
30699boDE3M ML, dgmmgal s LabaMaqgdemms MmMasbobs(z00bsmz0bL (3, Mo@asb &3
36m(39Ld0 gomodmgds 3g@-bsgmgdse gsbbodmgGmmo, Mbogozamgdamo Jig30bs ©s
3M396035(300L BMEBgdo, 035850L MOasbabsoma bmMIgdabs s oMmgdamgdgdal
M gomobBco smdds s ndmgdmmds, Mo 03(306090L 3Mbymnd@gdl s, sdsbmabagy,
3mombmglb 653mgd bgsdbgggmmdal/3mb@Hmmmb. 88 3Mm(39L30 yomndogds dMmdnma
360, Bmdgmog mMasbabs(300b Bomdsdgdals bogmdzgmos (Chao et al., 1994; Ostrof &
Kozlowski 1992; Bauer, Bodner, Erdogan, Truxillo & Tucker, 2007).

33m930b dndsbn s 3n03mmgdgda

3309300 30Dbl Bodmamagbls 3nmgbema dobsbosmgdmgdal, 39394 (30mbob3nbs
©d dbgMGommmdol, 860d36gmmdol asbbodmzMs ©abaddgdmmms Lmgnamabsznab
36m39b30. mEgsbodsiomm  3mbGgdLE3dn sbgMmGanmmds BomImowa bl (33emewb,
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MmIgmog »em3mds — sbgmGommmds — dg@g3d/ogmgbool” 39J8mEbg godmagmagbl
©3654390mol M0b53IMMBMdNSL YHMNgMNMEgdal MPnbsbGN® LEnml; 3gMead-
30mbad30 30 oRz9698L, Medmgbow 360336gmmzgebas @oboddgdymabomgal Ladmdomb
dgbErmemgdol batabbo s domgdymon 393933060, Medmgbo 560l smasgdymo (dob
BomImmag6530) 3nbn 3oMmzgbeymn s 0bBgmgd@omyMa mambgdgdoa.

33m930L dofomsmn ©8d3930L Mabsbdaw, 3oMmzbayma (33memgdo — 39Mxgdo-
mbnb8o s sbgMEommmds, bbgs 3603369mm356 30MMgbym o MMasbabs(znmm Bobo-

LMY GEMSB gPMSE, 353 gbsl sbgbl MMasbnbs(30mma bmznsmabsznal 3Gm(39LLS
©d baMobbdy. 39Mdme, 3mbLEEMNIEonma (Kebbomo/ssd@ o) 396xgd(30mbaddn
3mDboGogMa 300l sbmaMgdygmo bmznsmadszonl domam bamabbmsb, bgmb |bymdl
3L, beaemm gbG MY J30mmo (bgzEmGnmo/sfmosad@nmo) —sxgmbgdl (H1); sdsbmabagy,
396%39d30m60b3ab 356DMBnmgdgdl asbbbgseggdmma Bmbs goshbaos Lemznsmadszonl
36m39Ldg 303 gbol MzembsdMabom: MmzommEmngbGomgdamoa s bmnsmymaw d0bg-
Moo 3909394 (30mb0D30b go3mabal batabbn bmznsmabs3noDy ym Jomamos, 3000y
Lb3gdbg MM0gbB0Mgdyma 3gHBqd(30mbad3al (H2). mGasbabszogmmo bmnamadsznab
36m39bob 36033bgmm3zo6 3Mgmad@m@l Bamdmawagbl, sbggg, @ebsgdgdamal digg0b
gm®3S/LEMsGgans (3sboyMon, sbgMGomo ©s sg3Mgbogymn); boggmagzo ©sdgzgdal do-
bgzom, mMasbodsommo bmnamadsgns 3mbogogmsm oMol sbmamadama sbgm-
G0 43935056, saMgboggm 43930bmsb 3o BgasGonmaw (H3). sbggg asdmamggs go-
oMo, Mm3 3sbog®o J3939, SbgMGNEMsLmsb dgosMgdom, ©dsma bamabbom,
358603 sbg3g 3mDaGoYMa© 50l s 3ogdnfgdayma MmMasbodszommo bmnamabsznal
36m(39Lmsb.

Ly33mg30 33o0380b dndmboggs

mmg360 3530900 bmzosemnds308 bomdmamaqbl ©nbsdoznm 3Mmzgbl, Mm3gmaocs
0bygds HMIgmodg mEasbodsznada 3ygdomdall @obygdol dgbobgd gowsbyszgdomgdal
300930b3m3gb&nwsb @s 3MdgmEgds 93 MMasbobs(300L @oGM39d53wg. MMasbads (30
Lm0 bs(305 BaM3mamagbl s@sdnsbal 3Mmeggbommo @s 3oMm3zbyma Rsdmysmndgdol
36m(39LL, MEaobods(300d0 83 330MgdNmo (39300, 0Mgdnmgdgdabs s bm@m3gdal
300530b960b gB0m; gb 3M0b 0bngoabs s MMasbadsznol MMIbGNg0 MbyzqGo nbdg-
54300, BmImolb Jgegasm brgds sbomo mebsddmmdmal GHabbymM@Iamgds ,onEbo-
00960006 95398056 ,0bbsngMo® (Louis, 1980; Kraimer, 1997; Van Maanen & Schein,
2001; Wanous, 1992; Feldman, 1981; Bauer, Bodner, Erdogan, Truxillo & Tucker, 2007).

3969395430m608dn amabbdmdlb 5©s80560l oM 3gdgm LbMogzel LEymymao-
930396, 333300 dmmo 356356 8)gd5d0L Mobobow: 3gMggd30mbabIa sl dwe-
80060L LEMSR3s nEgsENEMBOLS s Mbam bEmymaamgdabs 3gb, Mobs msb sbmsogh
30080390 m30md9x30bgds @s Igmmazs bbggdol dggebgdol asdm (Flett & Hewitt, 2002).
3960994(30mb0D3n 60dbogl Logmmamo megobswdn ymggmemoy@em Bcm domaeo
©mMBob dmmbmgbgdol Baygbgdsl, gomyg 53sb Mgsmmds nmbmgl (Hollender, 1965). 396-
39930m6obE0 30bbsw ababsegl domam, dombzmdgm 3abbgdl, Mm3gmbes 396 s0bgsl,
o3 063930 bbgs 0963093 3MMdmgdgdl: 4o6g3mbmsb s@sed@s(300b boMmyymg, dnmmgs,
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gbogmemmaon®o ,a508638%, ©odsmo mzomdggsbgds, ©g3Mgbos, 3390000 S3mommds,
LYOEEEYMo BodMgdo s Lbgs dbgogl ommggzqdl (Tomina J. Schwenke, 2012; Hill, Cur-
ran Thomas, 2015; O’Connor, R. C., O’Connor, D. B., O’Connor, S. M., Smallwood & Miles, 2004
o bbggdo).

3969399(30m60D30L 5396m3gb0l JgLBagmab Labyob 83Dy (3obmmo Lamzmbob wo-
Lobynbo), MBoGsMMma doamdal goMmamqddn, 35 xgdombabdn, doMomswsw, gsbbo-
o 0gm 9Mmasbdm8omgdosh, 6gas@onm, ©gb@mndionm gbojogn® dsbsbosmgd-
mom, BLodozol sMILBEMMo Maammomgdol, gbodmmmaonma dsmmmmangdolb 0booge-
BMMo© 96 3mabodm® obybdznoc.

d99gm3 983y (3obmmo Lom3mbal 60-0560 bemgdo) gbogmmmagdds dgdmadobab
bm@doma@o 39Mx9J30mbaod3al (56935 s gMmBsbgmnbogeb gsdoxbab 39Me3qd(30-
mbBob3ol bm@3omao s sommmaonmo gsdmgmgbs; odm@mdonm 3mbsge(3096d0
39609399(30mb60D30 ME3memmbosb 35Ms8g@Mow sMab gebbommumo — ©gb@ G Jommo vs
3MbLE&N0mma, s@e3@ MM Vs sfooad@nMa, bmmdsmuma vs bgzthmEmo (Cox, Enns
& Clara, 2002; Hamachek, 1978; Stoeber & Otto, 2006; Terry-Short, Owens, Slade, and Dewey,
1995; Stumpf &Parker, 2000). odm@&mdonmo doamdob dobgogom, 3g6agd0mbobdab
3mDoB oMo ©s bgas@ oMo asdmamabgdgdo aoM3zgnm go3mgbsl sbmgbl nboogowab
39&03mdsbdg o bmzondmsb ab@gmsgnol 3Mm39Ldg. 03839 3gMommda Rsdmysmndws
bbgs 3mb39%3(30900(3, EMBgemms Gomamgddo(s 39Mx9J0mbadIo gsbbommemos Medwyg-
6039a5bbdm3omgdnsb 3mbLb@Md@on (Hewitt &Flett, 1991; Frost, Marten, Lahart & Rosenb-
late, 1990; Hamachek, 1978).

333ma3omms  ImbodMgdom, bm@Ismamoa/3mbb@Mdonmo  396%59d(30mbob3al
3dmbg 030560 IMMB0b3Amygemgs, 5@ 0Ma, BmEGngz0M9damo; g55Bbns Jnbbab JomBg30l
3Mb3Mg&mo abgdo, 3mboGomEn m300398sbgds s Jombgzol domamn dmBnzs(309;
ol obobogb dbgmom Babombgg, doamMad 5g339@M® 30BbgdL s dMmInl 3Gm(3gbo Lo-
33m36905L 8b0ggdl, od(3e, 3 3Mm(39L30, goM3399mboma, dgmmsgl 3omy(s; dob dg-
admos Laggme®n demngfo s LabGo Fbomgqgdol gosbmads s Mmez0bogg o©agboemo
LEObEsM B0l dg33ms dg436aemn Lodmse300086 353mBENbsMy. bggmEmo/ogbd)-
Adogmo 3g0Rgdombabdol 8dmbg ssdasbabsmzal LEMmymaomads ogegadLl
BomBmaaqbl, Mmdgmbsi meb sbmaglb Bomds@gdmmdobs s dgmdnlb ©sd39d0L
demog®o dodo. sbgon 5d308b0 sE0sMmgdobs s Loygs@mmmo domadal LyMzomom dmg-
39093, nbobagl nbgom s3m(3565L, MmBgema(3 8oL Jgbodmgdmmdgdl smgds@qds. dgmgas,
3ndogn dgmmgolb damdsmgmdsdo ndymggds ©s 3dsymaomm bsgmmeMa mezoom;
sbabnomgdl 3G gLommmds, bofmzbzomabs s sBsJommal 38635, 3BM 3MOLE bS50,
3Mabo@moa bobnbGg, MogoYmmds s godmngMgdamn mzom Mo nzs (Hamachek, 1978).
©odm@mdonmo doamdol dmdbMgms ImbobEgdom, 39MxgdE0mbad3al smbadbamao
3mDoB oMo s bgge@om@a gsdmgmnbgdgdo sMbgdom go3mabsl sbogbl nboogowab
L3030 Bs(300L8 S 3G IMLMSL sE3@s(300L 3Mm(39LYy.

33mg3° 95399dbgds 3onGabs s gmg@ ol 3mbgx 0oL, MmImal mobsbdaw, 3gM-
39930mb0bJ0 bdasbbmBamgdasba 3MbLEEMJG0s s ammabbdmdl 3gMmagdombobdab
Lod FodoMmmgdsl: mgommMngb@omgdamo (Self Orientid perfectionism — SOP), bbzgddg
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mM0gb@nmgdema (Other Orientid Perfectionism — OOP) o Lmgnsmymao dobgacemo
396994(30mb0%D3n (Social Prescribed perfectionism — SPP). dosmo sbGom, 3965397 30mbobdabs
306Dm3omgdgdn, o9 ab boMobbmdMnzom domnsb domamons, b3gexozn® Kbodogn®
M 3935bmsb 3M0b ©s3o3d0Mgdmema.

(1) ognomngb§omgdanma 35960x5d30mbaddab (SOP) dqdmbzgzsdo sw©sdnsbo
Lo Mo3Lb 1ygbgdl domom LESbEIMEGoLS s 83m(35698L. bmEMBsmMo mgom-
mM0gb@0Mgdmmo  39Mx5gd30mbaddab dgdmbzgzeda Lmdogd@o abobeglb owq339@M®
30bbgdL s smBg3Lb 303, bmEm Jomoma bomabbolb d93mbzg3530 508056L dgadmgds
sbobnsmgdmalb Maomu® s nEgoma® ,35°L dmmMab asbbams, dgmmgs, ©g3Mabos, ©s-
doemo m300358030b(3985; dgbodemms, sbg3g, 3odmzgmoboalb 3mobozno sMm3939d0,
dsgamams, bgMmazoyymo sbmmgdbos, s 3m3memnbawdn dnmginmads s dabo.

(2) bb3ggdDg MmANgbBomgdymon 356xgd3Eombad3alb (OOP) d93mb393530 s©sdnsba
30M3d98m3gmxgdobogb dmombmgl bEmmymaomadsl, 335(3Md© s 3M0G03Pmem d>g3o-
LadL dom; BmBogMo OOP-0b gdmbizgzedn, s©sd0sbn dgadmgds agmb joMao mowgo,
Moasb dgmdmos Lbgs 83056980l dmEngomgds, dogmsd damamo badmabbol Lb3gddy
mM096&0Mqdmmo 39M59430mbnod3al Jg8mbggzedn g43bgds 3MmMdmgdgdo MMHmngMom-
398bs s, Bmgswa, bmnsmodszoob 3Gm39Ldo.

(3) bmgosmuMsp dobgMamon 3gMegdEombadda (SPP) amemobb3dmdl s©s80sbals
3096 bomBmbabym obgo LEGObEMEJoLY s Bombg39dL, MMImgdbss, dobo sBHoom,
30basb dmgmosb dabmgal 3603369mm3560 980569805 830l godm, 39Me3gd(30mbabGo
303939500 domsemo dgmmaznlb Mggnddo ndymazqds (Hewitt, Flett et al., 2003).

03 3mb(3983(309bg IYMEbMdom, 538m™mMgdds dg0ddaggl 3MezomasbDmBomadosba
396%39930m60b3ab bs3zemggo bgsems Multidimensional Perfectionism Scale (MPS), ©mdgemogs
9fo-geo dmegs® 0bb@MmmdgbdlL Bomdmamagbl 3gMma3gd30mbabdal 333mgzeMmsmzal.
BomBmmagboemo 33mg3s gymbmds 39Mxqd(30mb0D30b odm@mBonm Boamdsl, 569y
0b0sMgdb 396 x399(30mB0D30b 3MBLE MY (30mmo s PaLE NN g53m3mabolb Gm®-
3908 v, 83539 @MML, 3ogoGobs s Fmg@ b badasbbmInmgdnsb dmogmb, dgbsdsdabac,
39609399(30mb60D30b Ly z3ma390 38dmygbadeemas oo ngM dgddboa nbLEGEMB6E 0.

3Mo35mIbMngo 5Mob dgLBsgmomo 39Mxgd(30mbob3nl odsMmmagds doMmgbmm,
3Omyqbogem o9 mEas60Ds30mm doboboosmgdmgdmsb. dsgsmamewm, 35LBagmgdmgddy
Ro@omadmma 33mg3960b dobgozom, bmnsmymaw dobgMammo 3965394 (30mbob3n mowg-
doo  gmEgms3nados 3Mmyzqbommo  ©ob@Mmgbolb 06896LogMdsbmeb s MeMmymgnm
3MEgma30sdns dMmdoo 33symazomgdobomaeb (Flett, Hewitt, Hallett, 1995). sos3@qa
39609399(30mb0D30b Jgdmbzgsedo, dobbogmgdmadol 3gmagbommo asmsbznlb 8sh3969-
dgemo LB PGLE 0 YMs© M360d3bgmms, bmmm Lbsgmgdal bamabbo goznmgdom dsmamo,
300009 3M3033@ M0 39M0x59J(30mb0ob3nl AmL (Stoeber & Rennert 2005). swgdomo
3MOgmd(305 35dM3mnbrs sMss@ad@ N 39Mxgd30mbobAbs o 3Mmeqboym aswmsbssb,
99m3096 353mxz0@ 3oL dmmob (D’Souza, Egan, Rees, 2011; Tomina, Mitchelson, Burns, 1998),
©d doModom, sMssad@ Mo bmosmamem dobgfmomon 39Mx94(30mbaD3n MoMmymanm
3MEgma(305300 dMm3om 3dogmanmgdsboob (Flett, Hewitt, Hallett, 1995; Stoeber & Ram-
bow, 2006).
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sbgmGomemmds >0l 5©830560L J(3930L FM@s, Wb, asdmbsGmb Lszmmsemo
by@gomado, acdbmdgda, bogoMmgdgdo s @on(330L LygmmeGn NRmgdgdo aby, H™3 o6
dgemobmb bbggdol gcdbmdgdn s o6 @ssfmmgamb dsmn Ni3mgdgda; sbgMEomm s@sdnsbl
sbabosmgdl 3sbybobdggdmmds bsgmmet 393009, Laggmemo ©s bbzobo gmgdqdal
358030L(3935 5 (339, 9BIIEYNM0 3MIN603d(305, MOZLORINJINEMIS s 3MDoG 0o
35669mds, 3mbdgbobs s Immadams3gdal Mbama, ©obgnboal EOH™L sMaxMdgb@omgdmma
3L gmmds, 30mmzbymo Lodbogg s Igmmzab @edsmo batabbn, M36533MMIMmIsdy
MM0gb6@ o300 ©d 3mI3EHMB0bob Bombgzal dbamds. sbgMGommo 43939 360336gmmmgbow
MBymdl  bgmb  3mbgmoagd@olb dmagemgdobs ©s b NJEonmo  ©s3nfmnbdnmgdal
00300056 5(30mgdsb, Moz o6 sboboomgdl 3sbay&n o6 sgmgbogymo J3930L bEGsGgansl
(Alberti & Emmons, 1970; Smith, 1975; Fensterheim & Baer, 1975; Galassi &Galassi, 1977).

05398m3b30L, L3gd@mALS s ™Mobagl Jobgrgom, sbgMGoYmmds BoMmdmowmagbl bo-
30960 qRmgdgdol s(330L MbomL, Lbgobo mamgdgdol etmizgsol, dgmabzolb gomgdy;
domo dmbadMgdom, sbgMGogmmo Mgadz0s sGab abgma Gadal 3sbybo, Am3gmas saqbl
LODPZIML (393990 580560l s obsMABn 55056950l YBMgdgdl dmMal, Moy
MEN0gMmgdal LGodomymmdol bagydggmas (Jakubowski & Spector, 1973; Jakubowski
& Lange, 1978). 3bgagbo bsd&m3do 9399013600 sbg@ B ogmmdals 333ma356L, 35bmge Lomb,
Gm3gedag sbgO@ommo Jigz0b 10 dofomsn 3M0b(zndn Rsdmaygsmads s boGmgzbow
»LgOGoMEmMdob 356mbgda” MBmes. smbadbym s3@mMmms IMmbLsbEgdom, LEMM g ,obg-

@00 s@sdnabol” 3mb3993(300 3mobbdmdl 393s6Ma© s admzMasGonmawm b3
»60 Bmgdgdol @s(3350, Lb3gdob BNbsdgbdnHo MBmgdgdal sMmggzoL aomgdyg
Mmammi dmasse bmonddo, sbggg mMasbobs(z0080. 8xbadbmem bodMmmdms gama-
mgddo sbgBGonmo Jig3e s0bgFamos 3mb&nbanddy: 35LonEMo/Es3mMIMba/sdymea —
sbg@@onmo — 3938 930/58Mgboggema” (Smith, 1975; Alberti & Emmons, 1975).

3s5bogMa (E33ndmda, 33ymema) 3930b dgdmb3g30d0 50530560 0S© S 3nMd30M
36/ 396 358mba@ogL b 3 BmbaDMgdab, LyyMgamgdles s 31dbmdgdL; Mg m oMo,
boggme® byMgamgdlb bbggdal 068gMgLbgdl oagdl ob Lyymosi oMb $3dmdL dsmdy.
sbgMmGoyma Imegmab IJmbg 5380560 Mmagob biy@zamgdbs s 3®mdbmdgdL doMmsedn®
30dmbo@ogl, doacod 53539 MM, sbgamadl ¢bg3L Lbggdol acdbmdgdbs s Meg3madgdl;
3sb dggdemons bbggdol 8mbdgbs, dsmn nb@gMgbgdol aogqds; ob o3mbEGHMmMadL Lsgnmam
4(3939L9 5 gMdbmdgdl; bbggdl o6 sdmg3L dobom dsbadymamgdabs s dgmHssbymagals
MBmgdal; dobogol 860d369mmgsebos, @ogmo nymb yggmel ggmgds; 3o sMal dm-
mM3565398abs o 3M33Mmabobomgal, dogfsd oo boggomsta byFgomgdabs ©s Mg3-
m93960b ©803mdal batgbg; ©abgnboal/3e8s0m0b MH™ML 56 0ygbqdl d0dsMmzal mbgd,
28Mgbonm gm@3gdl s, 83539 ML, dobo dbggmmds sGob sMadgb@omgdmma (In-
fante & Rancer, 1996). sagbogmao (359@330) J3a30L LEomab 3dmby vs30s60 os
5 30Ms306 g5dmbo@eglh Lagmmam bLogafmmgdgdbs s 0b@gmgbgdl (sbgMGonmab
3LaogLo), dogMed 535L, doMomawaw, Lbggdal Ngmgdgdal, aMdbmdgdobs s maMmbgdal
dgemobgol bofmgdg 939093L; 8obmgol ©sdsbobosmgdgmos 0d3mmba@mmds, bLbggdal
©33(3069ds, Lom 35bT0, 3M0E039; (3mEo 3b3gbgmo s M3nbsb@Gns (Rakos, 1990).
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03 3mbzgy30nb dobgmzom, 3sboyMa Jigze oMab ,obgEmEommmdal Bsmgdmds”,
beemm sg@gboemo (3935 oMb gMomagzemo 3008358 gdmmo sbgHGonmmds”. 3sboyMa
43930L bEomo MB0gbBoMgdaymoas Lbgobo LogoMmgdgdol ©s33symaamgdsdy, sg6gbo-
Memo — doMomes, Ly zmmemn byMzomadol sbBMmadadyg, bmemm sbg@Eommo ssdnsbo
(320mmMBL on(330L doemsabln 83 mE 3mDaz00L ImEal — @on(330L Lo Fymama MYymgdgdo
s byyMgomagdo by, HM3 o6 Eonfmggl Lbgnbo N@mydgda.

333ma3omms ImbodbMgdom, sbgMGommmds Mommo JmbbEEMJG0s s sdm jo-

©gdnmos dMsgam 3mbBgdLENG Rod@MEADg; ol godmgmgbady asgmgbsl sbrgbl
3NEYMS, LmEosmafn god@mgda, sbogn, agbogfnm-Mmmyma mafmgdymagdgdo
©5 ©obdmbaom@o go6bymdgda. JumEuGems M3Mmagzmabmdsda, smdMmoalb 3Mm39Lbdo
amambgdobs o doggdals bmznsmyGo MHmmgdo asbbbgogzgdyman ©onbBagmygds, dgwg-

350, bmznsmabsz00b 3Gm(39L80 Bom Nyomodogdsec gobbbgszgdamo d(3930L dmogmada
(Onyeizugbo, 2003; Onyekwere, Rubin, Applebaum, 1976; Chandler, Cook, Dugovics, 1978).

SbgdGommo Ji3g30L LGomo 360d36gmm3zsbns abgma of@&nzmdgdobomgal, Gmgm-
Mo(z0d: dombgzgdo 0300930 s 3Mmggbogem boddnsbmdadn, 3Bmeyqboal s®Rggs ©s
3oM0gmgmo b, sbggg, bmosmods30s s sad@ons (Nevill & Shlecker, 1988; Cre-
ech & Boyle, 2015; Rabin & Zelner, 1992). Jomgddg Ro@ofgdemo 33mg3900L obgogoom,
adomo sbg@mBonmmdal 3Jmbg Jomgdo N@Gm oMo 0fMhgzgb 9.6. GEonzoymm
o 3GmegzqbogdL, bmemm damamo sbg@mEGommmdal dJmbyg Jomgda — oM@ Moz
36myqLogdlb s Ig@b smbg396 3oMag&msada (Nevill, Shlecker, 1988; Ory, Helfrich, Cook &
Dugovis, 1978). mmban@oeyco 33mg3zgdom godmgmabos, Gm3d sbgMGommoa Jig30b
30dm3mgbsdy go3mgbsl sbogblb Lmznsmodszool abgmn god@m@gda, Hmammngss,
bemgosma&o bGoGbo s bmosmamo Gmmgda. Mm(3d 30580560L Gmmao ©s bEsybo
©50930m50 B3LEYds bmznmdal BogH, 0DMEs 88 530560l SLgMEYEMdal bamabba
©d 3oModom, sbgMGommmds J0MEgds LEGsGMLbob s Gmmal 3603369emmdals 353~
(306955b056 gPmew (Twenge, 2001).

L3g0omabEgdolb BmbabMJd0m, MG sbaDs (300 gB3gdE 060 BNb0mbamgdobsmgals
3603369mmmz0605 036533MHMAmgdal HEmogMomds exmdbadyma agmb sbgHEommo
43930L 3mEgm Dy, 30650056 J(3930L SLgBGMEa ImEgmo gbdemgds gfo mMasbadsznsdo
050654390 gdl, gzgmos 500sMgdmma aymb mobsdsfn Yymgdgdol ddmbgo s ndmg-
3900mb 83 ymgdqdab BamBmda. sLgMGommmdol MbsMb Mboms Gmmdbgb Mmam(s
m0EgMgdo, 3969x%96Mgdo s mMasbadaznal bymddmgabgmagdo, sbgzg Mogomo sb533-
m3gdo; MmMas60ds(30980L 9x39d& N0 FubJombomgdabsmgal gowsdbyzg@o 360d3-
bgmmds o43L g839d@&0ob 3m3nbagzsz0sl, NAMaghmasggdol 3mads@lb dgbgxgMgdbs ©s
0543997535695 gdlb dmMab, Mol dombgzsz dgbadmgdgmos LBmEgE sLgGOE oo
J43930b 3mEgmol godmygbgdom. 833mgzecms dmbadmgdom, q3m393d060b, 3B08030bs
©d 3m3gb@omal sbgMGommom gsdmmdds s domgds sMbgdomns 3gmomasbbymdaemo
mMasbodszogmo 3mndsdolb dgbaddbgmaw (Miller, 2011; Cheney, Christensen, Zorn, Gane-
sh, 2010; Ames, 2009; Peneva & Mavrodiev, 2013; 2009; Papa, Daniels, & Spiker, 2008; Back &
Back, 2005).
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33m930b 0bLEMYIg6§qd0 s IgMARg3s

Lemosmadsz00b 3Gm(39Ld0 39Mg3g30mBabIobs s sbgFmEGoYmmdal 360336gemm-
b0l baggmagae dg@hgmmos Lado nbbEEN3gbE) 0.
>  3oygooabs > gmgoab 3M335mas6bmIamgdosbn 39Gxgd3ombaddalb bzsms

(MPS — Multidimensional Perfectionism Scale; Hewitt & Flett, 2015) dmo(3o3L 45 0gd«y-

gL, gobrgds mo039Mm@ab 3ol dz0bogggbmEsb bsmsdy (0=0,86) s Lsdn

J39L3omal badmsemgdoo s@agblb 39Mx9d(30mbob3nl gsbbmBnmgdoms bamabbl:

(1) ogoomEogbBomgdama (SOP), (2) bbgsdg mEogb@omgdymao (OOP) ws (3) bm-

GosMa© dobgFama. MPS sbggg Dm3sg3Lb, dmaswaw, 396M¢94(30mbaD30lb ©mbgl,

3ol baggmdggmdg dgbadmgdgmons 396g394(30mb0D80b Lado M@l god8mgmabe:

(1) 3dsemn 396394 (30mba D30 (Nonperfectionism), (2) badggaemm, 564y 3mbLE G4 s099ema

39609399(30Mm60%30 @ (3) Bomama, 569 aLEENIEonmo 3gMxgdombabdo.
> sbgAGonmmdab §qb@e (How Assertve are you. Donald A. Cadogan,1990) 3qgca9ds 10

LoBOE0YMo ©35mgdabagsb, Lbado dgbedmm 3sbabom, HMImgdaz dggbedsedgds

J(3930L L3 FMABb: 3oboyMa, sLgMEG oMo s saMgbogmo (o= 0,703).
> 63360330 mo bmgosmodsgoab jombgsma 3989353000 33mg30L goamqdda

5 dmo33L 30 @admmadsl, gobogds msn3zg®m @0l G030l bamboggbymast bjemadbyg

(=0,92).

330935 ho@oms mdomnbdo, 420 obsddgdmm Mgbdmbogb® bg; 33emggol dmbaggdms
LEGLEG MO SbamaDa gyFEbmds bogsmnggmmb Lo obEnzob gMmgbmma Ladbaby-
0l dmbo(39393mb dgbmboem dobal, HmImal dobgogom, Mgbdmbogb@gdols 54.6% dsds-
39300, beagmm 45.4% Joemo.

33930l d9egagsn
m3360b330gma bmgasmadszns s 356¢9J30mbnd3ab gm@ds (bamabbo)

39609399(30Mm60D30lb LEENIGNYONmO MogabgdyMgdnsb gsdmdwabstg (Baboa Ladn
bomabbn dggbodedgds bed mgabgdog gm@Isb), sbomobabomgol gsdmygbgdeymoas gMo-
Bod@mM0sbo  ©abdgmbymo (One-Way Anova) sbsmobo, 3gddme, mEasbabsonmo
LmEosmads(300L EMbyDdy 3965857 (30MmBad3al goz3mgbol gu3gd@ob wobswggbowm godm-
4969090 &u30b bodgomow 360d369mmgabo Lbgosmdal 360 gMondn (Tukey's Hon-
estly Significant Difference (HSD) test). b&o@ob@oznmo dmbs(393500L mabobda, 39Meqd-
30mb0b3ab gx394&0 3emnbogds p<0.05 mbgdy [F(2,417)=34.59, Sig.=0.000]. d53c0amdds
(Post hoc) sbsmmnbds, Tukey HSD @qb@ob go8mygbgdom, godmaegmoabs LG s@ab@ogncem
360d36gmmmgabo gobbbgeggds xamygdlb dm&ab: bmgnsmoabsznal 3ohgg6gdgma yzgmody
domaos 3mbbEeiommo (badgsmm) 3g6xgd30mbaddal dgdmbggzedn (M=112.2) wo
MBOM sdamos abEMNJEonmo 390xqdombod3ol dgdmbzggzeda (M=97.45); «bwo
3006036mb, Hm3 dgsMgdam domamos bmzosmadsazos, sbgzg, ,6mb-39Mx394(30mBab3nb"
dg3mbggzedn (M=110.9). @sdsmo s 3mbbE & Jonmo 39649d(30mbaD3nb dohggbgdmadl
dmob o6 ogodbodos xam@medmmolb LG sGabEoznmaw 360d3bgmmgsebo Lbgomds wo
90 BGSGNLGNING KaNBIo 3ogHMNSbES, Jomnasb LEGNLEFPGsw 36nd36gmmgbaw
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306bb3ze30096s 0qbGMNI(30mo 3gORgd0mbab3ab 35B39690gmo0. xamBMedmEolb Lbge-
mdob 9539J@0 domamos’ (Eta squared=0,142).

©ob3gAbyma sbomaDol Mobobdow, Lmnsmabsnol EmMbydy gogmgbsl sbogbl
3960999(30mb0D3nb boFnbba, 5699 3obo godmgmgbals gm@ds: 3mMbLE G J0mmo 39Mgqd-
(30mb0%D30 bgmb 1bymdl nbmogowal 3mbogonma bmosmymo ¢bscgdal godmgmgbsb,
bomm  ©gbEOYJEonmo sx3gMbgdlb dob. dgbedsdabow, FoMmgdamoas o3 bLszombdbg
a0dmngdmmo 3o3mogds (HI).

Lmosmadszoabs s 396x9J30mbad3nb 356Dm3nmgdgdabl (J35L35mgdaby)
dndsMomgds

Lez0omada300L  Jumoms goMosz0sda 396899 (30MmbodIal  Jgqbgomgdal Bmbal
obomagbs aodmygbgdmmos 3Msgmmdomn BHgngn Mgamgbyma sbsmmabal dgomeo.
LEOGOLEIYM0 8mbs(3930L Mobsb3sw, Lmznamnbs(300lb goMns(300dy g8 gogmgbsl
bbb bmnsmamsew dobgMomn s mgommEMngb@omgdamo, gomg bbggddg dndom-
ommo 390Mx9J50mbod3n; 39MdmE, Mz300mM0g6GnMadyma 3gHRgdombaddol gfMmo
LEBEOG Mo  ghmgymom 35§ gds  dbmaMmEgds  Lmosmadsiool  Ladysmme
B=0.421 LESbEIGBYm gMmgymao dgd(306985Lmsb, LmosmyMan BnbgMormn 3g&-
39930m60b3ob dgdmbggzada — Lmznsmadsznal baabbolb Lodysmme B=0.337 bEGsb-
OGN0 gMmgNmomn 358qdsbmsb, bmmm Lbzgddg dodsmmyymo 3gMxgd30mbobdanl
dgdobgggedo, sbmEoMogds bLmosmadszonlb Ladgsmme B=0.235 LEsbsMGMma
gfoggmon  3mgdsbomeb (1°=0.294, AR’[R squared change]=0.289, AF [F change]=57.73;
p<0.001).

domgdmmo 3mbs(393900L 0obsbdsw, Lmgosmabsool Jnmems goMoszool sblbbsdn
MBO™ domamo Bmbs o3l mznmm@0gb@omgdnm (SOP) ©s LmznsmuMom dobgFaema
396%9930m60b3ab (SPP) 356dm80mgdgdL, 3otg bbzgddg dndstoym 39659 30mbabab
(OOP); dgbsdsdobag, dsMmgdnmos 83 by 3ombdg asdmmddnmo odmmgds (H2).

m63560b53099mo bmgosmabdagns o sbgMmGoymmds

306500006 5L EoYEmIs 3 NeabbImdl bmznommnMa 3m33g@qb300bs s gomgdmbmab
2093358960 3360 3o300L MBIAL, 0BSLEMEMBILS S MB5FIMMIMESbY MENgL G-
(3090, mMma 039608 sLgMHGoYmmdal asbbomgs bmznomabsz0ab bymdg3bymd SoMmzbaem
BoJ@MMo©; safgbogma 43939, 3ofndom, anemabbdmdl 3mbxmod@n® gMomogmomdsl
35693mbmsb, Lbggdolb Fmmbmgbomgdgdol o moMbgdal 0gbm@mamgdsl, dgbodsdabsc,
43930L gb dmegmo bmosmabszob dgdoggMmbgdgm god@mEewm dgadmagds nymb doh-

bggero.
mMa5b0bsz0mo bmgnsmadszool bamabbdg J3930L LEGsGga00l gogmagbol o-

Lowagbs go8mygbgdymons  ©ab3dg@bmma  sbomabo. LEsGabEIYMn mbs3939dab
36563, 39Mx9d(30mbndIL 959G gmabwgds p<0.01 ©mbydg [F (2, 417)=18.73;

! 3Mgbob 91394@0b dm3nb (Effect size — ES) 30Ms358Mgdal dobgogom, 0.01 300hbggs 3306y bmdals,
0.06 — Ladomm, beem 0.14 oo DmBab gygd@oe. Cohen J., 1988; Lee A. Becker, 2000).
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Sig.=0.000]. Tukey HSD $qL@&0ob as3mygbgdoo momanbos xamaqdl dmmab gobbbgsggds:
sbgOGommo J3930L dg3mbggzedan bmznsmabsznob embg yzgmsdg domsmas (M=111.08),
Lmosmobsz00b bamobbo 330M©gds 3sbogmn (M=98.88) ©s samgbogemo J3930L bEo-
ol d98mbgg35d0 (M=109.83). sbg®@ommo ©s saMgbogmo J3930L doh39b69dmagdo gfm
LEGLBINO RaNBIo asgMMsbes, MMd(3d SLgMGOMMdol Mozbmdmagn dshzg-
69390 R®m domamos. 3omasb LEGSENLEFNMewm 360d369mmzbaw asbbbgszwgds 3o-
Lom&o J3930L doh396939mma: Lbgomds LGsGNLEGNFNMs sMbgdomas, gugd@ob dmds —
Lodmm (Eta Squared=0.082).

©0b3gEbaymo SBsmnbab Mebsbdsw, J3930L Imemgmn aogmgbsl sbogbl mMgsbabs-
Gome  bmgosmadsgoob batobbbdg, omdis o8 bLogombdy asdmmddnmo 3ndmmgds
(H3) J3930L gfomo 3o633g@Mol — sbgM@onm J3939b096 d0dsmmgdoo omabGNMms;
LEGLEB Y0 Imbs(3939d0m, SLgMGommo J3935 3MboGorEsew oGl sbmz0Mgdmmo
L3030 BS(300L Fomom baMEbbmB. 5369L00L Fgbabgd asdmm Jdnmo sd3gds (s3MqLoob
d93mbgg3530 bmnamobaznal bamobbo sdamos) bLGsGbEZNMs® 5O OEILENMS;
dombgeagom 080bs, M3 Lmosmobsznalb boGabbol Momwgbmdmogn dsohzgbgdgemo
33M9b00b dg8mb3z93530 YRO™ sdsmos (M=109.83), 30069 sbgEEonmmdab dgdmbggzsdo
(M=111.08), ob sbgO&omm J3935bm8b gogmnsbos g LGsGOLEGN 3N xanxdo.

336%3d00m60%80l}0 Qb obaﬁ@nggmanb 363&“:1@.3@“ Qnﬁabvaqngba

begoamodsznalb 3Gmgbdy 39Mx9d0mbadIabs s sLgMGommdalb go3mmgbal
bomobbolb obowggbsw, 33mggzedo 3odmygbgdmmoas 3Msgmmdoma bMgogn Mgamgbyymo
sbamnbolb dgomeon. Mgafgbymo sbsmobal dmbs393gdol dobgwgom, ™mogg 36g-
©0d@mMo  (33ma@0 sbgbl gs3mgbsl Lmnsmodazool gofasz0sdg, odzs 3gM-
39d30mB0bIob bmbs 3(30Mgm 985 gds SLgMGoPmmdal gogmgbol bamobbl; 396-
dm, 3963x930mbaddab ghmo bEsbosmE Mmoo ghomgnmom 3o@gds sbmznfogds bm-
(3000 d3300L  Ladmomme B=0.294 LEbEIME Mo ghmgPmon mgdsbmab, bmem
sbgEGonmmdal ghmo LGobsMG Mmoo ghmgymomn 358 gds 063936 MMasbabsz0mma
Legoomodsznal bomabbol Ladygsmme B=0.195 LEBEIGGYmo ghmgymoo dEHwsL
(Sig.=0.000, r>=0.134, AR?[R squared change]=0.13, AF[F change]=32.20).

9309bmmo sbsmabal dggagda, sbgzg, s@sbEGMEGAL boggzmggza Lsgombolb Gom-
amgddo godmmddmo 3ndmmgbgdal doMmmgdymmdsl 0dal dgbsobgd, Gm3 3ommzgbmma
doboboosmgdmagdo — 396x89J(30mbob3n ©s SbgMBonmmds aoM33ggmo baMobbom aog-
mgbol sbmgblb Lmzoamadsz00lb mbgdg, doybgosgsm 0dabs, Gm3 3gbsdy (H3) —
sbg@Eommmdal dgbobgd asdmmddnmo 3ndmmgdbs, 9MmIb0dzbgmmasboe o6 omab-
GMes s dgdmamdon 33mg30b Lagsbos.
Lemosmads30d ©5 MAz360ds30m-gdmaMmogonma 356G53§Mgdn

3m930L BoMmamagddo, sbg3zg, gosbamadgdymoas MEMas6ads(30Mm-LgdmaMmagoymo
3060398930l 808sMmmgds boggmas (33mo™Mdb — bmz0mabs(300Lmsb; babom LB 0b-
0360 3933060 353mM3m0bos mEMasbodsone bmnsmadsznabs o 393mga (33emo@gdL
dmM0b: 8bsd@onmgdoo jdsymanemgds, gsbsormgds, mmgobndsznol §odo.
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33m93980L boggmdzgmbg bomgmon gobos, Hm3 365dmenMgds gMmo-gmomon 360d369-
mm35bo 3oM8dg@Mos, MmIgmai go3mabol sbgbl asmzzgnm mMasbobszonm gog-
BMM98bs s @obogdgdamms 3o6bymdgddy. s30@m3 33mmg30L GoMamgdda dgxgebrs, o
53gbs© Ladsmmmnsbaw dnohbg3b nbonznwa MMasbobsznal BngM dobomgol oagbaem
3bsbmagdol (abEMmodmommoa bodsMommnsbmds). 3 mgembab@mobom, dgadmgds
9fom0 s 03039 dg3mbagmol dJmbg gL3mbogb@L Lbzowmsobbzs w©odm3oEgdmmgds
3Jmbral 835 o4y 03 3mb 3@ o Mbbolb Bndsmm: Bobaemn 3oL obsMm Mmoo PMMObS @
dOm3ob 0133958 Ms@ 00Rbg3mglb ©s Lbggdo — oMe.

306bmbal 3mEgma00lb 3MaBn(3096@ 00 oELEYHES Lobom owgdnmn Jado-
0985 bmg0omado300bs s SbsD@INEgdam 3dogmagomadsl ImGab: r=0,248" (p<0.01).
3bsdmayMmgdom 3dagmanmgdolb aogmgbol 939d&0b obabyLEgdma® aod3mygbgdmmos,
sbg3g, ghgsd@mEnsbo ©ob3gMmbonmoa sbsmnbo (One-way ANOVA), Gm3emol msbaob-
3500, 9bsD@anMgdal 043L 9980 p<0.05 mbgdy [F (2, 417)=13.6; p=0.000]. sb5m0D3s
Tukey HSD @qb@ob go8mygbgdom gsdmegmoabs, ®m3 bmzosmabsznalb dshggbgdgemo
3B gdobodn sdmzoEgdmmgdolb bLsdngg xanxdo (m3dsymaomagds, 39@-6s3mg-
do 3dogmagamads s 3dsgmanmgds) bgodobd oz nmow 360d36qmmabom asbbbgszmgds
9085bgmabogsb: m38symagomgdal 393mbzgzeda bmnsmoabsznolb doB3969d9mn y3g-
modg adamos (M=100.47), 398-bs3madse 3dsgmayomadol dgdmbzgzsda bmgnsemo-
Bogoab bamobbo dgostgdom dg@ns (M=107.36) ©s y39modg domsmos sbsbmeym@gdom
385gmggomgdal mmb (M=114.12); xangomsdm&olb Lbgsmdol 59480 Ladymsmms (Eta
squared=0,6). ©ob3gMmbymo s6semobab Loggdggmbdg dgodmgds omgdzsl, Mmd sbsbdrme-
MMgdom 3dogmgomgds 3mbodonm asgmgbsl sbgbl mmasbabszommo bmgnamabe-
300b bamabbbg.

LEOGLB Y0 Sbom0Dalb gmgasw, sbg3zg, asdmazmabrs, M3 gsbsmmgdal bs-
ggbyeab og3b aom3399m0 9539d&0 LmEesmobsz0odg. 30Mbmbal 3mEgmszoal 3m-
980(3096&0L 853myabgdom o©anbms sgdomn dadsmmgds asbsmmgdol @mbgbs s
mmaob0odszomm bmgnsmadszosl dm@ab: =0, 141" (p<0.01, Eta squared=0.61). goqod-
BMF0sbo abdgMbogmo sbomobab dgmgagdalb dgbsedsdobsw, gsbsmmagdalb od3b gi3g9@o
p<0.01 ombgdg [F (2, 417)=16.82, p=0.000]. Tukey HSD §gb@o0b dobgrzom, yzgmasdg
domamo  bmgnsmoabsznalb bamobboo godmamhgzosh wdsmmgbo asbsmmadol 34mbg
M9b3mbEgb@qdao (M =108.54), dgomgdoo ©sdsmos Lmgnamadsool dshzgbgdgemo
3Omyqbogmo gobsmmgdal d93mbggzedn (M =103.80) s Ladgomm gobsmmgdals d53-
ob393580 y39madg ©sdoema (M =90.09). «@dsmemagbo s 3Gmyqboygmn asbsmmgdal
3dmbg Mgbdmbgb®qda gMm xanaub 486056 s dsmn 35h396909ma LESEGNLEFNMe©
306bb3ze39dmmos badnsmm (Lbobgmemm) gsbsmmgdal 35A39690mabagsb; gamamsdmmal
bbgomdob gg3gd@o Lodmsmms, Eta Squared =0.075. 3Gmagbommo ©s mdsmmabo asbso-
m9d0b 35A396985dL Mol o6 osbBMMws Lobom gsbbbgsggds, mmd(3e MozbmdMmago
35h39698mom Lmgnamabsnal bomabbo Mdsmmgbo gobsmmgdal dgdmbggzseda dg@ne.
domgdmmo dmbso(398900b Loggmdggmbdg dgndmagds 0mdzol, MHmI gabsmmgds asgmgbsb
obgblb mMgaebodoomm bmosmodsznal ©mbydy, 39Mdmm, asbsmmgdol Loggbymab
3580s 063930 bLmzosmobs(300L baGobbob do@qdsb.
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©5b543960b Bobgoz0m, Mab3mbogb@gdo Bamdmsewmaggbgb Lbgswsbbgzs 3Mmeqboym
LEYOML, EMIgda(3 499M0056549mns bad 3o@gammosda: (1) bobgmadBogm bLE®J&ne.,
(2) 3gdm/ 3mBgM (300 05 (3) 365b8dNdz3MMEM MM 560D (30980. 30O LMBAb 3mEgma(300b
3M9B03096800 o@sbE s Lobom LoEgdomn dadsMmmygds bmznamadsoznal batabbbs
©5 mM3360B3300L §a3L Immab: =0, 178" (p<0.01, Eta squared=0.75). ghoggad@mEnsba
©ob3gMmbonmoa sbomaDolb Msbsbdow, MMasbabsgnal 308 gamMoslt odsb gugd@oe p <0.01
mbgdg [F (2,417)=12.76, p=0.000]. Tukey HSD 8980l dabgogoom, bmznsmadsznal omby
NRBO™ Fo0a0d 3Mobadmagmmdm mMasbobs30gddo (M=117.6), 3oty 3g@dm (M=104.5)
©d LabgmdBogm LEGMNJGNFgdda (M=105.9). 9o LESGLE I RanBdo gogMmnsbrs
LobgmdBogm s 3m3gMionmo LE®YIGYMgdo s gb ™Mo xanyo 360336gmm3bsw
306bb30300908 5M0LOTMEgETIMdM MFgs60Ds(30580L 85R39698mabagsb (Eta Squared =0.058).
LEGLEG Y0 BMbs (399950l MbIBIS, obe]35d0l sanma, Jobn obsbosmgdmagdowsb
30dm30bsMy, go3mabol sbEgblb MmEMasbobszomem Lmnsmabszool mMbydg, 39Mdme,
363bodmagmmdm mMasbobaznsdn dgddbomn goMgdm m@Em bgmbayMgm 30MHmdgdl
4860b bmgnamadsznab 3Gm3gbobomgab.

dgxodgds

Lemgosmabsnd s 3gMggd30mbadan. 33mg30b Jgmgasm oGNS goM339-
g 3o3domo mEasbobsgomm bmnsmodsgnsbs o 39Mx3qd(30mbod30b godmgmgbols

gm®IgdLb dmEob. Jomgdamo dgogan mmaozncns 93 ggbmdgbol @odm@mdan&o 3mb-
(9B (30006 353mI0bsMg, MHmMImol mebsblow, 396M5gJ30mbadIal 3mbLEGNJ0mmo
30dmgmabgds, Gmam(z dombgzodg MmE0gbGaMmgdamo dm@ogsGmmo, bmaswswm, bgmb
BymdL 0bogoalb 3mbodon@o bmosma®o Mbsmgdal godmgmgbsl, bmem dabo w@glb-
BONJEonmo gmmds, Gmdgmog sMsMmgamob@mo 30D63d0L abobgel ammabbdmdl,
09fbgdl  Lmosma® abBgMadiasb. 3mbb@madiommo 39Mxgdombobdol 3dmby
50530060 594G 0M0s, dImGnz0gdemo, dombgzeody mMgb@omgdmmoa, o3l moogmab
®30bg8930 s 3MDaGonFa M300398sobgds, bagddnsbmdal 3GMmzgbo Losdmgbgdsl sbo-
F9db, o3 bmgosmodszoob 3Gmzgbobsmgol bgmdgdbymdo god@megdos; gb@mnd-
Gommo  3960x9430mbob3al 3Jmbg  vednsbabomgal  LEYmymGamgds  oEgegagbl
BomImoaqbl, Hm3gmbsoz b Bomnds@gdmmdals dmngfo dada sbemogl, dgbedsdobac,
360083G M 39M%39(30mbabE dL Yoo sbom gofgdmbmeb dgamgds, o, bowos,
039MbgdL bmznamadsaznol 3Mm3gLL (Hamachek, 1978; Pirot, 1986; Enns & Cox, 2002).
3M0083G M0 39M59J(30MmboLEG Lm0l @edsbabosmgdgmas 3mE 3mM3mmabda, gdgo-
3bmds, 033nmbaMmds s dmbygmawmds, nbaba 38 3ogbgnmaw gs6o(30056 3@ 03sb,
dg(30m3gdL, 3o Bo3mgdo bomds sdzom gomgdmb dodsmm; Mmoo MobsddMmmammds,
3 3gbgmmdabs o sgMmgbosl o3mgbgb aofMdgdmdymams dodstmor (Clark, Lelchook,
Taylor, 2007; Costa & McCrae, 1992).

39609399(30m60D30b gobbmBnmgdoms 3oMdg@ Mol dabgozom, Jomademo dgmgagdo
90mb3g30 98 Lagombdg Ro@omgdamo 33mmg3980L dggagdl, Mm3gmms mebsbdswm, 3gM-
39d30mbobEms oo Bsbomabsmgol gmm 360d3bgmmgabos Lsgmmsma dombyzgda
(SOP) o 306393m3ymamogsb 3mbogoymo dgiobgds (SPP), gowmg Lbggdal (OOP)
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LEYmymPamgds. domgdmm dgogal sbgzg ©dysmgdL 39Mxqd(30mboD3olb 3ndsmmgdal
33935 bbgs 30Mmgbmm ©s mMasbabssonm god@mmgdosb, dsgsmamasm, domarn bo-
obbolb SPP ms@gdoo gmMgmsznados 3Gmggbogmo 0ob@®gbmeb; ©odsm omgomdg-
3obgdobs s domsm M30003M0803MmmdsLmsb, sbggg, bmosmu® Igmogzobs s bm-
(30906 BMdosbmab, o3, 3Mod@&n3nmow, asdmmasbagh bmnsmadsaznal gggd@o0sb
36m39bL, benenm dobo 0a3@ Mo gm@s, Igbedsdol 3mbE L@ don, swgdomaw sabsbgds
®300375356gdsbs s Mg0m3s@ngob3gdsdyg (D’Souza, Egan, Clare, 2011; Molnar, 2010; Flett,
Hewitt, Blankstein & Eng, 1993; Saboonchi, Lundth, Ost, 1999; Pirot, 1986).

Legnamabs (309 3 sLgAGaymmds. 33mg30L Igga90 osbLEMM©S godmamJdymo
303mmgdob Ibmmme gfmo 3md3mbgb@n, MHmdmoal dobgogom, bLmosmadszns 3mbo-
BoMaE sGal sbmoMgdamaoa sbgMGomm J3935bmab; ©sd39d0L LadnMabdnMmm, safg-
Logemo J3939, sbg®Gonmab dbasgbow, bEs@abEognmsm, sbgzg, bmosmadsz0abosb
3m8mAbms  SLm0Mgdamon, oMdie PBMM dsmo  MamEgbmdmngn 3sR39690mao.
dgbademms, LEsGabENgNMs@ Lobom asbbbgaggds sbgMGoymm s sg@gbogem 439390
dmF0b o6 go8mzmabos J(3930L 3mmgeal Bobgoz0m eymazamo J39xa95930L bodgoMab
a0dm, 8b 305603693L &qbogb(30L, MM, Bmaswa, bmznsmyGem 5g@0mcn ssd0sbgdo,
doo dmab sgmgbogmn/dgd@gze LEMsGgannlb 3dmby, YRG™ bLmnsmaboMgdymagda
36006, go@g 3sbon@agdo. 3sbonEmdol dgdmbizgzado, Lmosmadszaol dohggbgdgemo
439madg 3d5m0s s b nbE0NMow 360336gmm3bom 3obLb3s3gds absMAgbn mMa
®agobogsb. dgbedmmas, 83 god@L Mgsma®o bagmdzgmoag od3b; BsMmmsmas, sg@gbomemao
43939, dbgBG oMol 3mb(39g(300b Bnbgog00, bez0omaba(300L 5GLOL LadaGabdnMme,
0056 ob gmobbdmdl dbmmmo bsggme® byyMgomgdbs s NRmydgddy dOHY63sL s,
dgbodadabo, bm098msb 3mbyMmb@oznsl, ogmMad safmaboyma 4(3930L dgdmbgzgzado,
3oboMabogseb gobbbgoggdom, YyMm domamoas bmzondmsb 0b@gMadz00b bafMabbo o,
bogo@ommme, bmzosmadszo0b baabbogs. 3sbom@o Ji3930L 3ogdntn Lmosmadszol
335 35R396989mm b MRG™ mma03ncns, Mo@asb 3sLon&o 43939 anmobbImdl @sdsm
0b@gMsgiool gomgdmbomeb, Mol asmgdgi bmosmodsnal 3GmEgbo LEMmymgamo
396 04b6gds; 3sLoyMo 0bngnEal NYHMogHmmds ao63mbmab s3qd¢mas ©83Mdsdy,
Loggoe® xmgdgddy omalb 0ddsdy bLbggdalb Lymgomgdolb LoboMagdmme; sbgm
d93mbggzedn 0bngowl, LogsMommmu, o6 o3l mosE asdmbs@mn 3GmMdmgdgdn ob
3Mbxmnd@gdo gomgdmbmeb, Maash dabo J3930L bLEMOGa0d eMBMBDgs 83 9damo0;
358653, ndz00ma© 046905 30bo FbMOELb Ly FPMeMn Yamgdgdobs s LyMzomgdol Moo
353mbs@ 3oLy s mgom@mgemadszanl (3939, Mo 860336gmmgabos Lemznsmadszonl
36m(39L0bdsMz0L. Sbgmn 0boognEn ImMagdygmoas gomgdmb s gsfMgabymow dgodmagds
203380Mgdnmom asdmnynfgds, dobgoagsm s3abs, bogemeyome, dobsgsbom o6 543
356(3009, ®™M3 360l 0sbsbbmEn Bgzos. 3aboMa J3930L ss805b0, Igbadmms, Mafm
Bo3mgdl 0magdl bmondabegsb, go®g d538 930, safgbogmo of@&oncn 0bmngnwo,
mBgeo(g 63BnmmdMng 3506(3 03359mEBomgdl magolb dmmbmzgbgdl.

donbgoazsm 080bs, MM3 odmmgbs LEGSGNLE NN LEMMmIE 36 osbE M.,
bgBGommo J3930bs ©d Lmosmabs(300L EIEILEMOEMMmO 3933060 MEBLbIMISTns
SbgBGommmdal 3mb39x300bs ©s Lbgs MobsdgMmm3g 333900l gEgagdmsb. 33emg-
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3960b 0365635, SLgMEGMEmds bgmb MBYmMIL 0bmogzomals bLmznsmuE ssd@s30sb o
Leosmabs(300L, bmmm dobo sdsmo bafnbbo abzqgslb Lmosmy® ©gbswad@ssnab;
sbg@Gonmo 3939 5MbLgdomns Mmam 3 abaddgdamoal bmnsmadszoal, sbggg mMas-
Bobs(30530 3mDboGomEa 3em0ds@)0b, »36sLEMM s LadsGmmmnsbo gomgdmb dgbsJdbgmec,
abg3g 3Mbgmod@gdal 365396(300Ls s dmagemgdabomgal (Lazarus, 1973; Miller, 2011,
Papa, Daniels & Spiker, 2008; Back & Back, 2005; Alberti & Emmons, 1975; Jakubowski &
Lange, 1978; Smith, 1975). go®@s 530bs, domaoma sbg@@ommmdal 39dmbzgzedo, s@sdnsbol
moMgdamgdgdo, boMmdmoagbgdo s 3939 9§M35690meb 5bbdmdadas (Ikiz, 2011), Gocs
begnomodsznnbsmzal s®bgdom Bod@mAL boMmdmaewaqbl. scegMcdbndzbgmmgabo bds-
&ob@ognmo dgmgagdol godm, gb bsgzombo dmombmgl 398amd Lom®dobgmm 33ema3sb.
dobgoaga 930y, Jomgdymo dgmagdol bagndggmdy, dgodmgds @sl33bolb godm@ebs,
3 J3930L bLGMoGga0s 39M339Mm 3o3mgbol sbegbl bmznsmabsznal 3Gm(3gLbby.

ogmEoqgmo 3mb(39%30900bd S 33mg3930L Lagmdzgmby, dgxedgdal Loboom dg-
0dgds 000350, HM3 bmznomodszns 3o 339 30Omazbaem s mMasbabsoym god-
BMMgd:b 08353306 9dmm BqbmBgbl Bomdmaaqbl; Bamdmmagbamo 33mggz0lb dgeg-
3900L 03b65b3o, Lmnsmabszoal 3Mm3gbo asM339mmn baMmobboo sbmznMmgdamas
3MbLEOYJogm 396059J30mbodILs s SbgMGom J3935bmb s, sbygzyg, obgo M-
3560bs(300m s LMoY Fog@MEdmb, Mmammnzes — SbsdmenMgdom 3dsym-
Bogds, 3565mmgdalb mby s mMgsbobsznal Godo.
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THE ROLE OF PERFECTIONISM AND ASSERTIVENESS
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Abstract

The aim of the study is to determine the role of personality characteristics — perfectionism and asser-
tiveness, in organizational socialiazation. According to research results, both personality characteristics
play a certain role in socialization. In particular, constructive (healthy) perfectionism facilitates organi-
zational socialization, whereas destructive (neurotic) perfectionism hinders it. Another important factor
is behavior style (passive, assertive, aggressive). Organizational socialization positively correlates with
assertive behavior; however, the role of passive and aggressive behavior in the socialization process was
not statistically supported.

Key words: organizational socialization, perfectionism, assertiveness

Introduction

The process of socialization is an important and indispensable part of human life. Socialization
starts in family, at an early age and lasts throughout life. The individual permanently tries to find an
acceptable, comfortable place in different social groups to establish oneself. Socialization implies
integration into social environment, understanding and acceptance of a specific group’s norms, its
social and cultural values. The process of socialization basically determines the direction of an indi-
vidual’s personality development, his/her abilities, identity, world outlook and attitude towards the
universe (Grusec & Hastings, 2015; Clausen, 1968; Van Maanen & Schein, 2001). At an early stage
of socialization (primary socialization), the child develops the essential personality characteristics
of an individual. At the same time, the main patterns of social behavior, including perfectionism
and assertiveness, are reinforced (Flett & Hewitt, 2000; Keller & Otto, 2009; Lange & Jakubowski,
1976). Later, an adult builds his/her interpersonal relations upon childhood behavioral patterns and
undergoes the second stage of socialization in new groups, including organization. The process of
socialization is associated with certain personality characteristics, such as constructive perfection-
ism, assertiveness, emotional intelligence (Mayer & Beltz, 2009; Grusec & Hastings, 2007; Van
Maanen & Schein, 2001; Galassi & Galassi, 1977; Parke & O’Neill, 1999) and resilience (Youssef
& Luthans, 2007), etc.

Organizational socialization is an important form of socialization, since an adult devotes most
time to professional activities and might have to undergo socialization in several organizations.
Similarly to socialization in general, organizational socialization is a dynamic process which helps
the employee to adjust to work environment, develop professional relationships and find one’s own
place in the organization. Socialization level significantly determines the employee’s self-actual-
ization in terms of personality and professional development and contributes to individual and,
consequently, organizational efficiency.
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Personnel’s socialization level depends on personality and organizational and social character-
istics. Therefore, it is a two-way process and the results desirable for both sides depend on the spec-
ificity of interaction between the two subjects: the individual and the organization. The socialization
process is considered accomplished if the employee feels that she/he is a fully-functioning member
of the working team and the organization, which, on its part, has a positive effect on various organi-
zational characteristics, such as organizational commitment, job satisfaction, productivity, the em-
ployee’s job-related attitudes and perceptions (Feldman, 1981; Griffin & Colella, 2000; Taormina,
1999 Chatman & Caldwell, 2015; Festinger, 1957). Socialization reduces the employee’s anxiety
and uncertainty. Socialization as a process is also useful for the organization because, during social-
ization, more or less clear, unified behavioral and communication patterns develop, organizational
norms and values are more realistically perceived and better accepted, which reduces conflicts and,
also, requires less supervision and control (Chao et al., 1994; Ostrof & Kozlowski 1992; Bauer,
Bodner, Erdogan, Truxillo & Tucker, 2007). If the individual is unable to undergo socialization, this
becomes a source of stress and anxiety (Nelson, 1987). Consequently, work efficiency decreases,
trust in the organization declines and counterproductive behavior and absenteeism are more fre-
quently observed (Ashforth, Sluss & Saks, 2007; Spector & Fox, 2005).

Study objective and hypotheses

The given study aims to determine the role of personality characteristics — perfectionism and
assertiveness, in employee socialization. In the organizational context, assertiveness is a variable
that reveals the dominant style in the relationship with colleagues on the following dimension ‘com-
pliance — assertiveness — attack/aggression’. Perfectionism shows how important it is for an em-
ployee to do quality work and receive feedback, and, how much his/her personal and intellectual
merits are recognized by others (subjective perception of recognition).

The basic assumption of the study is that the personality variables — perfectionism and as-
sertiveness, together with other important personality and organizational characteristics affect the
process of organizational socialization and its quality. In particular, constructive (healthy/adaptive)
perfectionism positively correlates with a high level of socialization and fosters the socialization
process, whereas destructive (neurotic/maladaptive) perfectionism hinders the socialization process
(H1). In addition, the dimensions of perfectionism have a different impact on socialization. In par-
ticular, the impact of self-oriented and socially prescribed perfectionism on socialization is greater
compared to that of other oriented perfectionism (H2). Another important predictor of organization-
al socialization is the form of employee’s behavior, his/her strategy (passive, assertive, aggressive).
The assumption is that organizational socialization is positively associated with assertive behavior,
whereas aggressive behavior shows a negative correlation (H3). Also, passive behavior positively
correlates with organizational socialization, but to a lesser extent than assertiveness.

Review of study variables

Organizational socialization is a dynamic process which begins with the decision to start work
in an organization and lasts until the employee leaves the organization. It is a process of the individ-
ual’s professional and personal development through the interiorization of organizational behavior,
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norms and values. It is a continuous interaction between the individual and the organization as a
result of which a new employee transforms from an ‘outsider’ into an efficient ‘insider’ (Louis,
1980; Kraimer, 1997; Van Maanen & Schein, 2001; Wanous, 1992; Feldman, 1981; Bauer, Bodner,
Erdogan, Truxillo & Tucker, 2007).

According to the existing definitions, perfectionism implies the individual’s striving for ideal
perfection, which is accompanied by critical evaluation of oneself and the anxiety caused by the
individual’s evualtion by other people (Flett & Hewitt, 2002). Perfectionism implies that the in-
dividual regularly sets for oneself higher demands than required by the reality (Hollender, 1965).
The perfectionist sets high, unattainable standards she/he can’t achieve, which is accompanied by
a number of problems: adjustment difficulties, anxiety, psychological ‘burnout’, low self-esteem,
depression, eating disorder, suicidal ideations, and other disorders (Tomina J. Schwenke, 2012; Hill,
Curran Thomas, 2015; O’Connor, R. C., O’Connor, D. B., O’Connor, S. M., Smallwood & Miles,
2004).

At the starting stage of the investigation of perfectionism (beginning of the last century), the
dominant unitary approach viewed this phenomenon as a unidimensional, negative, destructive
mental characteristic, an indicator of wrong mental regulation and psychological abnormality, a
cognitive dysfunction.

At the next stage, i.e. in the 1960s, psychologists introduced the concept of normal perfection-
ism and started to differentiate normal and abnormal manifestations of perfectionism. In dichotomic
conceptions, perfectionism is viewed as a two-dimensional construct: destructive vs constructive,
adaptive vs maladaptive, normal vs neurotic (Cox, Enns & Clara, 2002; Hamachek, 1978; Stoeber
& Otto, 2006; Terry-Short, Owens, Slade, and Dewey, 1995; Stumpf &Parker, 2000). According
to the dichotomic approach, positive and negative manifestations of perfectionism have a certian
effect on the individual’s activity and his/her interaction with the social environment. In the same
period other, newly developed conceptions, viewed perfectionism as a multidimensional construct
(Hewitt &Flett, 1991; Frost, Marten, Lahart & Rosenblate , 1990; Hamachek, 1978).

The individual characterized with normal/constructive perfectionism is industrious and active,
has positive self-esteem and high achievement level. She/he sets difficult, but achievable goals and
enjoys working despite experiencing some anxiety. She/he can realize their strong and weak points
and change the standards (set for himself/herself) depending on the situation. For the individual
characterized with neurotic/destructive perfectionism, perfection, as such, is an overvalued idea
which is accompanied by strong fear of failure as well as the fear of making mistakes. Such people
are driven by the desire of gaining love and recognition, and set for themselves unachievable goals.
As a result, they permanently experience anxiety and are dissatisfied with themselves. They are
depressed, experience shame and feel guilty, procrastinate, are cognitively rigid and overcritical
in relation to oneself (Hamachek, 1978). For the researchers supporting dichotomic approach, the
positive and negative manifestations of perfectionism described above have a significant effect on
socialization and adjustment.

Our study is based on the Hewitt and Flett approach, according to which perfectionism is
a three-dimensional construct: Self-Oriented Perfectionism (SOP), Other-Oriented Perfectionism
(OOP) and Socially Prescribed Perfectionism (SPP). The authors believe that excessive manifes-
taion of perfectionism dimensions points to a specific mental disorder.
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(1) Self-Oriented Perfectionism (SOP). The individual sets for himself/herself high stan-
dards and difficult tasks. In the case of normal self oriented perfectionism, the subject sets achiev-
able goals and manages to attain them. When the standards are high, some discrepancy might be
observed between the real and ideal Self. This kind of discrepancy is accompanied by anxiety,
depression and low self-esteem. Clinical disorders (anorexia nervosa, alcohol abuse, etc.) might be
also observed.

(2) Other-Oriented Perfectionism (OOP). The person wants everyone to be perfect in his/her
surroundings; is very strict in his/her evaluation of other people is very critical. In the case of nor-
mal OOP, the individual might be a good leader due to his/her ability to motivate others, but in the
case of excessively manifested other oriented perfectionism, problems might arise in interpersonal
relationships and during socialization, in general.

(3) Socially Prescribed Perfectionism (SPP). The achievement of the standards the individu-
al sets for onself are determined by his/her perceptions of what others expect from him/her. For this
reason, the perfectionist always manifests a high level of anxiety (Hewitt, Flett et al., 2003).

Based on the above mentioned approach, the authors developed a Multidimensional Perfec-
tionism Scale (MPS) which is one of the commonly used instruments to study perfectionism. The
present research is based on the dichotomic view of perfectionism, which implies that perfection-
ism can be manifested in constructive and destructive forms. It is also based on Flett & Hewitt’s
three-dimensional model, and, consequently, uses the instrument developed by these authors.

Perfectionsim has been widely studied in relation to personality, professional and organiza-
tional characteristics. For example, in the investigation of perfectionism in teachers’ population,
socially prescribed perfectionism positively correlated with the intensity of professional distress
and negatively with job satisfaction (Flett, Hewitt, Hallett, 1995). In the case of adaptive perfection-
ism, the level of burnout among teachers was statistically insignificant, and the quality of teaching
was much higher than in the case of maladaptive perfectionism (Stoeber & Rennert 2005). Positive
correlation was observed between maladaptive perfectionism and professional burnout, emotional
exhaustion (D’Souza, Egan, Rees, 2011; Tomina, Mitchelson, Burns, 1998), whereas maladaptive
socially prescribed perfectionism negatively correlated with job satisfaction (Flett, Hewitt, Hallett,
1995; Stoeber & Rambow, 2006).

Assertiveness is a form of behavior, or ability, to express one’s wishes, feelings and needs
and defend one’s own rights without denying other people’s rights or feelings (Alberti & Emmons,
1970; Smith, 1975; Fensterheim & Baer, 1975; Galassi &Galassi, 1977). The students of assertive-
ness believe that the concept of ‘assertive person’ implies defending one’s rights in a humane and
democratic way without infringing other people’s rights in the community or the organization. M.
J. Smith and P. Jakubowski developed the principles of assertive behavior independently from each
other, labeled by M. Smith “Bill of assertive rights.” (Jakubowski & Spector, 1973; Smith, 1975;
Jakubowski & Lange, 1978; Alberti & Emmons, 1975).

Assertive behavior is described as a continuum with passive/compliant/amenable on the left
side, assertive in the middle and offensive/aggressive on the right side.

In case of passive (compliant, amenable) behavior, the person does not (or cannot) openly
or directly express one’s ideas, opinions or feelings. She/he mostly adjusts one’s interests to other
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people or totally denies them. The person, whose behavior follows the assertive model, directly
expresses one’s wishes and emotions, but, at the same time, acknowledges others’ feelings and
rights. The assertive person takes responsibility for his/her behavior, respects and defends other’s
rights, can communicate effectively, is self-confident and has a positive attitude, can listen to oth-
ers, is good at negotiations, during discussions his/her judgements are based on arguments, she/he
has mature personality and is less anxious, is cooperation oriented and ready to compromise, but
not at the expense of one’s own wishes or rights. Assertive behavior largely contributes to conflict
resolution and the avoidance of destructive confrontation, which is not characteristic of passive or
aggressive strategies (Infante & Rancer, 1996). Similarly to assertive style, aggressive (offensive)
behavioral style implies the expression of one’s own interests and needs, but this basically hap-
pens at the expense of denial of other people’s feelings, dignity and rights. People demonstrateing
aggressive style are impulsive, humiliate others, are sarcastic and critical; are bad listeners and are
dominating (Rakos, 1990).

According to the model, passive behavior implies ‘lack of assertiveness’, whereas aggressive
behavior — ‘excessive assertiveness’. Passive behavioral style is oriented on the satisfaction of other
people’s needs, whereas aggressive style is directed at the satisfaction of one’s own needs. Differ-
ently from the above, assertive individuals try to keep balance between the two points: defend one’s
own rights without violating the rights of other people.

Assertiveness is a complex construct and depends on many contextual factors. It is affected by
culture, social factors, age, gender and role-related values, dispositional attitudes. In most cultures,
boys’ and girls’ social roles are differently learned, as a result of which, during socialization, they
develop different behavioral models (Onyeizugbo, 2003; Onyekwere, Rubin, Applebaum, 1976;
Chandler, Cook, Dugovics, 1978).

Assertive behavioral style is important for certain activities, such as academic and professional
achievements, vocational choice and career development, socialization and adaptation (Nevill &
Shlecker, 1988; Creech & Boyle, 2015; Rabin & Zelner, 1992). Women studies show that women
with low level of assertiveness mostly choose the so-called traditionally female professions, where-
as highly assertive women choose non-traditional professions and have a more successful career
(Nevill, Shlecker, 1988; Ory, Helfrich, Cook & Dugovis, 1978). Longitudinal studies show that the
manifestation of assertive behavior is affected by social status and social role. When an individual’s
status and role are positively evaluated by society, assertiveness level increases. At the same time,
assertiveness decreases with the decline of social status and role (Twenge, 2001).

For the organization to function appropriately, employee relationships need to be based on the
model of assertive behavior, because assertive behavior helps organization employess to recognize
the equality of their rights and act within the framework of those rights. Assertiveness skills should
be possessed by leaders, managers and executives of a given organization, as well as the employees
operating at a lower level. It is crucial for the efficient functioning of the organization to ensure
effective communication and mutual understanding between managers and their subordinates. This
is achievable through behavioral model promoting assertive behavior. It is crucial for benevolent
organizational climate to ensure assertive articulation and acceptance of feedback, criticism and
comments (Miller, 2011; Cheney, Christensen, Zorn, Ganesh, 2010; Ames, 2009; Peneva & Mavr-
odiev, 2013; 2009; Papa, Daniels, & Spiker, 2008; Back & Back, 2005).
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Research instruments and their seletion

Three instruments were used to measure perfectionism and assertiveness during socialization:

» MPS — Multidimensional Perfectionism Scale (Hewitt & Flett, 2015): The scale contains 45
items evaluated on a seven-point Likert type scale (0=.86). Three subscales measure perfec-
tionism rate (1) Self-oriented perfectionism (SOP), (2) Other-oriented perfectionism (OOP)
and (3) Socially prescribed perfectionism (SPP). MPS also measures the level of general per-
fectionism which makes it possible to single out its three forms: (1) Non-perfectionism or a
low level of perfectionism, (2) Constructive perfectionism or a medium level of perfectionism,
and (3) Destructive perfectionism or a high level of perfectionism.

»  Assertiveness Quiz (How Assertve are you? Donald A. Cadogan,1990) is composed of ten
situational assignments with three potential answers corresponding to three forms of asser-
tivenss: passive, assertive, aggressive (o=.703).

»  Organizational socialization questionnaire has been developed within the framework of the
given study and contains 30 items rated on a five-point Likert type scale (0=.92). Stemming
from the concept of organizational socialization and the corresponding theoretical assump-
tions, the questionnaire provides for the followig dimensions: Organizational values and eth-
ical norms, knowledge and acceptance of the organization’s history and language, formal and
informal relations between the management and the staff, personal support and support of pro-
fessional activity, management form and conflict resolution strategy, respect and recognition,
equality and discrimination, attitude to work, team spirit, etc.

420 respondents, employed in Tbilisi, were selected through convenience sampling. The statis-
tical analysis of the study data was based on the weighted cases of the National Statistics Office of

Georgia, according to which male respondents constitute 54.6% and female respondents — 45.4%.

Results

Organizational socialization and the forms (levels) of perfectionism

Due to the structural peculiarities of perfectionism, i.e. correspondence between the three lev-
els of perfectionism and its three forms, one-way analysis of variance (One-Way ANOVA) was per-
formed in the study. In particular, Tukey’s Honestly Significant Difference (HSD) test was used to
determine the effect of perfectionism on the organizational socialization rate. According to the data,
the effect of perfectionism was statistically significant (p<0.05) [F (2,417) = 34.59, Sig. = 0.000].
Tukey HSD post hoc analysis demonstrated statistically significant intergroup difference: social-
ization score was the highest in the case of constructive (i.e. medium) perfectionism (M=112.2)
and relatively lower in the case of destructive perfectionism (M=97.45). It has to be noted that the
socialization score was relatively high in the case of non-perfectionism (M=110.9). No statistically
significant intergroup difference was observed between low and constructive perfectionism scores
and both scores fell under the same statistical group. As for the destructive perfectionism rate, it
turned out to be significantly different from that of the previous two groups and the intergroup dif-
ference effect turned out to be high ' (Eta squared=0,142).

! According to Cohen’s effect size (Effect size — ES), magnitude range 0.01 is considered small, 0.06 — medium
and 0.14 — large effect size ( Cohen J., 1988; Lee A. Becker, 2000).

Georgian Psychological Journal, Vol. 3, Issue 1, 2021. ISSN 2667-9027 137



Marina Elbakidze, lamze Kutaladze

Organizational socialization

Tukey HSD®®
o Subset for alpha = 0.05
Perfectionism N
1 2
3-Destructive 143 97.4560
1-Low (Non-perfectionism) 126 110.9350
2-Constructive 150 112.2384

Analysis of variance showed that the level of perfectionism (i.e. the form of perfectionism) af-
fected the socialization score. In particular, constructive perfectionism facililated the manifestation
of positive social skills, whereas destructive perfectionism impeded their manifestation. Thus, H1
has been confirmed.

Relationship between the socialization and perfectionism dimensions (subscales)

Multiple linear regression analysis was applied to determine the weight of perfectionism sub-
scales in the variance of socialization scores. Statistical data showed that the variance in socializa-
tion scores was more affected by socially prescribed and self-oriented perfectionism, than other
oriented perfectionism. In particular, one unit increase in self-oriented perfectionism was associated
with one unit decrease in socialization score (f=0.421) and in the case of socially prescribed per-
fectionism with one unit increase in socialization score (3=0.337). At the same time, other oriented
perfectionism was associated with one-unit decrease in socialization score (f=0.235) (r>=0.294,
AR?[R squared change] = 0.289, AF [F change] = 57.73; p<0.001).

Coefficients
Non-standardized Standardized
coefficient coefficient
B Std. Error Beta T Sig.
(Constant) 159.642 6.249 25.547 .000
& BOP - Self-oriented -671 074 -421 9.109 | .000
g perfectionism
§ [POP- Other-oriented 462 093 235 4957 | .000
5 perfectionism
Q_‘ _ . .
SPP — Socially prescribed -.583 090 -337 6.472 | .000
erfectionism
IDependent variable — Socialization

The table shows that, compared to other oriented perfectionism (OOP), self-oriented perfec-
tionism (SOP) and socially prescribed perfectionism (SPP) were assigned more weight in the expla-
nation of variance in socialization scores. Thus, H2 has been confirmed.

Organizational socialization and assertiveness

Since assertiveness implies social competence and the ability to communicate with social en-
vironment in an appropriate way, as well as the orientation on equality and cooperation, it would be
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logical to consider assertiveness a personality factor facilitating socialization. On the other hand,
aggressive behavior implies conflicting relationship with environment, neglect of others’ needs and
values. Therefore, the latter behavioral model can be regarded as a factor impeding socialization.
Analysis of variance was used to determine the effect of behavioral style on the organization-
al socialization rate. According to the data obtained, the effect of perfectionism was statistically
significant (p<0.01) [F (2, 417) =18.73; Sig. =0.000]. Tukey HSD test was applied to determine
intergroup differences. It turned out that the socialization rate was the highest in the case of asser-
tive behavior (M=111.08), and the socialization rate decreased in the case of passive (M=98.88)
and aggressive behavioral style (M=109.83). Assertiveness and aggressiveness scores fell under the
same statistical group despite the fact that assertiveness scores tuned out to be higher. The passive
behavior scores significantly differed from the two previous behavioral styles (Eta Squared=0.082).
Analysis of variance shows that behavioral style does have an effect on the organizational
socialization rate. However, the hypothesis formulated in relation to these varables (H3) was only
confirmed for assertive behavior. Statistical data showed that assertive behavior was positively
associated with a high socialization rate, but our hypothesis formulated in relation to aggression (it
was hypothesized that the socialization rate would be low in the case of aggressive behavioral style)
was not confirmed. Although the socialization score was lower for aggressive behavior (M=109.83)
compared to that for assertive behavior (M=111.08), these two fell under the same statistical group.

Organizational socialization

Tukey HSD*®
Subset for alpha = 0.05
Behavior form N 1u Scrorapns >
1-Passive 122 98.8897
3-Aggressive 157 109.1194
2-Assertive 140 111.0881

Predictive value of perfectionism and assertiveness

Multilinear regression analysis was used to determine the effect of perfectionism and asser-
tiveness on the socialization process. The data yielded by regression analysis showed that both
variables affected variance in socialization; however, the weight of perfectionism slightly exceeded
assertiveness effect. In particular, one unit increase in perfectionism was associated with $=0.294
unit decrease in the socialization score, wheras one unit increase in the assertiveness score caused
B=0.195 unit increase in organizational socialization rate (Sig. =0.000, r>=0.134, “R*[R squared
change] =0.13, AF [F change] =32.20).

Regression analysis results also confirm the hypotheses according to which personality charac-
terstics — perfectionism and assertiveness, affect the socialization rate despite the fact that the third
hypothesis (H3) formed in relation to assertiveness was not fully confirmed and requires further
research.

Socialization and organizational — demographic variables

Within the framework of the given research we also analyzed the relationship between orga-
nizational — demographic varaibles and socialization. Statistically significant relationships were
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observed between socialization and the following variables: satisfaction with reimbursement, edu-
cation and organization type.

Research shows that reibursement is one of the most important constructs affecting employ-
ees’ attitudes and organizational variables. For this reason, we decided to study organization’s em-
ployees’ perceptions of the fairness of reimbursement ( distributional justice). It is well known that
individual perceptions differ and one and the same amount of reimbursement may be differently
perceived by employees. For example, some employees may believe that it corresponds to the
amount of work and the time they spend at work, whereas others may believe that there is no corre-
spondence between what they receive and the investment they make.

Pearson correlation coefficient showed a stistically significant positive correlation between
socialization and satifaction with reimbursement: r=0,248"" (p<0.01). One-way (ANOVA) was also
used to specify the effect of satisfaction with reimbursement. The reimbursement effect turned
out be statistically significant (p<0.05) [F (2, 417) = 13.6; p=0.000]. Tukey HSD test showed that
socialization rate was significantly different between the three groups (dissatisfied with reimburse-
ment, more or less satisfied, satisfied). The socialization rate was the lowest in the satisfied group
(M=100.47), relatively high in more or less satisfied group (M=107.36) and the highest in the
satisfied group (M=114.12). Intergroup difference showed a medium size effect (Eta squared=0,06).
Analysis of variance shows that satisfaction with reimbursement has a positive effect on the social-
ization rate.

Education level also has a certain impact on the socialization process. Pearson correlation
coefficient revealed positive correlation between organizational socialization and education level:
r=0, 141" (p<0.01, Eta squared=0.61). One-way ANOVA showed that education has a statistically
significant effect (p <0.01) [F (2, 417) = 16.82, p=0.000]. According to Tukey HSD test, the social-
ization rate was the highest for respondents with higher education (M=108.54). The socialization
rate was lower for respondents with professional education (M=103.80) and the lowest for respon-
dents with secondary education (M=90.09). Respondents with higher and professional education
fell under the same group and their scores were significantly different from those of the respondents
with secondary (school) education. The intergroup difference equalled medium effect size (Eta
Squared=0.075). Professional and higher education scores did not show significant differences.
However, the socialization score was higher in the case of higher education. Therefore, the data
showed that education level has an effect on organizational socialization; in particular, increase in
the level of education causes an increase in socialization rate.

Respondents participating in the study were employed in the following sectors: (1) public
sector, (2) private sector and (3) non-government sector. Pearson coefficient showed reliable pos-
itive correlation between the socialization rate and organization type: r=0, 178" (p<0.01, Eta
squared=0.75). Analysis of variance (one-way ANOVA) showed that the organization category has
a significant effect on socialization (p <0.01) [F (2, 417) = 12.76, p=0.000]. According to Tukey
HSD test, socialization level was higher in non-government organiztaions (M=117.6), compared to
private (M=104.5) and public organizations (M=105.9). Public and commercial/private organiza-
tions fell under the same statistical group. These two groups showed a significant difference from
NGO scores (Eta Squared = 0.058). According to the statistical data, the field of employment affects
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organizational socialization rate stemming from its characteristics, namely, the climate of non-gov-

ernment organizations creates better conditions for organizational socialization.

Conclusion

Socialization and perfectionism. The study showed that a certain relationship exists between
organizational socialization and different forms of perfectionism. The obtained results sound logical
stemming from the dichotomic concept of perfectionism, according to which constructive manifes-
tation of perfectionism as an achivement oriented motivator, normally facilitates the manifestation
of the individual’s positive social skills, whereas its destructive form implies setting unrealistic
goals and impedes interaction with social environment. The person manifesting constructive per-
fectionism is active, motivated, achievement oriented; she/he possesses leadership traits and has
positive self-esteem, enjoys work. All the above factors facilitate the socialization process. For the
person characterized with destructive perfectionism, perfection is an overvalued idea. This form
of perfectionism is accompanied with a strong fear of failure. Consequently, those who manifest
maladaptive perfectionism find it difficult to adapt to a new environment, which hinders the so-
cialization process (Hamachek, 1978; Pirot, 1986; Enns & Cox, 2002). Maladaptive perfectionism
is characterized with workaholism, suspiciousness, impulsiveness and vulnerability. Such people
over-react to criticism, mistakes, and show lack of trust in their environment. They find it difficult
to cooperate, are impatient and aggressive towards others (Clark, Lelchook, Taylor, 2007; Costa &
McCrae, 1992).

Our findings are supported by other studies which show that, for a large number of perfection-
ists, their own achievements (SOP) and positive evaluation from others (SPP) are more important
than the perfection of other people (OOP). This finding is further supported by research on the
relationship between perfectionism and other personality and organizational factors. For example,
a high level of SPP positively correlates with professional distress, low self-esteem and excessive
self-criticism, as well as social anxiety and social phobia. This, actually, makes effective socializa-
tion unrealistic. At the same time, the adaptive form of perfectionism positively affects self-esteem
and self-respect in the relevant context (D’Souza, Egan, Clare, 2011; Molnar, 2010; Flett, Hewitt,
Blankstein & Eng, 1993; Saboonchi, Lundth, Ost, 1999; Pirot, 1986).

Socialization and assertiveness. The study coonfirmed only one component of the hypothesis
according to which socialization is positively associated with assertive behavior. At the same time,
contrary to our assumption, similarly to assertive behavior, aggressive behavior turned out to also
be associated with socialization, but to a lesser extent. An explanation could be that statistically
insignificant difference between aggressive and assertive behavior was caused by a small number
of subgroups. Another explanation is that socially active people, including those with offencive/
aggressive strategy, are better socialized than passive individuals. On the other hand, the lowest
socialization rate is associated with passive individuals and significantly differs from the socializa-
tion rate in the two other groups. This fact might be based on the actual state of affairs. Although in
the conception of assertiveness aggressive behavior contradicts the essence of socialization, since,
by its nature, it is characterized by dominance of one’s own desires and rights, and, therefore, con-
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frontation with the social environment, aggressive behavior (unlike passive behavior) implies more
active interaction with the social environment, and, therefore, higher socialization rate. It is more
logical that passive behavior correlates with a low socialization rate, since it implies a weak inter-
action with the social environment, without which the process of socialization would be imperfect.
Passive relationship with the environment is based on compliance, the denial of one’s own rights
and prioritization of others” wishes. In such a case, the individual does not have visible problems or
conflicts with social environment, since his/her behavior is compliant. At the same time, open ex-
pression of one’s own rights and wishes, or self-actualization behavior, which is very important for
socialization, is rarely observed. Such individuals are adjusted to the environment and even seem to
be well-adapted to their surroundings, but, they, presumably, have a feeling that they are not equal
members of the team. A passive individual might be receiving from the environment less than an
aggressive and active individual, who, at least, partially satisfies his/her needs.

Even though our hypothesis was not fully confirmed, the relationship between assertive behav-
ior and socialization demonstrated in this study corresponds to the conception of assertiveness and
the findings of other contemporary studies. It has been proved that assertiveness facilitates social
adaptation and socialization and its low rate causes social maladjustment. Assertive behavior is
essential for employee socialization as well as for positive climate in the organization, and the cre-
ation of fair environment based on the equality principle; it is also essential for conflict prevention
and resolution (Lazarus, 1973; Miller, 2011, Papa, Daniels & Spiker, 2008; Back & Back, 2005;
Alberti & Emmons, 1975; Jakubowski & Lange, 1978; Smith, 1975). In addition, in the case of high
assertiveness rate, the individual’s values, beliefs and behavior are consistent with each other (Ikiz,
2011), which is a crucial factor for socialization. Due to controversial statistical results, this issue
requires further in-depth research. Despite this, judging by our results, we can still conclude that
behavioral strategy has an effect on socialization.

To sum up, the analysis of the existing studies and conceptions leads to the following conclu-
sion: socialization is a phenomenon related to specific personality and organizational variables. The
given study shows that socialization is associated with constructive perfectionism and assertive
behavior, as well as with the organizational and social factors, such as satisfaction with reimburse-
ment, the level of education and organization type.
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