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The effects of organizational response toward non-organizational annoying
behavior of members on the organizational evaluation of other organizational
members
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It was repeatedl¥ confirmed that the organization was more highly evaluated
when the organization stated that it would take compensatory action for the privately annoying
behavior of some employees. This trend was true not only when third parties assessed, but also when
employees of the organization did. On the other hand, evaluators did not think that the organization
was responsible for the annoying. This phenomenon was explained by pluralistic ignorance that "
everyone more than themselves thinks the organization should take action in such cases. As for
emotions, showing guilt tended to be preferred over shame for third party. In addition, it was shown
that the higher the anxiety about covid-19, the more critical the evaluation. The degree of concern

for reputation and group identity sometime had effects on annoying behavior in one”s own
organization.
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Method. We conducted an online survey for 240 participants through a crowdsourcing
company. Participants were asked to imagine a situation in which an incident in which
some people in your company did not return an important document that they borrowed
privately (vs. at work) became the topic of discussion, and the company responded.

For the analysis,189 data (111 males and 78 females, mean age = 40.6) were selected.
Results The results of ANOVA of 2 by2 by 2 by 2 on organizational appraisal, perceived
organizational responsibility, and so on were conducted. Organization appraisal by
members were also higher when organization proposed compensatory behavior. In
addition, when the annoying behavior was related to their work (than no related), those
who were high in organization identity (than low), organization appraisal was high. The
interaction between relatedness and organization identity were significant. Differences
in relatedness between the organization and annoying behavior were significant in those
with low organization identity, but not in those with high organization identity. When
the organization stated not taking compensatory action, members were more likely to
perceive the organization as responsible for the annoying behavior. However, the
interaction results indicated this tendency was limited to when the annoying behavior
was not related to the organization. Furthermore, it tended to be perceived as responsible
for the organization when the organization made a statement that felt shame to the
annoying behavior not related to the organization and would compensate for the
annoying behavior. These results indicate that even members of the organization do not
consider the organization's compensatory actions to be unjustified. In addition, because
those with high organization identity perceived the organization to be responsible when
it showed strong remorse (shame and compensation), they would be a tendency to make
judgments that are consistent with organizational judgments. It would be considered
that Japanese have the norm that even if the organization is not at fault for a member's
disruptive behavior, it should respond to it.
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Method. We conducted a survey toward 240 participants (118Male, 114Female, and 2
unknowns, Mean age 40.9, SD = 9.54). The data of 6 participants who did not answer as
instructed were excluded for analyzed. Participants were asked to image the presented
situation, and asked to evaluate the organization, appropriateness of organizational response,
organizational responsibility, and so on. They also asked to estimate public opinions for these
items. The situation was manipulated by two types of annoying behavior (threw away the
trash in the park or draw graffiti on heritage) which was organized (or private), and
organizational response toward this behavior (compensatory or nothing, and guilt or shame).
Results. The scores of Pluralistic Ignorance of organizational responsivity was calculated
by subtracting Group mean of Own Attitude from Estimated Public Attitude. Pluralistic
Ignorance was significant showed (M=.77, SD=.064, ¢ (233) = 11.98, p=.000), and participants
would overestimate Public Attitude. Mediation model as below Figure 3 were examined. The
relationships between different situations and the level of Pluralistic Ignorance,
organizational evaluation and so on, were also examined. For example, on the topic about
garbage, the level of Plural ignorance was different depending on the organized (or private).
This suggested that Individuals overestimated public attitudes of organizational
responsibility and would think the organization should compensation. However, the effects
were not consistent between the type of annoying behaviors.
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Figure 3 Mediation model of own attitude on the relationship between

estimated public attitude and evaluation toward the organization.
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Method. Individuals (N = 160) participated in our on-line survey in March, 2021, and 120
date were analyzed. Participants were asked to image the above presented scenario and fulfill
the questions. There were four patterns of scenarios in which the content of the statement
was manipulated. the level of anxiety related to covid-19.

Result. The higher the anxiety, the more the level which the members' behavior recognized
annoying (r=.215, p<.01). However, there was no relationship between anxiety and negative
evaluation of the organization (= .108, n. s.).
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