LOFIGOD0d6MBY, 1106033MMIT0L bad ©
06003M60LOIGN 3BI3Id0 MEHB33608060030

053%3 39@>mady, babm Bymsns
03569 a253560d30m0b Lob gemmdol 0domobols bobaemdbnoam «mbnaambo, 0
3909 %03°60030¢7 byl ug 9edbogm gbogambodgd

33bgMmsg@n
3393580 0fndo 353306980L sbommnbom bazens 0booznEMsmNMma s MMasbodszogmo
(33500980L sbaema (sdo8g dgnLbBaogmamn) 3mbgngnMs3000, 30530990, 56 oambabE MG
43930L gmEOBamgdsdn MmMasbabszommo badsMmmosbmdal Mmmob dggabgds. oModo jog-
doMgdab g30Lgd0Lol, M6533MMBmals BsLMsb gHMmow, ge8mygbgdamoas Mobbdmdabocmgals
3bamdabs s dGmBomn 3dsymagamgdol (33me@gdo. Bomdmmagbomos mMasbobszogmoa bo-
BoFnm0abmdal 3mDadon® s 9b@oambobE e J(30390dg a03mmgbal dgomgdomo sbaemaba.

0565330m3mol b3s gmos@mmn sm3mBbms mMasbodszomm LodsMmsmnobmdsbs ©s
3b@oambobB ™ J(30390L dmEob 30330630, LodsMommosbow smddnm asfgdmdn 0obsdd-
HmImgdo 9o J0dsGmaggb 3Mmogoym, 3mbLGmMnanm bdsl, Mbsdstmmm gscgdm 30
DAL ©gdamal smdocmmdal. msegal 860z, MabsddMmmBmal b3s, bsgmmamn ImbadMgdgdals,
0009900b g4L3Mgbos, 33(306938L 9b6GogmMbabG Mo J(393900L ao3mgzmabol smdsmmdsls. mM-
3560bs30mmo badommmnsbmdabs s sbbdmdabomzal 8bamdal 0b@gMsdommo (33emon
sdmag@adl b3ob gdLb3MgLosl, Moz oMmbgdomo 83(30653L 56 oaMboLEGME J(39390b, ©dog-
EOHmgmsE, bamb bymdl 3mdadonmo mMmasbabszonmo J(393900L FM@MBoMmgdab. mgs-
BoDoom LadoMomnsbmdabs s dMmBom 3Bsymanmgdal dmEolb obsddmmmolb bds
dmEgfoonm MHmmb sbEnmgdb. Gmeogbsi ©obsddgdnmgdn b3al bsoizgmew @ndamal
LEMGganab 0MBg396 LodsMmmosbn MmMasbodszommo aofmgdm 3960 53m3396LoMgdL o3
2360 30Mab* (630 3gdbmMw3s) s dgEgase IMHmInm 9 33sgmaggamgdsl gomgdon.

33mg3o 2020 Bgemb LogdoMmggmmdo Ro@omms ©s dobdo 839 wobeddgdmmds Bnngmm
8mbobomgmde.

La3356dm bo@ygzgda: mMMmasobndsz0memo bodsmomnsbmds, mebsddmmdemal bds, ©gz0s(309Mo
(368083mbobBnma) 4393980, IGmIomn jdsgmeanemgds, mebbdmdobogol dbomds, 3mboGonmo
Jsazado

dgbsgaman

ma5b0bss0mo LodsBmmasbmdals 3mbLEGEMNIG0bowdn 0bGgMgbo IHMBobs s
mEaobodsigonm gbogmmmansdo, asbymo sombmgmmolb gsbdsgmmdsdo sMbgdomsow
300DoMEs 03 3603369mmazobn Gmeals gsdm, Gabsi ob mebsddmm3mgdol IGmBomo
(36m36930L bamobbolb 83smmgdady, asbbmmz0gmadamo 4(393980L bobosmbs ©s m®-
3060D(300b g539@0ob JgbErmmgdedg sbgbl (Cohen-Charash & Spector, 2001; Cropan-
zano et al., 2007, 2011; Dundon et al., 2004; Lotfi & Pour, 2013; Mengstie, 2020; Rasheed &
Al 2017;). mEasbobszoqgmo bodsGmnmosbmdol dgbobgd sobmgmmgdal go63s3emmdsdo
Ro@ofgdyman 33mg3900 IMb3mMAL mMasbabszool bg36gdal LodsGmmosbmdals sxmddol
353 9bsb oo 3mabo@n®, gdm 0 09 J(39300 358 9Mbgd by (Bakhshi et al., 2009; Bashs-
hur & Oc, 2015; Cheng et al., 2020; Cohen-Charash & Spector, 2001; Gillet et al., 2013; Harris et
al., 2020; Mengstie, 2020; Moliner et al., 2008; Rasheed & Al, 2017).
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ma560b5(30mm bodsmomosbmdslb mebsddMmmBmado v530bgdq6 dgmgagddg, 3Gm-
(3909MgdLs s 833Mmzgem Mammmab 06@gMad(300bg LoyMEbmdom; 33mg3gdn (3boc-
4oL, O™ sGsbodommnmosbor smJdnma mmasbobszommo gomgdm, dgodmads gobogl
©3b543g0mmms FbMoEsb ©g3z0s(30M0, 86@sambab Mo Ji3g30L dobgbo (McCardle,
2007). ©g30930960 3930 mEa560Ds300b Bgbgdol, 306mbgdol s 06&qMgLbgdal Labo-
Bosmdgam, 56@eambob@mmo J39359, ®m3gmoaz mMgsbods(300lb dag® bs jmmamo mgao-
03960 068 q9M9Lgdob bygmymasw smngdgds (Cullen & Sackett, 2003). ob m@Gasbabsz0memo
bofxgdalb BEsLmeb s M86s3dMMBgemms 3MmEY @ nmmmdal sdsem 35839690 gdmsb
360l ©s39330Mgdmmo, sMbgdoo baosbl 8ygbgdL mMasbobs30gdl (Baharom et al., 2017)
©d LBEmMgE 9308m3, mMasbobsogmo ©q305(300 33mg30b s aobbxal of@momu&o
Logd6ods MEMaSba B30 s 0bEYLE Mmoo gbogmemmgool bggHmdo.

093053096 J3935b M g560bs (30590 M0 g5bLL3s398Mm0 3g4960B30 Fgndmgds gomb
boggdsmo (Cullen & Sackett, 2003). (1). ob dgodmgds ngmb MebsddIMMBmab Magsdzos 3ob
0fMa3mog d0dnbsmg qbedstmmm dmzgmgbgddg. sMobmMmsGomma Ladyndam Jigz00,
®0603dMm3mgdo (300mmdgb dgHo odomb, Ladsgngmm asonbsmb mmasbobsznsb
©3/0b 3ol Bg369dL (Mgodiommo ©g3093006Ma Lodmdom J;3939) ©d (2). 308309
Lodmdom J3939b ©abaddgdmmds dgndmgds asmzzgmemo dm@ongzolb 86 Immbmazboemgdol
©3bs3359mPnmgdmom dodsMmmb, 3sa., FoMdo @mbom Mabzob gobzal dmmbmgbamgds
(0Bo(z0Mgdmmo ©g3003099G0 bLodmdom J(3939). dgbadmme, 3Mb3MgG M 9308309
439356 mogg 894960b3oi gomb Logydzmow. asdmymeab Lsd gdbdmoaadme dm-
©gmb, ®m3magdoz bodL bgsedb, oy M8Egbsm oo asgmgbs dgadmgds ndmbomb Le-
3oMmmnabds 96 gbodomommm Im3yMmmded msbs3dmmagmms IMmdom 580G MLqddy,
98m(3090bs ©s J(393906D9. gb dm@gmgdos: 0bbEEMM3bE MmO, NMHm0gMmomdgddy ©sdys-
M90mmo s ImEsmu@o. mommgem Imegmdo bsdasbdgmoas MbsdsMmmm aomgdmdo
36 oa3mbobG MM g3066ymdgdabs s J(393980L 3sdm3zmgbols domamn semdsmmds. 0bbG-
@dgb@memo dgbgrommgdol dobgozom, Mgby@mbadol os@sbsdsmmmoasbo smmzsz0nm
303mb3gmo bedsmmnmmdol gob(308 4d0dagdb m8bsddMmM3mgdl Joommb 3mb 3@ o
»353m099E0Mgdgmn” bmBgdo. G0 gHmmEgddg sdgemgdmemn dmegmol msbsbdac,
363bodoMmmmosbn dm3ymmds s0dnmgdl ®s653dMmm3gmlb 69d0bdngca Jgbsdmm gbom
(3500 ImFob, ©g309(3006M0, 56@ambobGMEo J393900m) assdystmb mazobo LBsGYLO
©3 35065Rmbmb 0gb@mds Jobmzgal mamgdem Mmoo Kanxndo; dm@msenamo doamdob
30bg300, MLsdsMmmm 35693m MobozL M6s3dMMIgmms ImEomum@ 3Mnb(3039dL, nb-
393L 3OQLEMS(300L, LodMIBgL, Mo sESbMEMBsB0mn, g30830M0 J393900b bogyd-
390 begds (McCardle, 2007).

3MO9d&mmgdo 3046gd0m, 0 308 Y4300, MM Lodsmmosb asmgdmdory dgndmagds
993353291 26@>3mbabd M0, @g305309M0 (393900 (0bo30MgSgE0 @300 30YM0 J(3952),
330bmsb, MLodsFmnmm asfmgdmdn GmMmIoMgdamo dMsbo, FOHMLEGMS(300, gomnbosbads,
dm0bdngdob amdbmds ymzgemogob o6 goendM©gds 930030996 J(393590. 53 3Mm(39Ld0
360d369mmmgsb0s, Lbgsmabbgs doMmmgbmma s mMasbodsiommo god@mmgdol Gmemo.
B3960068g65L0b bagsbo Mgsdzommo gzos0n&o J(39359,dgbodsedabsw, 33506896 qLgdL,
5 BoJGMM5d0 s 35Mg3mgdado 396Mbgdgb 56 Bymdq6 bgmb mMasbadssom aomgdmdo
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LoBoFMNNSbMBs, 96533GMImal b3s s 56 ogmbabEnMa J393980 MMsbnbo(30530

Bgas@omo gdm (30960l ©g305(3099M J(3939@ 3oM©sJdbsL? — gb Mmam(3 3Mog@ 0 mmo,
sbgzg Ledg(3BngM™ MzoEbsDGOLOM, MomMgbaw 5@ momamn s LonbdgHmgbm bs jombos.
gfon dbGog, Rzgb bmEosmyMse 3mbLEMyafgdym Mgosmmdsdn 3zEbmzmmdo,
dgbodsdnbom, Lsdsmamnsb mMmasbadsgoym a5M9dmni Jgmgagdol dSemmgzszns,
3Mm(35096930,06896M5g(30930390dm 985 3mb3MgGmn 30530560L 39MAL3gJE 0300056
d9535bgl, Amamem (s MbsdsMmamm. Jgmeg JbGog, YosmMgbaw Maymas abyjmn meMgs-
Badsoymo 35M9dmb 54363, Lawss yzgmoggma (Agby@bgdab a56560magds, 3GHm-
(39096980, 0bGgMsgd30930) yzgmsbogal mdogd@usm bLsds@amasbas. 53o@m3
3603369mmmz60s, mMasbabsgom bodsmommosbmdabs s ©g305(3006, 568 ogmbabE &
4(39390L dmEnb 3033060L 3MI3mgJbaEo sbomaba. 938 Bobbom, LadsMmmosbmdsbs ws
3b6@93mbobEM® J39390L ImEab 3933060l dgbabbogmew 33mg3edn, 30Mzqem Mogda, mo-
6583 mdemol bds dgdmagedsl.

LodoFmE0sbmdobs ©s @g308(30060 J(393900L 39330630 056533MMImol bl Hm-
ol dgbobgd mo@gme@mms 8BoMns; 3853MmMMma®, dgadmgds s®bgdmdogl cmman 3m&o
©533985030bmomdadg, M 00b5ddmmIemol bdsb—bos jmmomonwggdobs @sImbsdmgdqdal
q4L3EgLosl = dgadmgds 3603369mmz60 Mmoo 3Jmbogl 83 3MbLEEMJEqgoL dmab
39380600L 303G mmgdabs s dogbo@mmolb 3sbLodmagmsdn. Azgbo ©sd3z9d0m, MLsdsm-
omm a5Mq3mdn 00bsdIGMIgmms gom 339mcrn 6sbnemobomzgol bds smoddgds Mmams
Mobgo, EmIgmoi assbmbob ,b3ob sdsmmagdom® as8mbggmm ©sEgdom Jgwgagdl.
3303MmMme, 3MbLEGMNIEonm Fm@Is@do Lsggmemo ImbabdMmadgdalb 94L3MgL0sT
MbadoMmormm aoc9dmdn dgndmgds dqo8(3060mb b@dgmbabEm®n J(393900b gs3mgmgbols
smdsmmds. mMgs60bs0mmo bodsmmmnsbmdobs s 036533Mm3mal b3ab 06GgMsg(300
dgodmgds ogmb 56@eambob@m&mo J(393900L 3oMan s3bLEgmo mMasbadsgoym asmgdmdo.

Logombob sd@momnmmdosb gsdmdmnbsmy, Bomdmoanborm 33mg30dn bo(gomos,
0bEo30msmNEM0 s MMasbnbs(30mmn (33meqdal sbsmo 3mbgoan@msznom smzbgmmm
mMa5bobszom LodoMmMm0sbmdsbs s ®obsddMMImal bdsl ImEnlb 3933060b dybgds
©d d9395bmm dsmo guqd@o ©g300(3099M, sb@&da3mMbobEN® J39390%9. JgmeMmgdomoa sbs-
mobobomzol, ©sdmzogdam (33mems®, 56@9ambobGN®m J(39390096 gMmsw, 30ygbgdm
3mDoBog® mFasbodoomm J3935b53. Jobobo 93 Jgdmbzgszedo, mMasbodszomma be-
3MMm05bmdabs s 036533MMImal bdob 06@gMod(300L 3mbaGonm ©s qz05(30m@, 56~

BoambobGm®m (3939067 303mgbob gi394@0b dgmemgdoma sbomnboas.

33m930b ads0ba
33m930b d0b3b0 s doMamso (33md78ab M3gMma30mbamads(zns

33m30L 30Bsbn mEasbabs30mmo LadsMMENdbMBNL, M8653dMMBmal bobs s w@g-
305(309960, 5b&oambobB Mo J(393900L NYOM0gMMTndomgdal 3m33mgdLbyo sbammabda
5 36803 mbabE M J(39390D9 MMa60bs30mmo Ladsmmmnsbmdabs ©s Msbs33HMImals
b3ob YOHNngPngdgegdob gu9d&ob dggebgdss. 3m33mgdLyma sbammnbobogal o3 (33eme-
©380L AN gOHNZ08sMmgdal sbsmabdn Mabbdmdabamgal dbsmdobs s IHmIamn 3ds-

gmgzomgdol 3mgMs309mo s 8005309960 98398 9d0b gaobgdom asbbmzogmes.
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3393580 dmgs@n mMgsbodsiommmo bsdsmoennsbmdnlb 3mb6LbEMma 8L 30y9-
bgdom. 93 goaby3zg@odo god@mMmo sbomabal Logydzgmdy domgdnm dgmgagdl
394M006mdom.  036533dGmMBmol 3oL 3MBLEGYJG  M3gFMsz0mbamadgdymons,  Hm-
amt 3mbbEmdiomma, 3Mmbmnsmyma b3s bEGsGgans — bgdoymymmdoma, 3m-
Bo@onco, mEasbadsgonma 3Gmigbgdobs s Jgmgagdal aondxmdgbgdady dnds-
Gommo (3939 935bmsb, 36@sambabgyma Lsdydsm Ji393° 33t 30L FoGamgddn
™39 (30mbamnDgdemos, Mmam@z 0s6583MmImgdmsb 3odsmo, bymaddmgsebgmabawdo
©33m®Romgdmmds, Jodsb3ndsmmmam gmEgdabs s (369 0bgm®Is 300l gogM(3gmgds
s Lbgs (Hirschman, 1970; Lehman & Simpson, 1992; Rusbult et al., 1988), G5 bBnmow
o goMo3L g309(30M0 J(393900L bybbsl, 9808m3 b Rggb ©ggz0s30M0 J3g30L
Lobg asbgabomagom. oy3d(39, bggemmdabsl 304gbgdo ©ggz0s309M J3930L &gHTabla(s.
3mboGoamo bodadom 39306 3m33mbgbBo, Gmdgma 33mg3edn dgsmgdoma sbamo-
Bobogobss ResGoymo, badmdomodm mEmasbobsgommo Jigz0b 3GmE™EG03ns ©s a«-
0bb3madl Imbaomabgmdmog 3mdomdab, bLadndomb @39mgbmdabzgb dg(33emals I(3gemmm-
393L, Lodydomb godxmdgbgdsdg BodMb ©s o. 3. (Lehman & Simpson, 1992).

503506 0565336MImob dogm bIob LGB ganalb s@hgzs 3603369mm3bo@ss @sIm-
3000900 @abogdgdymalb 3ommazbam obdmbazngddg (Avery, 2003; Dedahanov et al.,
2019; Eibl et al.,, 2020; Subhakaran & Dyaram, 2018), dofomo@ 3mbb@mn@qdl dmEmal
060d0 393306930b sbaemobabmgal, asdmyqgbgdmma a3043L 08bbdmdabocmgol ddsmds.
0f0do 393306930l dgbaggabgdmom dmmgmadn, 0sbbdmdobsmgal dbsmbdabmab gMmsc,
Ratormmos dBmBomo 3dsymenmgds.

33g30b 0bbEANIg6E9da

3393930 30dmygbgdma 0bbBEMM3g68gdal JoMommmao ggMmbonlb dgdndsggdol 3Gm-
39b0 8mo303L 006365/ 3900 a356L, Fod@MEYma LGONIGNANL gosdMbBIgdsb
> gbogmdg@mam sbsmadl. dgogasm gombgemgdol Bobomo Immognznmos. m@-
a0b0doz0mmo Lodsmnmosbmdob bLsjzmgzem dg@bgmmo 0bbE®dgbdn, LodsGmo-
3bmdal LodgabbmIamagdosb Imegmb 93ysmgds (@abEMadyonmo, 3Om 39NN
s 0b@gMmadiomn)'; mmasbadsgoymo bsdsMamnsbmdalb bLszzmggzn gombzsmab
(Niehoff & Moorman, 1993) JoGogmo 39MLool dofMomowo 3mM33mbgbBgdal sbsemo-
Bob Logyydggmdy Bogomgom dmgown mmgsbndsiogena bsdsmormnsbmdnl ghogs-
J@mMEasba Lgoms (3OMbdobolb a=.94), AmIgmoi ©9Mm0obgdL ©gdynmgdgdl mmgs-
Bobszomo  bodsGmmasbmdol badogg go6dmamgbdowsb (@abEGadnonmo, 3FHm-
(39NN, 0bGgMsgionmo). 0363336GmImalb bdab Lszzmgze gombzsmalb (Dyne
et al.,, 2003) Jomoggmo 3gMboob gdb3mmGsGmENma Gog@mEymo sbsmodal boge-

dzgmdg, 33mag3980 9o BOJMEeE  gagMmosbes 3GmadGomo, asbznmemgdsdy

! 36b7dmaL LedsMmmNbmdal mmb3mbragymaznsbo dmmgmacs, Mm3gmo 35 gdom nbgmm-

33099 LOFMNNSEMBIL(3 0GobgdL, d(39, g9l Jgdmbgggzada, god@mEma sbomabom,
0b 068 gMad30mmo LedsMmmNsbmdab (33mmoEMsb gHmnsbmgds. sd0@m3 33mggzsda 3aMa@gbmds
L3 3MbGnaMMd(3056 dmegml dogsboggo.

60 JoBoamo gbogmmmang@o ga@bsmo, @. 3., 6mdgco 1, 2021. ISSN 2667-9027



LoBoFMNNSbMBs, 96533GMImal b3s s 56 ogmbabEnMa J393980 MMsbnbo(30530

mM0g6@0Mqdmmo bdolb o@mdBgmo dgzombzgda. gl 3mBEEbymdal s8Lsbggma bLzomass,
3sbdg odsemo 3ohggbgdmado 60dboglb wdoenl. Ljsmol dobsgsbo dgomsbbdgdmmmds
919-0b Bmmos. badbsbymgdMngo J(393900L bszzmggo goombgs@ab (Lehman & Simp-
son, 1992) 94L3mmAsGMBYmn God@MENma Sbomadol Jgmgasw Lsdo God@mEnsbo
3Mbxoan@az0s dogomgm. Bomash 33mg3edn 304gbgdm, 96@93mbab@mEn J(393900b
Lgomol (a=.823). 33mmag353dn, dgmoMgdomn sbsmmababmgolb, sbgzg, asdmygbgdmmoas
3mDoB oMo J393900L Lgoems (a=.75). 0sbbdmdabsmgzgol Ibsmds Jgxsbes ,woowo
baoggmob” dg8mzmgdnmo gg@boal NEO-FFI-ob Lodmsmgdoom (Costa & McCrae, 1992),
bgomol  Labommds 0.880-b dgoanbl. dGmdnmn 3dsymagamgdal Jgbogobgdmow
3393530 3GmBomo 3dsgmgnmgdal Dmaswn bsmes gsdmygbgdymo (Taylor and Bowers,
1974), bzomab dobsgsba 3mbLabEgbGYMHmds .85-0s.

dgmhgzab smbgms

3393530 3mbobammgmds dnngmm 839-3s Mgbdmbrgb@3ds. dgmhgzolb 3Gm(3gbo bgemdo-
Lob3EMIMBOL 30b(3030m gobbmEm(30gmEs. 33 g30L yzgms dmbabomyg oboddgdymas.
33m930L GoMgmgddo dm3mggdamo dmba398580b Mg3MgDabGe@Mmmdal Dby gm-
gmgzal 30bboo, Imba(393560 dgobmbs 2020 Brol @obsgdgdama dmdomadggdal bgbob
dabgzgnm (bagdommggmmb bEsG0bE ol ghmgbyma badbsbaa, 2020).

33930l dgmaagdo

begnama& 3936096 9393d0, 3500 ImMab, 3HMobs s MM sbobs(300L BLogmmmansdo
Le30BbY (33emOgdL FmEEL BbmEmE doMsdnfn 3o3domgdol sbomobo dm 3mgdmmaos
dom dmMob oMbgdymo Boymo s IMsgemdbGogn FodsGmmgdgdol LEYMmyMPomo©
abobgol dgbadmgdmmmdsl. Ladydom gocgdmb 3md3mgdbaEmds — 8sbdo gM®Bsbgmdy
bgdmddgeo 3Mogoma BoJE™MMab sMbdmds — 83 (33eo093L ImEab 0Mndo s 068 -
Mogdiogmo  30doMmgdgdol dggabgdol Lognmmagdsl gobsdnmmdgdl. Rzgbo  33magzal
dofoman d0baboz MmMasbabszomm LodsMmom0sbmdabs ©s SbGogmbabE M J39390L
dmEob 393306980l g063530Mmdqdgmo Morgemo 394560bdgdal 3m33mgdbaEo sbsmmobo
0gm. 83 30bbab dabombBggem 33mg3030 dmEgMsznmma s bygMomemo (0eb30dg3Mmo)
39005(300b mEgmgdos godmyqgbgdmmo.

H1: 3mpgMsgonma dgoaszas’

306ggmo baggmggo 3Gmdmgdal gamamgdda bogaMmonmagzns, Hm3 msbbdmdabmgal
3bomds MEgMaGMMa (33e@0d MEMgabadszonm badsMmEasbmdsbs s MobsddHmImals
bdsb Imeob 39330630, Msbs3dEMBemals bds 30 BoMmBmmagbomos, MHmam s dgmos@mmo
mMasbobsogm bodsMomnobmdabs s 8b@ogmbobEN® J(39390L dmEob  30330630.

4399mom dm(393gmns dmegemob aMoxgngma godmbabymgds.

! Bgm0s309960 56omnbo BoGoMmms gbmoy 3gabab ,3Gm3gLob* (PROCESS) as8mygbgdoom (Hayes,
2018). dg0s30m0 9g89d@&0b s@bgdmdal dgbsbgd sbygbs gedmgan@sbgom Bootstrapping & 9460300
303mygbgdob Loggydzgmdy (Bollen & Stine, 1990; Shrout & Bolger, 2002).
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®bbIMdobmgzol ®0653d6Em3mals
dbomds bdo
R mgobodszonmao
” LodsMmmosbmds

godmbobmengds 1. mobbdmdabamgolb dBsmdobe @5 05653 mImals b3nb 9539480
M 3560b5(30mm bLodsFGmmnsbmdobs s 9b6Gogmbob@ ™ 4395980 dmEal jo5d06dn

mmgobodszonmo
LodoMNENsbmds

09) 83 3mEmb YBOM ©gGIMYMI© 356385 Eo3m, M380g603y ©sdgzgds Mbrs ao-
3dmgymo: mMas60bs30mm LadsMMEObMAsLS s M6533EHMBmals b3sL ImEol Bndom-
093530 056b3mMdabmgol 3bsmds ImmgFs@mEal Hmmb sbEHmgdL. bds 30, Mmegal dbMng,
390005@™MM0 (3330005 MAZ360Dds(30¢m0 LodaMmsbMdolb 5 ddsbs s MebsddHMmals
3b&ogmbobB ™ J39398L (H1.1.1), sbggg, 3mbo&on® Ji39398L (H1.1.2) dmEal 303d06d0.
mgbsz mMgabodszos smddgmos, Hmam g badsmmmnsbo, msbbdmdabmgal ddomdal
doamn 35R39698mal 8dmbyg 306930 9@ o 0MRg396 bIab LB MG gansl. b3ob bGHsGgannl
3R g30Lmeb gMmow, d(30M©gds Bom 8ogf sbGogmbobB Mo J(393980L godmgmabals
Lobdomg (H1.1.1) = 0bMgds 3mbadonco dGmdomn J393900b aodmgmagbol smmdsmmds
(H1.1.2) (Bo68magboe 8mogmadn sb@ogmbab@ma 4393900 Rsbs3gmadaymoas 3mbo-
&ogMo J393900).

dmegMaogmo dgeosznal Bamdmmaqgbormo 3mogmo LB MMmms. s6smobal dg-
093950 (3b5094mxL, ™3 05653dOMImal b3s dgEsGMMo (33md0s MMadbn D304

LOFoMNENSEMBSLS S SbGSgMBaLE MM J(39390L MmOl 3o3d0Gdn, brmm b3sbs s be-
3oBnmnobmdal dmEol dodsMmgds dmEgMamgdamos 0sbbdmdabmgol 3bsmdoom. be-
bgdg a3593L bsBommdMngn 3gmoszom®a go3mgbs, 3obsowsb dgmns@mEn (33memab
Rabdob dgdga, 3Mgend@mmal doMmadamn go3mgbs sdmngdam (33modyg LESEGNL-
B0gnmom sMbgdommdsl 0bsmhnbgdl (Baron & Kenny, 1986). 8mogmo @sdm jomgdmma
(33050000 Jmmoms gomns300b 48%-b blbal (R*=.48, F(2, 830)=379.39, p<.001). 308560 gdals
358 gMba 3basgbos s ab LB GLEZPMsE sEbgdomns dmEyFsGmEa (33mawnl badogy
©mbgdy (096bIMBobomgol dDomdal sdsmo, Lodmsmm ©s Jomama mbY), od(ze
y39madg dmogmo 00bbdmdabmgol Fbsmdol domammon dohggbgdmoal 3dmbg xawedns.
50bndbmmo dgogan s0sLENMgEL Rzgbl Jodmmgbal — LEs@abE Yo sMbgdoma
303mgbs 343L 0b@aMadonmo g539d@&nb 93Lsbggm (33mal, HmIgmoag Joggzomomgdl,
8 MM 5b0Ds3099m0 LedsMNNIBMBOLS s MEBLEMEaLMZ0lL 3bomdal Mebss@mbgdmdals
306md98dn, 00b53dOMIgmo @™ dg&o 0MRgzlb 3oL LEMsGgansl. dgasoyma
9989d&0b sbsmada 30 (3boyMuL, HMI 0sbsddHMImal bds, mogalb dbMog, 3(30693L
3b&ogmbobB Mo J393980L go8mgmagbals 3Mad@0zol. Mo RRG™m ndMEgds bdab dohgg-
bgdgmo, dom gEmm bs3mgdomss JoMgi0mmo MobsddMmmBgmo sb@sambobEnEo mmas-

BoDazomo J393980b396.
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LoBoFMNNSbMBs, 96533GMImal b3s s 56 ogmbabEnMa J393980 MMsbnbo(30530

GbFomo 1. #2563533GmIemab 63ob Jgnsioamo 9095480 mmgsbodsizomen
bs3sFBoremn36mBobs s 56§33MmbobB M 5393936 dmMab 3533069

©39m 300937 cm0 (33emo@0: 36§s3mbabG Mo Ji393900

R2=.48, F(2,830)=379.39, p<.001

(3350960 B SE T p 95% CI
3Mgend@mcn (306rs3n6n gxgd§o): ke ) : )
263560 D300 bsBoMmmnsbmds 23 .017 13.4 | .000 [-.26, -.19]
dgEosGmEn. »36533Om3mals b3s - 18%** .016 -.11.4 | .000 [-.21, -.15]
0f0do 939480 Effect | BootSE T D Boot 95%CI

06080 9539]&0 d3mEgMsGmMab ©3d5m
©mbgdg (23.4): mMaobodszoyma
LodoMNMNbMds 2 Mo653dMMBemals b3
> 56@93mbabE Mo J(393900

0f0do 9539]&0 dmEgMsGmMal
Lodomm EmMBEgDdy (32.8):

mmg560bs(30mm0 LadoGonmsbmds -.04 .008 [-.06, -.03]
2 0065336mImab bds 2>

3b@ogmbab@ o J393900

06080 9539J&0 dmEgMsGmMmab Jsmam
©mbgdg (42.1): mMa560dsz0ma

boBs@armnsbmds > msbs3dGMAmals bds | 07 013 [-.09, -.0009]
2 9b@ogmbob@mon (393900

*=p < .05 **=p < .01 ***=p < .001
A. F. Hayes 3Gmaods PROCESS, mmgmo Ne7; (N=833)

-.02 .006 [-.04, -.01]

dgoMgdobmaal, 0gn3g ImEgmdo 568 sambobGnmo J393900L Bozzmem 3mbo@n-
9600 43939000 Robdob Fgmgasw sedmAbos, Mm3 036533MmMImal b3s s6s BbmEmE sg39M-

b9db 86@oambabE G0 J(393900b godmzgmgbsl, s@sdgm Bosbomabgdl 3mbodonm mmas-
Bodozoger J(30390L0i- 09339, LEYmIR dmrgmo ©IFmgorydYern (33moalb Jymoms
356M05(300b dbmemme 7%-b bLBab (R*=.07, F(2, 830)=30.4, p<.00; d935bbgbgdm, ®m3 ngo3zg
dm@amds 56@ogmbabG o J(393900b 356M0s(300L 48% dbLbs.

H2: LygGonmo (056303g36Mmn) Igons 305

mE3560bs30m LaBoMNENSbMBSL, M3653IMMBmal BIsLS s 56 9gmMbabEGN& J39-
3900 3mMob 3o3d0fn IGm3oma 3dsgmenmgdol gnmdog dggsbrs. dmmgemdn dMmdoma
30oymgnmgds  Bamdmmagbomos, Gmams  asdsdymsmgdgmo, dgos@mMn  (33ma00
®565330m3mal bIsbs o 36@9gmbabEm® J39390L dmEal 303306 do.

R3960 @d39ds sbgmns: Meb53dMMBmal b3s s IMmnma 3dsymenmgds dgns@mo
(33005009805 MMa360bs(30mm LOBoMNMNbMIsLS S bGSgMBabE M J(39398L ImEab
39390600, 396dm, mMasbodszomo bsdsMmnmmdol s¢dds 06393L bIob ©sdsm ©m-
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69L (@ndomb), gb 3o, mez0b bz, 83(306093L IMmBom 33sgmPamgdsl, Gsbsi msb
LEg3Lb 6@&aMbBabE MM J(393900L godmgmgball domama dsemdsmmds. smbadbaemn 3o-
3mogdbs LgMomem 3gEoson® d0dsMmgdgdl  sx3bgdlb, MmEgbsi ©dmY 30 dgm
(33mombs s dm3zoEgdaem (33maeb ImEob mEMo gs8s53msmgdgmo god@meon, dgwo-
s@mG0s BamImeagboman. b dmegmo Ggomeymam bLod gobLbgeggdmm Fgwmosoy®
308560 gdslb ox30LgdL, 3gMdme: 1. 056533MMImal bs, Gmame(s JgmosGmmo mmas-
Bobsz0m LOBsMMNabmMIsLS S 56 OaMbBaLEN® J(39390L dmEals 393306 do; 2. IHm-
domon  33symggamgds, GmamE (3 dgosGmmn mMasbodbsiomm bodsmmosbmdabs o
3b6@o3mbobEM® J39390L FmEob 39330630; 3. bgFommo Fgwoszns, MmEgbsi mMMgsbo-
B0 LOBIMNENS6MBSLS s 36GOaMBoLEGME J(39390L ImEEL 3933060 K9 MNsbs3-
dOm3emol b3nmes godmamgdmo, d93ga 30 3Mmdoma 3dsymagngdao.

3bMama 2. bgMoyma IgEosEoyca Impgmo: 56333GMImal b3abs s
dmm3nmn 33dsymgamagdab 353mgb6s mMa360bsaym LadsMomasbmdabs s
36@33mbobE e J(39393L dm@Mabl 3533064 %g

@3dm300989cmo (33cm3@0! 36§33mbobG Mo ;393980

R?=.49, F(3,829)=263.34, p<.001

(3350960 B SE T D 95% CI
3Mgead@mcn (30633060 gxgd§o): . ) : )
035605 (3050 bsBsomasbnds 21 .017 12.3 | .000 [-.24, -.18]
3gnds§ma 1. ©65336m8emals b3 - 18%%* .016 -11.6 | .000 [-.21, -.15]
dgens§ma 2. 3GmBomn 38symagomgds - 1 3%F* .031 -4.1 .000 [-.19, -.07]
060do 9g39J@0 Effect' | BootSE T P Boot 95%CI

060d0 9g39d@0 1: mEz560dsz0ma
LodoNEOSbMbS 2 336533EHMImals b -21 -02 [-.26, -.17]

2 9b@ogmbobBmma (393900

06080 939d@0 2: mMzo6odszoma
LodosMmmosbmds =2 dMm3oma 3dsym- -.03 .009 [-.05, -.011]

gomgds 2 56@oambabd Mo J3939%0

0f0da 9539480 3: LodoBnmasbmds 2
056533d0mBmab bds 2> dMmnmn 3doym- .003 .003 [-.003, .001]

gomgds 2 26Goambabdma 4393900
*=p < .05 *¥*=p < .01 ***=p < .001

A. F. Hayes 30maMods PROCESS, dmmgeo Ne6; (N=833)

3bamnbob dgmgagddg oymbmdom dgazadmons godzom, Mm8 b MMmyds dbmmme
30M39mo0 s dgmMg 8gos309Ma dndammgds, 3gbsdg, LyMammo dgasonca 3ogzdoma
6 LEYMES. dgmg Bgns30Ma dodsMmgds, Mmdgmoa dmegmol Gomamgddn

Completely standardized indirect effects of X on Y.
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d9530bEs, M653dEMBemals b3sL IGMBoma 3dsgmagomadoom dbs33mgdL. 39Mdmm, gogge-
Lgdor FmEgeb, Hm3mob dobgogomss, MMasbodsnmma LadsMmmnsbmdolb smddolb Le-
3obybmE 096583MMImal dBmIomo 33symaynmgds 0dMEgds, M3, megzob bz, o3-
306M98L 8b@oamMbabE MG J(393900L as3mamgbsl. bgdmm dmzgdmmo (3bFomo (oModo
989980 2) 898 y39mgdL 035Dy, Mm3 dGmInma 3dsgmenemgds 3gmas(3099M0 (33080 M-
3060Ds(30mm badsMmmEmnobmdabs s 6@ ogmbabE MO J39390L Mol 393306 do.

©3358gd0m, doM@n3z0 dmgMozommon Sbomodolb goMamgddo dgzoxebgm mMas-
Bobszogmo Lodsmmnmnsbmdobs s ®36s3dMMImal B3l ab@gMadommo god@mmab
303mgbs IMmdom 3359mPamgdsby. 9bs3dMMImal bds dmEgFsGmMo (33mens M-
35603300 LsMNNSbMISLS s IOMInm 38symagamgdsl ImEob 3o3d06Mdn. Imwgemo
dOmdomn  3dsgmazomagdol Jmmoms goMmosgool 31%-b bLBoL(R?=.31, F(3,829)=122.1,
p<.001). 06@gMsgz00b (33momal Boemo 24%-0s.

3y G™MHo: s6538GmImol bds

29

%2? -
25 —ﬂi-
] Ty
& B2 I i
Een - 2
3 -

17 _ -

15

1 2 3
— OO0 = FN0M = - Fomagmn

309mbsbaemgds 2. 00658dmmImob bdols dmwmgmozomemo 9039980 mtgobo dsomen
bsdsmormnsbmdsbs s dmmdnom 38symenmgdslb dmmol 305390600

3bGoama 3. 2365336GM3mab bdab ImegMsgogmo gxgd@o mEGa36ads30m
L533ANMNIEMBSLY s IHMBnm 33sgmgznmgdsb dmEab 35330630

©3dm 3009390 33cmd@0: dmmdnon 3dsgmaanemgds

R2=.31, F(3,829)=122.1, p<.001 AR?=.24, F(1,829)=291, p<.001

(33mogd0 B SE T P 95% CI
3Mgend@mca (30633060 gagd§o): - Qg 07 2147 | 000 [-1.11, -.85]
LodoMomasbmds ' ' ' ' .
AmEgMmIGmMa: 05653dMmImab bds =, T .05 -16.4 | .000 [-.83, -.66]

06@9Magd0nb 33mman: mMasbodoe-
3onmo badsMomosbmds oo Q2% .001 17.1 .000 [.018, .022]
056533MmBmab b3

*=p < .05 *¥*=p < .01 ***=p < .001
A. F. Hayes 3Gmg®sds PROCESS, 8megmo Nel; (N=833)
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3063060mdgd4mo sbsemobab dgmgagdo (3690ymalb, H™3 domolb 3ommdgdda, Mm(3o
©3b54390mma 3L vM0EgdL Lagmmsmn ImbabMgdgdal 94L3MgLosL, LadsGommansbo
30693m(3 396 063930 653dMmMBgmms 3dogmapomadsl. Bmamtg go 63ob dohzgbgdgemo
Lodmomm mbal smbg3lb, mMmasbodszommoa LadsMmmnsbmdal bEob Jgbsedsdabec,
®065633Om3molb OmInma  38symagomgdol mbgi 0dMEgds. gb 0dsDy 398 y39mgdL,
™3 Ibmeme mEas60dsommo badsMommosbmdob MdOHNMbggmymes o6 33sMs Mebsd-
dOmBmgdob IMmBomn 33symagomgdol mbob gsbsbMogmae, 860d36gmmgsebos domo
3bMoEab mMmasbadsznobomzgol babsMmaqgdmm 0@ggdabs s 3mbedMgdgdalb g9bgMnmgdals
©d a5dmbs@zob 3Mmggbog Bogobomobmm s, dmaswaw, 9858 NM0 3m3nbojsom®o
a5693m 39336500 masbnbs(30530.

d95393s ©d abjzybas

333930900 35bbbgszq69m doamdgdl 0ygbgdgb ndal @sabowggbsow, o Medwgbaor
39bLodmgMmagh bodaMmommnsbmdal 3mbBLEGMNG0 3053006 J3930b. DmangMmn 33mg-
35 Bm3nboMmgdygmons ©q305(3096 J(3939bg LodoFmENsbmdals Hmdgmody ghoma Godol/
306dm3omgdol (3oa., dbmmmE 3Gm3gENAmalb 56 ©obEMmadeyommal) gogmgbol

dgbbogmady, Dmangfo 33mg3edo ©g30930nc0 Ji3930L 3gnd@mmgdse boMdmmag-
Bomos badaMmomnsbmdal mon, bado 56 mebo 3M33mMbgybE . 333mazetms babamoa Ygm

3030905 Ldgombl s LBEs3mMMAL LodsGmEosbmdbols 3m33mbgb@gdol 0b@gfMod(znmm
303mgbsl @aznazon® Laddom J39390dg (McCardle, 2007). dogsmoma@, gmeggtabes
©5 360356Bobmb (1998) 33mmag30L Bobgogoom, dmdndoggms LodMsbdy, gomaDasbgds wo
BONLEES(300 046908 BEH™M 0bBgbLamEa ;) aboba MLsdsMommme 300Rbgggb s6s BoFmEGm
Ggbyabadol seam goz00l/gosbasbomgdal 3Gm39LL, sG8dg MM as60Ds (30030 d0dnbamy
36m39bgdbs s 3BM(390MgoL, 03sb, oy BHmam® 93yHmdasb dom. dgbodsdnba, Lo-
3ommnabmdall b3dobdng@a 3m33mbgb@nl ofmbgdmds sdmogmgdl Lbgs 3m33mbyb@nb
989J8L s BAEal 0bpngzoal gzosan® Lbadydom 4393930 Ratmngol omdocmmdasl
(McCardle, 2007). og3(39, LadsBomasbmds 365 Ibmemme IM335ma36DmIamgdnsba
3MbLGAdG0s, 30539 dabo ymgzgma 336BmIamgds 9Mm®M3S6gnmsb n339m98s o
394dmndgdl m@Ma360bs3099ma LydsMmaemnsbmdal Bmase 3gddsb. Dgdmo smbgFaema
3000am3gdnbogsb aobbbgoggdom, Azgb 33mgzedo LBMEgE Dmasmn MmEasbabs(z0mo
LoBoMMOMNSbMBs  (MAsb0dsz0mmn  LodoMmmnsbmdal dmaswo s0dds) Robogds'.
380dOmdo, gb 39ML3gJ@&o0gs Lonb@gMgbms s dmzMdamadama Bgmoamos 83 Lo jnmbob
dgbobgd o 3m3nmomgdae (3mebsdoa.

3309398 3093 9M0bgm @ossbBMms mEMasbabszonm LadsMomnsbmdabs s sb-
&93mbobGME J39390L ImEal dmagfa Hgz96Loyma 3ogdota. myyd(ze, badydom gofg-
3mb 3m33mgLnGmdals gomzamalbbnbgdoom, 83 3mbLE®J&qdL ImEal sGLgdmmo Hory-
o s 3Md35m3bEngn Jodommgdgdol dgoamgdom bEMmymapomsw sbobgol dgbodemgd-
mdd g0s (309960 @ dmEgHs3ogmo 39330530l dgisbgdal dgmgasm dmagzg(3s. 0Mndo

! 0993(39, LOFoMNENbMB0L Lo 3gemg30 NbLEGNIGbE N BoMdgL LadsMmmmasbmdal bad 3M33mMbybEL —
©abEM0d0nmb, 3MmgenMnmbs ©s 06@gMmsdionmb.
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393806980l 565m0bom LbmEMgo ob gomgdmgdgdo, god@mmgdo asdmamanbus, Mmdmgda s
SbnbBgdgb 9bBOgMbabE MG J393900L go8mzmgbol SeMdIMMISL MM sbnbs(30530.
®0603dMmM3mob bds s IMmInma 3dsgmagomads dgmos@mto (33memo smdmAbos M-
35605300 LadaMMOMNbMBSLS @ 36@0gMbabB Mo J(393900L 393306 do.

dmEgMs 3090 3gmns(300b Imgmab dga3obgdobeb, bawsg @edm jnqdamo (33mo@n
960 d98mb393530 56@0gmbobEMa (3939009, bmem 3gm@gdn 3o 3mDod oMo, dgdwgan
&9b0gb(30g60 g53mazzqme:

(1). 036bdmdnbomgal Fbsmds sdmngFmadl 3933060L mEasbodoomm basdsMoremo-
obmdobs o bsb dmmMab. babgdgs gMmmagzemn ,Jz0b0“! ImwgFssommo aogmabs (Bar-
on & Kenny, 1986), Goasb 056b3mdabmgol dbsmdabes ©s me653dEmmBemal b3sL dmab
3003000 sgdomo 3035Mmgdss. o35, LadsMmmosbmdsbs s BIsb Jmob 3o3-
domdo dobo RsGmznm Bodsmmgds Mg®mm dmngMmogds; (2). mebsddMmmBmal bds, Ly gmme-
M0 0009950bs ©d IMbLsBMYE9d0L g4L3Mgbns, gMmagzemn 3Gg396(5099emo 39J60D30s 568)-
ambobGmFn mMasbobsiogmo 43g3900bomgal; (3). 0ebsddGMImal bds s dbmemme
3b6@oa3mbobG Mo J(393900L ao3mzmabol dmogmo dgdagembadgmo goddmmons, ob 3m-
Bo@onEmo dOmIomo J(393900L babs 3ommds(zss.

LaPogemo dgeosz0s, MMImoms dgxsbos mMasbadsiomma Lodsmnmosbmdbal
303 gbs 56@0ambabE ™ 43939069, 30dnomgdmma m3653dMmImals bdoms s IMmBomo
395ymaggomgdom, Bobommdmog omsb@Mmms. a3sdmonzzgmes IMmdomn 3dsymagznmgdol
oo mO30bobszommo badsMommosbmdobs s s6@egmbab@ o J(393900b 39330630
— mMa5bnbszogmo Lsdsmmmnsbmds Mol dGmIomo 38sgmagomgdals 3sh396509wmb,
dOmBom 39symagomo obsddmmdgmo 3o, megol dbMog, Bojmgdom 3Mob JowEgzoemo
bgge@om®o IMmdomn J393500b aobbms0gmgdab 396.

339399, sbgzg, Eboym, M3 MmEmasbodsamm LadsMmmnsbmdsbs ©s IMmInm
39594mxzgomgdsl ImGol mebsddMmm8emol b3s dmwamsznmm Mmmb sbHmmgdl. Mmogbscs
©3b54390mmgda  b3alb boigmem w@adomal  LEGsGgansl 0MBg396, LasdsGommnsbo
mmaobodszommo goMg8m? 396 ©3m33g6LoMgdL 88 ,obsgeMmal” (b8ob dgbemmwzs)
©d dgegadse dOmdom 933symzamgdsl 30mgdo. Mucm deMm@onzem, LasdsMormosb
mMasbobszom as653mdo bdob go8mzmgbol dq3(3061908bmsb ghmae, mebsddmmdgmas
395ymagomgdss 3(300m9ds. dog@msed b3ob LydMsmm ©s domomoa 3sh39690mal 3dmby
®ax8dn, OmEgbsi b3sdg dgbmuoss 0bbbgds ©s ®ebsddMmmIgmo gsd8mbs@eslb msgal
3mbaDMgd93L, 00ggdL MmEMasbabszoma badsMmmmosbmdob sl msb gzl IGmBomo
39594mzgomgdal ©mbal  sdsmmgds. mmmgboz MM 3060Bs (300  Smfdmemos, Gmamei(s
bods@moremosbo, 08653dmmdemgdo dmBogz0mgdmembo 56056 3odmbs@mb M gsbodo(snmemo
36m39bg80b  3odmmxrmdabadody dodomaormmn owggdo. o smbodbmemo 3935 396
b 309000980, doomn dmm8omo jdoymaanmagds @odsns. gb dgogagdo (sbsymalb, o
53gbs© 3603369mmz8605 mEgsb0Ds(30mm 306 53mMm30 056533MMIgrms ImbsbE9dqbab

! 3mEgMsGmMMa (33ma00, Mmdgma(s, gfma 3bMng, go3mgbals sbgbl @edmzawgdym (Y) (33mondy

s Jgmmg dbMog, YHongmmddgrgdl doMomae ©sdmeyjngdgm (Xp) (339QMb(3.
LodaMom0sbo ob YLbodsMmmmm mMasbadszogmo gomgdm anmobbdmdl msebsdd@mmdmal byydngd-
B 50 gdsb mMasbodaz0ma badsMmmnsbmdal Jgbobgd.
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q4L3EgL0s s dobdy yyMoEmgdom MgegaMmgds, 0bgm®mads300l, nggdal, ImbsdE9dqdab
29(33d 03, DMasws, gBgd@uco bsgmdnbozsom gomgdm.

mEgo60bszonmo LodsMomosbmds bEs@abBognMom sMbgdomon, ondzs, bsgmg-
ds dmogmn god@mto smdmhBbos 3mbogonmo dEmdomo J(393900b 35dmbzgz0L mgaem-
LoBGbom. 3mboGonEa dGMIomno J(393900L IbsGoboggMom MmEasbabs(300lL BbMowsb
3358 9d0m0 doeabbdgges bagomm; badommmnsbmdal dEANbzgmymes sa30egdgmos,
0330 5Mdbos3doMnbo.

dogbgoagem 33ma30b dgdmymgabs, Mo bymdobsbzomadmdol 36abizndom Mglb-
3mbrgbB oo dgMhgzadn asdmaba@gds, 839 ©obogdgdmmolb dgisbgdol 3mddmgdLby@ads
3bomnDds Lodomgds dmaz(zd 39dma3930mbs MebsdIGMImal B3al, Mobbdmdabomgals
3bomdobs s dGmIomo 38sgmgamgdal Bmmo mMasbabsom Ladsmmosbmdabs o
3b&ogmbobB M J(39398L ImMab 3o3d06do, aodmazg3z3gos ob gomgdmgdgdo s (33eme-
o Jmbgoam@mozns, Mmdmgddsi dgodmgds dgabybEmb mMmgasbodomm asmgdmdo
B9ao@0 M0 ©sdm300090Mmgdgdobs s gdmz0900L (3GMmIomo 3dsymeggomgds) 3Em-
3m(306905 ©d d99amd domo gofmEsddbs sb@eambobE® J(393900@. Lodndamdy ©g-
305(309960/56@0ambabB Mo J393900L bgasGommo bgasgmgbal gobsbgo@Momgdmac,
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Abstract

The study aims to assess the role of organizational justice in the formation of antagonistic, deviant behav-
ior through the analysis of indirect relationships and via new (previously unexplored) configuration of
organizational and individual characteristics. We have introduced the agreeableness and job satisfaction
variables to describe indirect relationships. The article presents a comparative analysis of the impact of
organizational justice on positive and antagonistic behaviors.

Employee voice moderates the relationship between organizational justice and antagonistic behavior.
Increased perception of fairness of the organization is associated with a more active choice of proactive,
constructive voice by employees, whereas unfair environment increases the probability of silence. On
the other hand, employee voice, manifested in the expression of personal opinions and ideas reduces the
probability of the manifestation of antagonistic behaviors. The interaction variable of organizational jus-
tice and agreeableness enhances the expression of voice, which significantly reduces antagonistic behav-
iors, and, at the same time, contributes to the formation of positive organizational behaviors. Employee
voice moderates the relationship between organizational justice and job satisfaction. When employees
choose silence strategy instead of voice strategy, even a fair organizational environment cannot compen-
sate this ‘loss’ (restriction of voice), which results in dissatisfaction with job.

The study was conducted in Georgia in 2020. 839 employees participated in the study.

Key words: organizational justice, employee voice, deviant (antagonistic) behaviors, job satisfaction,
agreeableness, positive behaviors

Introduction

Interest in the constructs related to organizational justice increased in the last decade in indus-
trial and organizational psychology due to the positive effect of improved life quality on the qual-
ity of organizational life and the efficient organizational performance (Cohen-Charash & Spector,
2001; Cropanzano et al., 2007, 2011; Dundon et al., 2004; Lotfi & Pour, 2013; Mengstie, 2020;
Rasheed & Al, 2017;). Research on organizational justice conducted for a number of decades has
shown that the perception of justice by organization members affects their cognitive, emotional and
behavioral patterns (Bakhshi et al., 2009; Bashshur & Oc, 2015; Cheng et al., 2020; Cohen-Cha-
rash & Spector, 2001; Gillet et al., 2013; Harris et al., 2020; Mengstie, 2020; Moliner et al., 2008;
Rasheed & Al, 2017).

Employee perception of organizational justice is based on the procedures and interaction with
the management. The studies show that the organizational environment which is perceived as unfair
might become a reason of employees’ deviant, antagonistic behavior (McCardle, 2007). Deviant
behavior is an antagonistic behavior that contradicts the organization’s rules, regulations and inter-
ests. This kind of behavior is perceived by organization as an infringement of the organization’s le-
gitimate interests (Cullen & Sackett, 2003). Deviant behavior is related to increased organizational
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expenses and the employees’ low productivity and seriously damages organizations (Baharom et
al., 2017). Just for this reason, organizational deviance, as a topical issue, is intensely researched in
organizational and industrial psychology.

Deviant behavior might have two underlying mechanisms (Cullen & Sackett, 2003). (1) It
might be an employees’ reaction to unfair events taking place in his/her environment. By perform-
ing a non-normative behavior employees try to take a revenge against the organization and its mem-
bers (reactive counterproductive workplace behavior); (2) Employees might engage in a deviant
behavior to satisfy their needs, for example, engage in a behavior leading to an intense risk experi-
ence (initiated counterproductive workplace behavior). Furthermore, a specific deviant/counterpro-
ductive behavior might have both underlying mechanisms. There are three explicit models which
emphasize the influence of fair and unfair treatment on employees’ attitudes to work, emotions and
behavior. These are instrumental, relational and ethical models. Each of them proves that in an un-
fair environment it is highly probable that antagonistic dispositions and behaviors will take place.
According to the instrumental approach, in response to unfair distribution of resources, employees
use ‘corrective’ measure. According to the relational model, unfair treatment forces employees to
stabilize their situation/status in any possible way (including deviant, antagonistic behavior) and
preserve identity in their valuable working group. In addition, according to the moral perspective,
unfair environment violates people’s moral principles, evokes frustration and anger which results in
non-normative, deviant behavior (McCardle, 2007).

Deviant behavior can be also observed in fair environment (initiated deviant behavior). On the
other hand, anger, frustration, irritation and the feeling of revenge do not always result in deviant
behavior. What matters here is the role of personality and organizational factors. We are interested
in reactive deviant behavior, and, consequently, attempt to explore the factors and conditions which
facilitate or impede the translation of negative emotions into deviant behaviors in the organizational
environment. This problem is extremely interesting and important from practical and scientific per-
spectives. On the one hand, as we live in socially constructed reality, distribution of resources,
procedures and interactions in a fair organizational environment could be evaluated from an
individual’s perspective as unfair. On the other hand, it is extremely difficult to create an orga-
nizational environment where everything (distribution of resources, procedures, interaction)
is perceived as fair and unbiased by everyone. That is why it is important to conduct a compre-
hensive analysis of the relationship between organizational justice and deviant, antagonist behavior.
For this purpose, we have introduced employee voice to study the relationship between justice and
antagonistic behavior.

There are very few sources about the role of employee voice in the relationship between justice
and deviant behavior. It would be logical to assume that employee voice, which is the expression
(voicing) of one’s own ideas and opinions by employees, might largely determine the direction and
magnitude of relationship between these two constructs. We assume that part of employees thinks
that voicing their concerns in an unfair environment contains a risk of negative outcome, which
would outbalance the positive effect resulting from like action. At the same time, expression of
personal opinion in a constructive environment might reduce the probability of the manifestation
of antagonistic behaviors. The interaction of organizational justice and employee voice might quite

Georgian Psychological Journal, Vol. 3, Issue 1, 2021. ISSN 2667-9027 73



Iamze Kutaladze, Nino Tsulaia

successfully explain the manifestation of antagonistic behavior in organizational environment.

Because the above problem is very important, the present study attempts to use a new config-
uration of individual and organizational variables to describe the nature of the relationship between
organizational justice and employee voice and evaluate its effect on antagonistic, deviant behavior.
For the purpose of comparative analysis, along with antagonistic behavior, we introduced positive
organizational behavior as another dependent variable. Thus, the purpose of the study is a compar-
ative analysis of the interaction effect of organizational justice and employee voice on positive and
deviant/antagonistic behaviors.

Study design

The purpose of the study and the operationalization of the key variables

The purpose of the study is to conduct a comprehensive analysis of the relationship between
organizational justice, employee voice and deviant, antagonistic behavior and the exploration of the
interaction effect of organizational justice and employee voice on antagonistic behaviors. For the
purpose of comprehensive analysis we also studied the mediation and moderation effect of agree-
ableness and job satisfaction on this relationship.

One of the constructs used in the study is general organizational justice. This construct has
been introduced on the basis of factor analysis. Employee voice is operationalized as a constructive,
prosocial voice strategy, which is a voluntary positive behavior directed at the improvement of orga-
nizational processes and results. Antagonistic workplace behavior is operationalized as arguments
between co-workers, disobedience to the management, purposeful dissemination of rumors and mis-
information, etc. (Hirschman, 1970; Lehman & Simpson, 1992; Rusbult et al., 1988). The above does
not fully cover the varieties of deviant behavior. For this reason, we consider antagonistic workplace
behavior a type of deviant behavior. However, we also use the term deviant behavior. Positive work-
place behavior which has been introduced for the purpose of comparative analysis is a prototype of
organizational citizenship behavior (OCB). OCB is manifested in volunteering, attempts to improve
the job, focusing on organizational improvements, etc. (Lehman & Simpson, 1992).

Since the choice of employee voice strategy is largely determined by employees’ personality
dispositions (Avery, 2003; Dedahanov et al., 2019; Eibl et al., 2020; Subhakaran & Dyaram, 2018),
to analyze indirect links between the main constructs we used the construct of agreeableness. To
evaluate indirect links, along with agreeableness we also introduced the construct of job satisfaction.

Research instruments

The development of the Georgian version of the instruments used in the survey involved
translation/back translation, verification of factoral structure and psychometric analysis. Following
these procedures part of the questionnaires/surveys has been modified. The instrument to measure
organizational justice is based on the three-dimensional model of justice (distributive, procedur-
al, interactional)!. As a result of the analysis of the main components of the Georgian version of
Organizational Justice Scale (Nichoff & Moorman, 1993) we arrived at the one-factor scale of

! There also exists the four-dimensional model of justice, which, in addition, measures informational justice.
However, in most cases, factor analysis combines it with the dimension of interactional justice. For this reason,
we gave preference to the three-dimensional model.
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General Organizational Justice (Cronbach’s 0=.94) which includes the items from the three types
of organizational justice (distributive, procedural, interactional). Based on the exploratory factor
analysis of the Georgian version of the Employee Voice Survey (Dyne et al., 2003), the items de-
scribing proactive, development-oriented voice loaded on the same factor. It is a continuum scale
where low scores indicate silence (internal consistency — .919). A three-factor configuration was
received as a result of the exploratory factor analysis of On-the-Job Behavior Scale (Lehman &
Simpson, 1992). Out of the above we use the antagonistic behavior scale (0=.823). For the purpose
of comparative analysis positive behavior scale was also used (0=.75). Agreeableness was assessed
using the shortened NEO-FFI version of ‘Big Five’ (Costa & McCrae, 1992) (Cronbach’s alpha =
0.880). Job Satisfaction was measured using the general satisfaction scale (Taylor & Bowers, 1974)
(Cronbach’s alpha = .85).

The sample

839 respondents participated in the study. Respondents were selected through convenience
sampling. All the respondents were employed. To ensure representativeness of the sample, the study
data were weighted by gender of citizens employed in 2020 (National Statistics Office of Georgia,
2020).

Study results

In social sciences, including industrial and organizational psychology, restricting analysis only
to direct relationship between variables prevents the researcher from seeing a complex, multifac-
eted picture. The character of working environment, the existence of multiple factors affecting one
another makes it necessary to evaluate indirect interactions. The given study attempts to conduct
a comprehensive analysis of the complex mechanisms underlying antagonistic behaviors for the
purpose of which moderated mediation and serial mediation models were used.

H1: Moderated mediation !

We assumed that agreeableness moderates the relationship between organizational justice and
employee voice, whereas employee voice mediates the relationship between organizational justice
and antagonistic behavior (Diagram 1).
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Diagram 1. The effect of agreeableness and employee voice on the relationship between

organizational justice and antagonistic behavior

'AF. Hayes statistical program for PROCESS SPSS (Hayes, 2018) was used for mediation analysis. Mediation
analysis was conducted using the Bootstrapping technique (Bollen & Stine, 1990; Shrout & Bolger, 2002).
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A detailed explanation of the model is based on several assumptions: Agreeableness moderates
the relationship between organizational justice and employee voice, whereas employee voice me-
diates the relationship between the perception of organizational justice and the employees’ antago-
nistic behavior (H1.1.1) / positive behavior (H1.1.2). When the organization is perceived as fair, the
employees with a high level of agreeableness give preference to the voice strategy. Choosing the
voice strategy decreases the frequency of antagonistic behavior (H1.1.1) / increases the probability
of positive workplace behavior (H1.1.2). (In the above diagram antagonistic behavior is replaced
with positive behavior.)

The above model for moderated mediation has been confirmed. The results show that em-
ployee voice mediates the relationship between organizational justice and antagonistic behaviors,
whereas the relationship between employee voice and organizational justice is moderated by agree-
ableness. The observed effect is described as partial mediation because after introducing the medi-
ating variable the direct effect of the predictor on the dependent variable is statistically significant
(Baron & Kenny, 1986). The model explains 48% of variance in the dependent variable (R*=.48, F’
(2, 830) =379.39, p<.001). The relationship pattern is similar and is significant at all the three levels
of the moderating variable (low, medium and high levels of agreeableness), but is the strongest in
the group with the high level of agreeableness. The above confirms our hypothesis according to
which the variable reflecting the interaction effect has a statistically significant impact which means
that the coexistence of organizational justice and agreeableness is associated with the preference of
voice strategy. The analysis of mediation effect shows that the employee voice, on its part, reduces
antagonistic behavior. The more often the employee voice strategy is used the less frequently em-
ployees manifest antagonistic organizational behaviors.

Table 1. Mediating effect of employee voice on the relationship between
organizational justice and antagonistic behavior

Dependent variable: Antagonistic behavior

R?=.48, F(2,830)=379.39, p<.001
Variables B SE T p 95% CI
Predictors (direct effect): Organizational justice | -.23*** .017 -13.4 | .000 | [-.26,-.19]

Mediator: Employee voice - 18H** .016 | -.11.4 | .000 | [-.21,-.15]
Indirect effect Effect | BootSE T p Boot 95%CI
Indirect effect for low level of moderation

(23.4): Organizational justice > Employee -.02 .006 [-.04, -.01]

voice = Antagonistic behaviors

Indirect effect for medium level of moderation
(32.8): Organizational justice > Employee voice -.04 .008 [-.06, -.03]
- Antagonistic behaviors

Indirect effect for high level of moderation
(42.1): Organizational justice > Employee voice | -.07 .013 [-.09, -.0009]
-> Antagonistic behaviors

*=p < .05 *¥*=p < .01 ***=p <.001
A. F. Hayes statistical program for PROCESS SPSS (Model 7 ); (N=833)
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For the purpose of comparison, antagonistic behaviors were replaced with positive behaviors
which enabled us to conclude the following: Not only the employee voice hinders antagonistic
behavior, but it also helps manifest positive organizational behavior. However, the model explains
only 7% of the variance in dependent variable (R*=.07, F' (2, 830) = 30.4, p<.00, whereas the same
model explains 48% of variance in the case of antagonistic behavior.

H2: Serial mediation

The relationship between organizational justice, employee voice and antagonistic behavior
was also assessed from the perspective of job satisfaction. In the given model, job satisfaction me-
diates the relationship between employee voice and antagonistic behavior.

We assume that employee voice and job satisfaction mediate the relationship between orga-
nizational justice and antagonistic behavior. In particular, perception of organizational injustice
results in a low level of employee voice (silence), which, in its turn, reduces job satisfaction. As a
result, it becomes highly probable that the employee will manifest antagonistic behavior. According
to the above hypothesis, serial mediated relationships are assessed when there are two mediating
factors, i.e. two mediators between the independent and dependent variables. The model, actually,
considers the following types of mediation: 1. Employee voice which mediates the relationship
between organizational justice and antagonistic behavior; 2. Job satisfaction which mediates the
relationship between organizational justice and antagonistic behavior; 3. Serial mediation where
relationship between organizational justice and antagonistic behavior is first mediated by employee
voice and then by job satisfaction.

Table 2. Serial mediation model: Effect of employee voice and job satisfaction on the relation-
ship between organizational justice and antagonistic behavior

Dependent variable: Antagonistic behavior

R*=.49, F(3,829)=263.34, p<.001

Variables B SE T D 95% CI
jl:ll;;dciector ( direct effect): organizational o 017 123 | 000 | [-24,-18]
Mediator 1. Employee voice - 1 8HHE .016 -11.6 | .000 [-.21, -.15]
Mediator 2. Job satisfaction - 1 3% .031 -4.1 | .000 [-.19,-.07]
Indirect effect Effect' | BootSE T P Boot 95%CI

Indirect effect 1: Organizational justice -

. .. . =21 -02 -.26,-.17
Employee voice = Antagonistic behavior [-26, ]

Indirect effect 2: Organizational justice >

Job satisfaction = Antagonistic behavior -03 009 [0, --011]

Indirect effect 3: Organizational justice
- Employee voice = Job satisfaction 2 .003 .003 [-.003,.001]
Antagonistic behavior

*=p < .05 *¥*=p <.01 ¥**=p < 001
A. F. Hayes statistical program for PROCESS SPSS, Model 6 ); (N=833)

Completely standardized indirect effects of X on Y.
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The analysis shows that only the first and second types of mediated relationships have been

confirmed. The third type of mediated relationship (serial mediated relationship) was not con-

firmed. The second mediated relationship replaces employee voice with job satisfaction. In par-
ticular, we evaluate the model according to which the employee job satisfaction increases in

response to perceived organizational justice, which, in its turn, reduces antagonistic behavior.

The above table (indirect effect 2) shows that the relationship between organizational justice and

antagonistic behavior is mediated by job satisfaction.

In addition, we used a simple moderation analysis to assess the interaction effect of organiza-

tional justice and employee voice on job satisfaction. Employee voice moderates the relationship

between organizational justice and job satisfaction. The given model explains 31% of variance in
job satisfaction (R?= .31, F' (3, 829)=122.1, p <.001). The share of interaction variable is 24%.

Moderator: Employee voice

= 29
.g 27 - :
@ 25 — T
32 AT L
= 19 -
= -
= 17 o

I:5

1 2 3

Organizational justice

High
Medium —ecee——-

Low

Diagram 2. Moderating effect of employee voice on the relationship between

organizational justice and job satisfaction

Table 3. Moderating effect of employee voice on the relationship between

organizational justice and job satisfaction

Dependent variable: Job satisfaction

R?=.31, F(3,829)=122.1, p<.001 AR*=.24, F(1,829)=291, p<.001

Variables B SE T
Predictor (direct effect): Justice - 98 ** .07 -14.7
Moderator: Employee voice - 75EEE .05 -16.4

Interaction variable: Organizational justice

! Q2% ** .001 17.1
and employee voice

p

.000
.000

.000

95% CI
[-1.11, -.85]
[-.83, -.66]

[.018, .022]

*=p < 05 **=p < 0] ***=p < 001

A. F. Hayes statistical program for PROCESS SPSS, Model 1 ; (N=833)
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Analysis shows that in the case of silence, when the employee is reluctant to express his/
her personal opinion, even fair environment is not enough to produce job satisfaction. As soon as
the voice reaches the medium level, employee job satisfaction increases in parallel with organi-
zational justice. This means that it is not enough to ensure organizational justice to increase job
satisfaction. It is also important to encourage generation and expression of productive ideas on
the part of employees and create an effective communication environment in the organization.

Summary and discussion

Researchers use different approaches to determine the effect of the construct of justice on
deviant behavior. Some studies focus on the effect of this or that type/dimension of justice on
deviant behavior (e.g., the effect of procedural or distributive justice), in other studies two or
three types of organizational justice are considered predictors of deviant behavior. There are
researchers who use a more or less in-depth approach and study the interaction effect of different
types of justice on deviant workplace behavior (McCardle, 2007). For example, according to
Folger and Crapanzano (1998), employees’ anger, irritation and frustration intensifies if they
find unfair not only the allocation/distribution of resources, but also organizational processes
and procedures and the way they are treated. Consequently, the presence of any type/
component of justice strengthens the effect of other components and increases the probability of
employees’ engagement in deviant behavior (McCardle, 2007). However, justice is not only a
multidimensional construct. Its each dimension intersects with other dimensions and forms
a general perception of organizational justice. Differently from the above studies, we assessed
general organizational justice or the general perception of organizational justice'. We believe that
it is an interesting approach and can make a modest contribution to the knowledge accumulated
in relation to the above problem.

Our study proved once again that there is a strong reverse relationship between organization-
al justice and antagonistic behavior. However, given a complex nature of working environment,
the description of complex and multidimensional relationship between these constructs became
possible through the inclusion of mediating and moderating variables. The analysis of indirect rela-
tionships enables us to reveal the factors and conditions which weaken the probability of the man-
ifestation of antagonistic behaviors in the organization. Employee voice and job satisfaction act as
mediators in the relationship between organizational justice and antagonistic behaviors.

The following tendencies were identified in the evaluation of the moderated mediation model
where, in one case, dependent variable was represented by antagonistic behavior and in the other
case by positive behavior:

(1) Agreeableness strengthens the relationship between organizational justice and employee
voice. It is a kind of ‘quasi’®> moderation effect (Baron & Kenny, 1986) because there is a direct pos-
itive relationship between agreeableness and employee voice. However, inclusion of this variable

! Note that the instrument measuring organizational justice is designed to assesss three dimensions: ditribuitive,
procedural and interactional justice.

Moderator which affects dependent variable Y and, also, interacts with the main independent variable X
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into the relationship between justice and voice, strengthens the given relationship; (2) Employee
voice, expression of personal opinions and ideas is a kind of preventive mechanism for antagonistic
organizational behavior; (3) Employee voice not only hinders antagonistic behavior, but it is also a
precondition for positive workplace behavior.

Serial mediation which was used to determine the effect of organizational justice on antagonis-
tic behavior mediated by employee voice and job satisfaction was partially confirmed. The role of
job satisfaction in the relationship between organizational justice and antagonistic behaviors turned
out to be the following: Organizational justice increases job satisfaction and the satisfied employee
is less inclined to negative workplace behaviors.

The study also shows that employee voice moderates the relationship between organizational
justice and job satisfaction. When employees choose silence instead of voicing their concerns, fair
organizational environment' cannot compensate restriction of voice, which results in dissatisfaction
with job. To put it simply, decreased manifestation of voice in fair organizational environment is
associated with decreased job satisfaction. But in the groups with medium and high voice where
restrictions are removed and the employee can express personal opinions and ideas, increased or-
ganizational justice is accompanied by increased level of job satisfaction. When organization is per-
ceived as fair employees are motivated to express the ideas related to the improvement of organiza-
tional processes. If such a behavior cannot be performed, then the level of employee job satisfaction
is low. These results show how important it is that employees express their personal opinions in the
organizational environement and that they are responded to and receive due attention, how import-
ant it is to exchange opinions, ideas and information and create an effective communication space.

Organizational justice turned out to be a statistically significant, but a weaker factor in terms of
its ability to cause positive workplace behavior. To support positive workplace behavior organzia-
tions need to make additional efforts. Therefore, justice is a necessary, but insufficient preconditon
for positive workplace behavior.

Despite study limitations reflected in the selected sampling method (i.e. convenience sam-
pling), a comprehensive anlaysis of 839 employee assessments enabled us to reveal the role of
employee voice, agreeableness and job satisfaction in the relationship between organizational jus-
tice and antagonistic behavior, identify those conditions and combination of variables which could
prevent negative attitudes and emotions (dissatisfaction with job) in the organizational environment
and would later preclude them from their transformation into antagonistic behavior. To neutralize
the impact of deviant/antagonistic benaviors at the workplace, ensure their prevention and/or later
diffusion, it is important that the resources are fairly distributed in the organization, decision-mak-
ing is based on fair procedures, and employees receive a fair tretmant which forms a general per-
ception of organizational justice. Our study supports the results of other studies in the context of
geneal organizational justice and, in addition, shows that a fair environment motivates employees
to be cooperative and to express their personal opinions and ideas and provide information postively
contributing to their organization, which, in its turn, works as a mechanism preventing antagonistic
behavior.

! Fair/unfair organizational environment is an employee’s subjective perception of organizational fairness.
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In the given model the agreeableness variable enhances the positive effect of fair environ-
ment on the employee voice. Those who work in a fair environment voluntarily express proactive,
change-oriented ideas, whereas the employees who work in an unfair environment are reluctant to
verbally express information and choose silence. Silence and similar reluctance originate from the
employees’ nihilistic attitudes, from their belief that they are unable to positively influence pro-
cesses in their organization. This could also be a kind of defensive reaction provoked by fear and
motivated by attitude to defend one’s Self (Van Dyne et al., 2003). It should be noted, that some re-
searchers attribute silence to destructive role (Beheshtifar, Malikeh, Borhani Hossein, Moghadam,
2012). In Gorden’s model employee voice is described using four dimensions: active/passive and
constructive/destructive (Gorden, 1998). Silence is a demonstration of passive/destructive voice.
Consequently, it is highly probable that silence will manifest itself in antagonistic behavior. Another
indication is reverse relationship between employee voice and antagonistic behavior.

The sum up, as demonstrated in our study, the employee voice somewhat replaces antagonistic
attitudes even in an unfair environment, helps transform deviant impulses into positive, constructive
behavior and forms positive attitudes towards work (job satisfaction), which has a positive impact
on the employees’ performance and organizational efficacy.
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