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Despite increasing scholarly attention to workplace ostracism, victims receive little
guidance regarding how to break its negative spiral over time. Drawing on a multi-motive
model of rejection-related experiences and the cybernetic model of impression
management, this study examines how and why ostracized employees might ameliorate
workplace ostracism through impression management efforts to enhance their popularity. Specifically, an ostracized worker may employ favour rendering tactics to enhance
her or his popularity, as reported by peers, which can help reduce ostracism. In addition,
ostracized employees with strong self-monitoring tendencies may be more likely to
employ favour rendering tactics and use them more effectively to enhance their
popularity and thus reduce ostracism. Data collected from 277 employee–coworker pairs
in a three-wave, time-lagged design over 2 years confirm the proposed hypotheses,
tested in a two-stage moderated mediation model. These findings have theoretical
implications for ostracism research, as well as practical implications to help employees
and organizations overcome ostracism.

Practitioner points
 Being ostracized often prompts self-focused responses, but to reduce it, ostracized employees instead
should pay attention to others and seek to help others to alter the treatment they receive from others.
 High self-monitoring employees tend to employ favour rendering tactics to increase their popularity
and mitigate ostracism.
 To help ostracized employees mitigate ostracism, managers and organizations can suggest ways to
increase their popularity among their peers.
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Workplace ostracism is ‘the extent to which an individual perceives that he or she is
ignored or excluded by others’ in the workplace (Ferris, Brown, Berry, & Lian, 2008, p.
1348), often manifested as the silent treatment or giving the cold shoulder (Fox &
Stallworth, 2005; Williams, 2007). Its detrimental effects for employees, such as lower
job satisfaction, reduced job performance, higher turnover intentions, and psychological distress (e.g., Ferris et al., 2008; Ferris, Lian, Brown, & Morrison, 2015; Wu, Yim,
Kwan, & Zhang, 2012), have been widely reported (see Howard, Cogswell, & Smith,
2020, a meta-analytic review) and prompted efforts to identify factors that might help
employees cope. Individual characteristics, such as a proactive personality, strong
political skills (Zhao, Peng, & Sheard, 2013), low intrinsic work motivation (Lyu & Zhu,
2019), or stronger group identification (Xu, Huang, & Robinson, 2017), may
help alleviate the destructive effects of workplace ostracism. Organization-level
interventions and support also can buffer these negative impacts (Kwan, Zhang, Liu,
& Lee, 2018).
Rather than focusing on negative consequences and ways to mitigate them, with
this study we seek to understand whether and how ostracized employees can alter the
unfavourable social environment. Prior studies show that being ostracized can motivate
some people to seek to restore their sense of belonging, by engaging in behaviour to
regain social acceptance, such as constructing positive impressions (Maner, DeWall,
Baumeister, & Schaller, 2007), showing compliance (Carter-Sowell, Chen, & Williams,
2008), ingratiating with others (Romero-Canyas et al., 2010), working on collective
tasks (Williams & Sommer, 1997), and helping others (Balliet & Ferris, 2013). However,
we know of no research that examines whether such prosocial behaviours eventually
lead to social acceptance and mitigate ostracism. To understand how and why
ostracized employees might seek to mitigate their experience of this environmental
detriment, we seek to identify the tactics they use, the mechanisms by which such
tactics mitigate ostracism, and which employees are most likely to be successful in
using these tactics to reduce their ostracism. We proposed a research model by
integrating the multi-motive model of rejection-related experiences (Smart-Richman &
Leary, 2009) with the cybernetic model of impression management (Bozeman &
Kacmar, 1997).
The multi-motive model of rejection-related experiences (Smart-Richman & Leary,
2009) suggests that rejection-related experiences evoke different motives (i.e., for
reconnection, for retaliation, and for social withdrawal) that lead to distinct response
behaviours. If ostracized people develop expectations of relational repair or regained
relational value, they likely feel motivated to reconnect, such that they ‘not only try to
reestablish the relationship but will also not wish to undermine their standing further and,
thus, should behave prosocially’ (Smart-Richman & Leary, 2009, p. 369), by working to
gain ‘acceptance in the eyes of other people and to promote one’s relationships with
them’ (Smart-Richman & Leary, 2009, p. 370). Based on this proposition, we propose that
favour rendering, a specific ingratiation tactic by which actors offer benefits to others,
without being requested to do so (Jones, 1964), is a prosocial behaviour that may help
ostracized people to achieve so. Favour rendering is an affiliative and altruistic citizenship
behaviour that serves an impression management function (Grant & Mayer, 2009), in that
it creates positive images of being helpful, friendly, and considerate (Tedeschi & Melburg,
1984). Favour rendering thus helps us examine the proposition derived from the
multi-motive model, namely, that behaving prosocially helps people re-establish their
relationships and regain acceptance. Due to the motivation for social reconnection, being
socially rejected can motivate people to ‘repair the damaged relationship and/or seek
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acceptance from other people who were not involved in the rejection’ (Smart-Richman &
Leary, 2009, p. 373). Previous studies have reported that ostracized individuals are willing
to render favour to ostracizers (Romero-Canyas et al., 2010), work colleagues (Balliet &
Ferris, 2013), or even new interaction partners (Maner et al., 2007), suggesting that
ostracized individuals can and will employ favour rendering to enhance their social
relationships with different targets. Rendering favour to different targets can thus increase
an actor’s popularity (i.e., favourable social image reflecting collective perceptions of the
person’s social preference and social visibility in a group; Scott, 2013). Greater popularity
implies more social resources and higher social status, so it should prevent an actor from
being ostracized (Cullen, Fan, & Liu, 2014). In brief, we propose that ostracized
employees might seek to mitigate their ostracism experiences by using favour rendering
to enhance their popularity.
Yet not all ostracized employees anticipate relational repair, nor can every worker
use impression management tactics effectively to construct positive images (Turnley &
Bolino, 2001). For example, favour rendering might produce negative outcomes if the
favour recipients feel inadequate or incompetent or if the favour is unwanted (Beehr,
Bowling, & Bennett, 2010). To understand which employees are more likely to employ
favour rendering tactics after being ostracized, we turn to the cybernetic model of
impression management (Bozeman & Kacmar, 1997), which suggests that people use
impression management tactics to reduce the discrepancy between how they want to
be perceived and how they are currently perceived by others. This self-regulatory
process tends to succeed more among people who have stronger expectancies and
skills for employing impression management tactics. To examine the individual
differences phenomena, we suggest individual differences in self-monitoring – a
dispositional tendency to regulate one’s own behaviour to accommodate social
situations (Snyder, 1974) – may determine employees’ motivation and ability to rely on
favour rendering to enhance their popularity and counteract their ostracism.
Employees higher in self-monitoring may be more likely than their low self-monitoring
counterparts to render favours after being ostracized because they expect to be able to
repair their social relationships by leveraging their social adaptivity to and awareness of
various social demands and requirements (see Fuglestad & Snyder, 2009, for a review).
In particular, they likely can tailor their favour rendering tactics to the context and
promote their popularity to reduce any experienced ostracism. In contrast, those
lower in self-monitoring do not regulate their behaviours according to situational
demands but instead rely on their internal attitudes and dispositions (Snyder, 1974).
Their favour rendering attempts thus might produce negative consequences, because
they lack the social awareness and skills needed to perform them well (Turnley &
Bolino, 2001). As our conceptual model in Figure 1 reveals, we anticipate that
employees high in self-monitoring (high self-monitors) are more likely than those low

Figure 1. Conceptual model.
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in self-monitoring (low self-monitors) to mitigate ostracism by working to enhance
their popularity through favour rendering.
With this investigation, we contribute to the extant literature in several ways. First, we
suggest that ostracism is a changeable state that employees can alter through behavioural
strategies, which offers a new direction for research into how ostracism experiences
evolve due to employees’ reactions. Second, we illustrate how employees might reduce
ostracism. In addition to identifying favour rendering as a key tactic, we clarify that
popularity enhancement serves as the mechanism by which favour rendering helps
reduce ostracized experiences. In this sense, we uncover links among individual
ostracism experiences, behaviours (i.e., favour rendering), and others’ reactions (i.e.,
increased popularity) over time, advancing ostracism research by unpacking its social
dynamics. Third, we identify which employees are more likely to render favours after
being ostracized and to use these tactics to increase their popularity and reduce their
ostracism. Previous studies use individual attributes, such as fear of negative evaluations
(Maner et al., 2007), rejection sensitivity (Romero-Canyas et al., 2010), and future
orientation (Balliet & Ferris, 2013), to predict who tends to engage in behaviours to regain
social acceptance after being ostracized. We argue that self-monitoring can explain why
some people are more likely to render favours after being ostracized, as well as why some
of them use these tactics better than others in their efforts to regain social acceptance. As
such, our consideration of self-monitoring accounts for individual differences in driving
the overall ostracism reduction process.

Theory and hypotheses development
Ostracism and favour rendering: The moderating effect of self-monitoring
Ostracism threatens relationship stability and motivates people to address social
acceptance deficits (Baumeister & Leary, 1995; Smart-Richman & Leary, 2009). For
ostracized people, regardless of the reasons for this state, the social belonging deficit
represents an unconformable situation that they seek to change. As suggested by the
multi-motive model (Smart-Richman & Leary, 2009), ostracized people might attempt to
alter their image in others’ minds, shifting it from undesirable to more desirable, using
various tactics. For example, they might seek to build positive images of themselves by
emphasizing their positive characteristics, work accomplishments, or dedication to the
team, as well as by acting pleasantly and collaboratively (Bolino, 1999; Bolino, Long, &
Turnley, 2016).
But a more direct tactic to obtain others’ acceptance is to grant benefits to them.
Favour rendering, as a specific ingratiation tactic, can be ‘employed by a person to make
himself more attractive to another’ (Wortman & Linsenmeier, 1977, p. 134) and thereby
establish or reform social connections. By offering favours for others, such as supervisors
or colleagues, ostracized employees show that they care about the interaction targets’
interests and are willing to contribute. The interaction targets then should view the
ostracized employees as helpful, enabling them to achieve their goals. In addition, based
on the norm of reciprocity, ‘doing a favor for another person can induce an obligation to
reciprocate’ (Kumar & Beyerlein, 1991, p. 620). Empirical evidence indicates that favour
rendering increases the actor’s interpersonal liking (Wayne, Liden, Graf, & Ferris, 1997)
and centrality in a work unit (Zhang, Zheng, & Wei, 2009). Ostracized employees might
establish social exchange relationships by offering an initial favour. Favour rendering,
therefore, is a relevant tactic that ostracized employees can use to reconnect with others.
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According to experimental research, being ostracized motivates people to ingratiate
themselves with those who reject them by offering favours (Romero-Canyas et al., 2010).
However, not everyone is equally motivated to do so. In the cybernetic model of
impression management, people are motivated to engage in impression management to
alter others’ perceptions only if they have ‘expectancies for being able to successfully do
so’ (Bozeman & Kacmar, 1997, p. 15). We predict such expectancies by assessing selfmonitoring, which may determine who gauges social cues and uses impression
management successfully (Bolino et al., 2016).
As a dispositional variable, self-monitoring describes individual differences in ‘selfobservation and self-control guided by situational cues to social appropriateness’ (Snyder,
1974, p. 526), which determine the degree to which people ‘are willing and able to
monitor and control their expressive behaviors and public appearances’ (Fuglestad &
Snyder, 2009, p. 574). The concept thus implies individual differences in behavioural
regulations, based on either situational demands or internal characteristics. Gangestad
and Snyder (2000) define high self-monitors as those who, ‘out of a concern for the
situational appropriateness of their expressive self-presentation, have come to monitor
their expressive behavior and accordingly regulate their self-presentation for the sake of
desired public appearances’ (p. 530), whereas low self-monitors are those whose
‘expressive behaviors are not controlled by deliberate attempts to appear situationally
appropriate. Instead, their expressive behavior functionally reflects their own inner
attitudes, emotions, and dispositions’ (p. 530). Empirical evidence suggests that high selfmonitors tend to be more influenced by others’ expectations (e.g., Lassiter, Stone, &
Weigold, 1987); tailor their behaviour and judgments to reflect situational cues (e.g.,
Lippa & Donaldson, 1990; Snyder & Monson, 1975; Wong & Watkins, 1996); perceive
social cues more accurately (e.g., Costanzo & Archer, 1989; Funder & Harris, 1986);
exhibit responsiveness to situational cues in their self-evaluations, self-attribution of
emotions, and attitudinal expression (e.g., Chen, Shechter, & Chaiken, 1996; Graziano &
Bryant, 1998; Jones, Brenner, & Knight, 1990); and have greater political skills in
organizational settings (Ferris et al., 2004) than low self-monitors.
We expect that high self-monitoring employees tend to render favours to others after
being ostracized because their higher expectancies of managing impression in others’
eyes bring an expectation of relational repair or regained relational value, which motivates
them to reconnect with others after being rejected (Smart-Richman & Leary, 2009). First,
because their self-concepts are situational and malleable (Aaker, 1999), they direct their
attention towards others’ requests and find ways to increase their social standing.
Therefore, they are willing to do favours for others to create a positive image and gain
approval from the targets (Jones, 1964). Second, their subjective estimate of the likelihood
of changing and controlling their image, by regulating their behaviour to meet social
demands, is more positive. As Gangestad and Snyder (2000, p. 531) explain, people high in
self-monitoring ‘believe in the appearances they create and take stock in the fact that these
appearances can and do become social realities’. In turn, they behave in socially desirable
ways (Lippa, 1978), adapt to new situations effectively (Snyder, 1979), and respond
flexibly across different situations (Zaccaro, Foti, & Kenny, 1991). Such social adaptivity is
evident in studies of cross-cultural adjustment; high self-monitors exhibit greater selfefficacy in their interpersonal interactions and better adjustment capabilities (Harrison,
Chadwick, & Scales, 1996). With their greater social awareness and willingness to adjust
their performance according to the social demands, as well as their confidence in their
social adaptivity, high self-monitors possess dispositional attributes that motivate them to
provide help or favours to others. In an experimental setting, high self-monitors made
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more contributions to a collective task after being ostracized (Bozin & Yoder, 2008), a
finding that is in line with our reasoning that high self-monitors likely engage in behaviours
that help them regain social acceptance.
In contrast, low self-monitors are unwilling to change their expressions to meet social
demands across situations. Gangestad and Snyder (2000, p. 531) contend that they ‘seem
not only unwilling but also unable to carry off appearances. They live as if put-on images
are falsehoods, as if only those public displays true to the privately experienced self are
principled’ (p. 531), such that they have ‘no desire (or perhaps even ability) to construct
what they perceive as false images of themselves’ (p. 533). Because they behave only
according to their internal attitudes and dispositions (Snyder, 1974), situational events
such as being ostracized are less likely to motivate them to take reparative actions. They
even might reject such options, because rendering favours to please others would conflict
with their view of themselves as driven by their internal values. For example, low selfmonitors respond to requests to express emotions inconsistent with their true feelings, to
satisfy the situational demands, by actually reducing their work effort (Scott, Barnes, &
Wagner, 2012). Also, with their close focus on their personal attributes and characteristics, ostracism may cause low self-monitors to feel disliked, which might reduce their
sense of identification with a work unit or organization and undermine their willingness to
help others (Wu, Liu, Kwan, & Lee, 2016). Previous studies also reported that low selfmonitors are less likely to offer favours in negative social environments, such as those
marked by workplace gossip (Xie, Huang, Wang, & Shen, 2019) or excessive politics
(Chang, Rosen, Siemieniec, & Johnson, 2012).

Hypothesis 1. Self-monitoring moderates the association between ostracism and favour
rendering, such that the association is positive for high self-monitors and
negative for low self-monitors.

Favour rendering and popularity enhancement: The moderating effect of self-monitoring
Building on the proposition of the multi-motive model (Smart-Richman & Leary, 2009) that
prosocial reactions to rejection can help increase one’s acceptance in the eyes of other
people, we use popularity enhancement as the indicator and elaborate on why favour
rendering can help enhance actors’ popularity and identify who are more likely to achieve
so. Popularity is defined as a favourable social image in the eyes of others (Scott, 2013),
reflecting social preference and social visibility. Favour rendering can help enhance
actors’ popularity because doing favours tends to enhance interpersonal liking (Wayne
et al., 1997). Doing favours for others also means that the actor uses personal resources to
contribute to others’ benefits, so it can enhance the quality of exchange relationships
(Dockery & Steiner, 1990; Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012). Employees
who like to do favours for others may be seen as active resource exchangers, who build
and strengthen their social ties and increase their social visibility. In line with this notion,
altruistic citizenship behaviour, emphasizing helping and rendering favours, contributes
to social visibility in work units and ‘tends to give [actors] more opportunities to interact
with other people, and it may also draw more people who hear of their reputation to seek
help from them’ (Zhang et al., 2009, p. 200).
However, according to the cybernetic model of impression management (Bozeman &
Kacmar, 1997), successful impression management tactics must appear credible,
genuine, and not controlling. People with better social skills, such as those who
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engage in more self-monitoring, likely can employ favour rendering as an impression
management tactic more effectively. In particular, high self-monitors notice and recall
information about interaction partners (Berscheid, Graziano, Monson, & Dermer, 1976)
and have the skill to tailor their behaviour and emotion expression to match the situation
(Friedman & Miller-Herringer, 1991; Jones & Baumeister, 1976; Snyder, 1974). They know
when it is appropriate to ingratiate themselves with others, without risking being viewed
as insincere or hypocritical. Turnley and Bolino (2001) report that high self-monitors also
can increase their likability by praising and rendering favours to others. In addition, Flynn,
Reagans, Amanatullah, and Ames (2006) find that high self-monitors pay more attention to
status dynamics in exchange relations, such as knowing who helps whom, and then
regulate their behaviour accordingly, such as providing help to others but not asking for
help from them, to promote their social status. Because high self-monitors are more skilful
in performing favour rendering, they also should be more successful in enhancing their
popularity by doing so. Our reasoning is consistent with evidence that employees with
good political skills, such as high self-monitors (Ferris et al., 2004), use ingratiation tactics
to obtain positive evaluations from their supervisors without making them aware of such
attempts (Treadway, Ferris, Duke, Adams, & Thatcher, 2007).
In contrast, people who exhibit lower self-monitoring are less sensitive to the social
environment and lack the social knowledge needed to tailor their impression management tactics (even if they wanted to do so) during interactions. They are also less able to
conceal their true feelings in social situations; their feelings are usually evident in their
non-verbal behaviours (Friedman & Miller-Herringer, 1991). They lack the political skills
(Ferris et al., 2004) needed to hide their efforts when employing ingratiatory tactics to
influence others (Treadway et al., 2007). Their ingratiation tactics, including doing
favours for others, likely appear less than genuine and manipulative, which can evoke
negative responses from the targets. As Turnley and Bolino (2001) show, when people
low in self-monitoring engage in ingratiation, they risk being viewed as sycophantic and
dislikable. Treadway et al. (2007) also report that employees with poorer political skills,
like those low in self-monitoring (Ferris et al., 2004), earn negative ratings of their
interpersonal performance from supervisors, who easily detect their ingratiatory
attempts. Such negative social consequences may reduce the likelihood that low selfmonitors employ favour rendering to enhance their popularity, because they realize that
such tactics even could backfire for them and decrease their popularity.

Hypothesis 2. Self-monitoring moderates the association between favour rendering and
changes in popularity, such that the association is positive for high selfmonitors and negative for low self-monitors.

Enhanced popularity and reduced ostracism
As the end goal for ostracized individuals to behave prosocially is to regain social
acceptance (Smart-Richman & Leary, 2009), whether enhancing popularity can eventually help reduce ostracism is key for employing a prosocial tactic (i.e., favour rendering).
The cybernetic model of impression management (Bozeman & Kacmar, 1997) also
indicates that an individual will use other’s behavioural responses (i.e., reducing
ostracism) to gauge whether their actions for impression management (i.e., favour
rendering) are successful or not and then regulate their actions accordingly. As such, we
need to examine the association between enhanced popularity and reduced ostracism to
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see whether changing others’ perceptions of one’s popularity helps change how one was
treated by others.
When employees become more popular, they enjoy increased social preference and
visibility, as well as improved treatment from others. People prefer to be close to and
maintain good relationships with popular others, with the expectation of sharing
resources, benefitting from their popularity (Scott, 2013), stimulating self-glory (Cialdini
et al., 1976), or increasing their own visibility and acceptance in the social group. If
employees increase their popularity, their social bond with their group should strengthen
too, granting them more social capital with which to improve their social exchange
relationships and receive more help and less mistreatment. Scott and Judge (2009)
similarly report that popular employees receive more citizenship help and suffer less
interpersonal deviance than less popular employees. According to Scott, Restubog, and
Zagenczyk (2013), employees with higher social exchange value (i.e., high in popularity)
are less likely to be socially excluded. Cullen et al. (2014) provide direct evidence of a
negative association between employee popularity and workplace ostracism. Thus,
greater popularity should reduce ostracism, implying a negative association of increasing
popularity and changes in ostracism over time.

Hypothesis 3. Changes in popularity are negatively associated with changes in ostracism.

Moderated mediation model
With the preceding reasoning, we propose a two-stage moderated mediation model to
depict the role of favour rendering for reducing ostracism by enhancing popularity. In it,
ostracism triggers favour rendering, which the person uses to enhance her or his
popularity and reduce any further ostracism; self-monitoring moderates this link between
ostracism and favour rendering (first stage), as well as the link between favour rendering
and changes in popularity (second stage).
We adopt a time-lagged design to test the hypotheses over 6 months, which is
sufficient time to observe whether a person engages in favour rendering after being
ostracized. According to Williams and Zadro (2005) and Smart-Richman and Leary (2009),
reactions to rejection episodes unfold over time. As a reaction to ostracism, favour
rendering is not a one-off attempt but could be a lasting action to develop and construct a
positive image and shape others’ reactions. Empirical studies previously have used
6 months to assess the impact of different forms of workplace aggression on employee
responses (e.g., Glambek, Matthiesen, Hetland, & Einarsen, 2014; Lian, Ferris, Morrison, &
Brown, 2014), so we follow this example. In addition, we extend the time lag to
18 months to gauge the association between favour rendering and changes of popularity
and ostracism. This longer time lag reflects Smart-Richman and Leary (2009, p. 368)
suggestion that behaviours that are instrumental for restoring belonging have long-term
relationship consequences. Moreover, impression management might be tactical and
serve a short-term goal or else strategic to serve a long-term goal (Tedeschi & Melburg,
1984). Because it takes time to enhance popularity and decrease ostracism, and this goal
may be less obvious to the targets of the impression management, we argue that favour
rendering serves a strategic function, so we need a long time-lagged design to capture this
effect. Altogether, this study features a 2-year time lag, ensuring sufficient time to capture
the multistage process by which employees adopt favour rendering to enhance their
popularity and reduce their ostracism.
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Method
Participants and procedure
We collected three rounds of data from two large companies from the auto and
machinery industries in China. Participants were technical or administrative employees.
Our time-lagged design reduces the risk of common method bias (Podsakoff et al., 2003).
At Time 1, each employee reported her or his demographics (e.g., age, gender, and
organization), perceptions of workplace ostracism, and self-monitoring. Six months
later, at Time 2, we measured these employees’ favour rendering; at the same time,
coworkers (for each employee, we randomly selected one coworker in the same work
unit) rated the focal employees’ popularity. Finally, one and a half years later, at Time 3,
employees rated their workplace ostracism, and coworkers rated those employees’
popularity again.
With the assistance of the human resource managers from the two companies, we
prepared a list of 687 randomly selected employee–coworker pairs and administered
separate questionnaires to both groups. The questionnaires were coded before being
distributed, so we could match the employee and coworker responses. All respondents
learned that the purpose of the survey was to examine human resource practices and were
assured of the confidentiality of their responses. Respondents placed completed surveys
in sealed envelopes and returned them to a designated location in the human resource
department.
In the first wave, we received 513 complete questionnaires from the 687 randomly
targeted employees, for a response rate of 74.7%. Six months later, the Time 2
questionnaires were distributed to these 513 employees and their coworkers. We
received responses from 421 valid employee–coworker pairs, a response rate of 82.1%.
Finally, at Time 3, 18 months after the second wave, we distributed questionnaires to
these 421 pairs and received 277 valid paired responses, for a response rate of 65.8%. The
final sample thus consists of 277 employees and their 277 coworkers, a 40% response rate
from the targeted 687 employees.
Of the 277 focal employees, 60.6% were men, and in terms of age, 37.2% were
30 years or younger, 33.9% were 31–40 years, 18.1% were 41–50 years, and 10.8%
were 51 years or older. With regard to their education, 23.1% held a high school
degree or less, 45.5% held a community college degree, and 31.4% held bachelor’s
degree or more.

Measures
The survey instrument was administered in Chinese. To ensure the equivalence of the
Chinese and English versions, we used the translation–back-translation procedure
(Brislin, 1970). Unless otherwise noted, the measures used 5-point Likert-type scales,
ranging from strongly disagree (1) to strongly agree (5).

Workplace ostracism
A ten-item scale developed by Ferris et al. (2008) was used. A sample item was, ‘Others
(supervisors and coworkers) avoid me at work’. The Cronbach’s alpha reliability estimates
were .92 and .93 at Times 1 and 3, respectively.
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Self-monitoring
Self-monitoring was measured with eight positively worded items from the scale
developed by Snyder and Gangestad (1986): ‘I can make impromptu speeches even on
topics about which I have almost no information’, ‘I guess I put on a show to impress or
entertain others’, ‘I would probably make a good actor’, ‘In different situations and with
different people, I often act like very different persons’, ‘I’m not always the person I
appear to be’, ‘I have considered being an entertainer’, ‘I can look anyone in the eye and
tell a lie with a straight face (if for a right end)’, and ‘I may deceive people by being friendly
when I really dislike them’. This short version has been validated previously (Allen,
Weeks, & Moffitt, 2005; Scott et al., 2012). The Cronbach’s alpha was .86.

Favour rendering
We adapted three items from Wayne and Ferris (1990) to assess favour rendering
towards supervisors and coworkers. The three items assess whether the respondents
agree that they adopt the following behaviours: ‘Take an interest in my immediate
supervisor’s or colleagues’ personal life’, ‘Do personal favors for my supervisor or
colleagues’, and ‘Offer to do something for my supervisor or colleagues which I am
not required to do; that is, I did it as a personal favor for others’. The Cronbach’s alpha
for this measure was .84.
As a separate validation exercise for this scale, we gathered data from 109 participants
(58 women, 18–49 years of age), who responded to invitations posted on both Amazon
Mechanical Turk and LinkedIn, had full-time jobs, and possessed at least 2 years’ work
experience, though the sample ultimately reflected a wide range of job tenures. To check
for convergent validity, we asked participants to complete the three items (Cronbach’s
alpha = .76), as well as three items of favour rendering from Kumar and Beyerlein (1991;
e.g., ‘Volunteer to help my supervisor in his/her work even if it means extra work for me’;
Cronbach’s alpha = .81). As a check for discriminant validity, we also asked respondents
to complete scales for three impression management behaviours that did not entail
granting favours to others: opinion conformity (i.e., expressing views and beliefs held by
the interaction targets), self-promotion (i.e., pointing out one’s own abilities and talent),
and exemplification (i.e., going above and beyond the call of duty). Specifically, we used
three items from Kumar and Beyerlein (1991) to measure opinion conformity (e.g., ‘Show
my supervisor or colleagues that you share his/her enthusiasm about his/her new idea
even when I may not actually like it’; Cronbach’s alpha = .77); four items from Bolino and
Turnley (1999) to assess self-promotion (e.g., ‘Talk proudly about my experience or
education’; Cronbach’s alpha = .83); and four items from Bolino and Turnley (1999)
pertaining to exemplification (e.g., ‘Stay at work late so people will know I am hard
working’; Cronbach’s alpha = .72). As expected, our measure of favour rendering
exhibits a stronger association with the alternative measure of favour rendering (r = .74)
than with the other impression management tactics (r = .15 for opinion conformity;
r = .41 for self-promotion, r = .25 for exemplification), supporting convergent and
discriminant validity of our used measure of favour rendering.

Popularity
Coworkers rated employee popularity in the workplace with an eight-item scale
(Scott & Judge, 2009). A sample item was, ‘This employee is popular’. The Cronbach’s
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alpha values were .92 for the Time 1 measure and .89 for the Time 3
measure.

Control variables
We included employees’ age, gender, and education as control variables. A meta-analysis
has shown that women are less likely than men to experience workplace ostracism and
that those with higher education report higher workplace ostracism than their lower
education counterparts, with a small effect (Howard et al., 2020). Age appears positively
related to ingratiation, an impression management tactic similar to favour rendering (Wu
et al., 2012). Men tend to render favours more frequently than woman (Guadagno &
Cialdini, 2007). Education has been linked negatively to impression management tactics
in general (Huang, Zhao, Niu, Ashford, & Lee, 2013). Regarding popularity, no prior
evidence reveals significant associations of age and gender (Cullen et al., 2014; Scott &
Judge, 2009), but education appears positively related to employee popularity (Cullen
et al., 2014). Because the data came from two companies, we also created a dummy
variable to control for company differences: Company A takes a dummy code of 0, and
Company B equals 1.

Results
Measurement analysis
We conducted a measurement invariance test for workplace ostracism and popularity,
which we measured twice. We performed this analysis using the maximum likelihood
estimator and Satorra–Bentler (SB)-scaled statistics in Mplus (Estimator = MLM; Muthen &
Muthen, 2012). To evaluate invariance at different stages, we use the differences in CFI
(ΔCFI), noting Cheung and Rensvold’s (2002, p. 251) recommendation that ‘a value of
ΔCFI smaller than or equal to 0.01 indicates that the null hypothesis of invariance should
not be rejected’. Our findings (Table 1) indicate strong longitudinal invariance (i.e.,
invariance of factor loadings and intercepts) in the workplace ostracism items. However,
similarly strong evidence of longitudinal invariance did not emerge for popularity, so we
reviewed the items to identify those with the strongest longitudinal invariance (Putnick &
Bornstein, 2016). In so doing, we identified one popularity item that lacked strong
longitudinal invariance, so we specify a partial model (i.e., invariance intercepts of the
other seven items).
We performed a series of confirmatory factor analyses to check the validity of the main
research variables with the same estimator (MLM) in Mplus (Muthen & Muthen, 2012).
The hypothesized measurement model included self-monitoring (eight items), favour
rendering (three items), workplace ostracism at Time 1 and Time 3 (ten items at both
times), and popularity at Time 2 and Time 3 (eight items at both times). We allowed these
factors to correlate. Errors of the same items assessed twice (i.e., workplace ostracism at
Times 1 and 3 and popularity at Times 2 and 3) may correlate too, so that we can capture
item-specific effects on responses that covary over time (Vandenberg & Lance, 2000). We
required the equality of factor loadings and intercepts for items assessing workplace
ostracism and popularity. The proposed six-factor model fit the data well and better than
alternative models (see Table 1).
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Table 1. Results of confirmatory factor analysis
SB-v2

df

Invariance test of items for workplace ostracism
Configural invariance
323.09
159
Weak invariance
348.09
168
Strong invariance
379.81
178
Invariance test of items for popularity
Configural invariance
145.40
95
Weak invariance
151.87
102
Strong invariance
194.73
110
Partial strong invariancea
176.88
109
Measurement models
A six-factor model
1610.30
1041
A single-factor modelb
5331.72
1041
A five-factor modelc
2248.22
1030
A five-factor modeld
2825.83
1031
A five-factor modele
2359.50
1030
A four-factor modelf
3092.75
1034

ΔCFI

CFI

TLI

RMSEA

SRMR

.942
.937
.929

.931
.929
.925

.062
.063
.065

.046
.058
.067

.006
.008

.976
.976
.959
.968

.970
.972
.956
.964

.044
.043
.053
.048

.036
.041
.057
.051

.000
.017
.008

.914
.355
.817
.730
.800
.691

.911
.330
.808
.717
.790
.677

.045
.124
.066
.080
.069
.086

.068
.161
.092
.144
.095
.106

Notes. CFI = confirmatory fit index; RMSEA = root mean square error of approximation; and
SRMR = standardized root mean residual; TLI = Tucker-Lewis index. Weak invariance means equality
of factor loadings of the same item over time. Strong invariance means equality of factor loadings and
intercepts of the same item over time.
a
Equality of item intercepts was imposed on seven of eight popularity items in this partial, strong
invariance model.; bAll items were influenced by the same factor.; cTime 1 workplace ostracism and selfmonitoring were influenced by the same factor, and the other items were influenced by the posited
factors.; dFavour rendering and popularity at Time 2 were influenced by the same factor, and the other
items were influenced by the posited factors. The error variance for one of the favour rendering items was
fixed to 0 to avoid an estimation problem.; eWorkplace ostracism and popularity at Time 3 were
influenced by the same factors, and all other items were influenced by the posited factors.; fItems that
assessed Time 1 and Time 3 workplace ostracism shared the first factor, items that assessed favour
rendering shared the second one, items that assessed the Time 1 and Time 2 popularity shared another,
and self-monitoring was its own factor.

Hypotheses tests
Table 2 contains the means, standard deviations, and zero-order correlations of all key
variables.1

1
This mean change over time arguably could result from a collective reduction of ostracism and enchantment of popularity, driven
by phenomena that indicate the degree of change is greater among those who decrease their ostracism (or increase their
popularity) than those who increase their ostracism (or decrease their popularity). However, if this change resulted from events
within organizations, we should observe that all participants experience diminished ostracism and increased popularity, even if the
degrees of change vary across individual employees. Instead, when we use subtraction to check the differences between the two
measures of ostracism and popularity across time, we find that 41.5% of participants exhibit unchanged or increased levels of
workplace ostracism, and 45.1% do not change or decrease their popularity. When we split those who experienced decreased and
increased ostracism into two subsamples, the absolute mean decrease (n = 154, M = .70, SD = .50) is greater than the
absolute mean increase (n = 115, M = .57, SD = .36). In a parallel check for popularity, the absolute mean increase
(n = 152, M = .72, SD = .44) is greater than the absolute mean decrease (n = 107, M = .56, SD = .39). Thus, mean
changes in workplace ostracism and popularity do not reflect a phenomenon by which all participants become less ostracized and
more popular over time. We acknowledge that our analysis cannot fully rule out the potential impact of events in shaping changes
in ostracism and popularity over time, but the findings do not indicate powerful events that drive positive changes for the whole
sample. As such, our focus on intra-individual differences in changes in ostracism and popularity appears justified.
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Table 2. Means, standard deviations, and correlations
Correlations
Variables

1

2

3

4

5

6

7

8

9

10

Time 1 measures
1. Company
2. Age
.08
3. Gender
.10 .03
4. Education
.05 .02 .03
5. Workplace
.08 .03 .13* .06
ostracism (T1)
6. Self-monitoring (T1)
.03 .03 .07
.17** .03
Time 2 measures
7. Favour rendering (T2) .12 .06 .03
.03
.06
.05
8. Coworker-rated
.06 .09 .07
.01
.36** .10 .05
popularity (T2)
Time 3 measures
9. Coworker-rated
.03 .02 .02
.02
.12*
.03 .08 .41**
popularity (T3)
.03 .02 .07
.02
.35** .09 .01 .30** .32**
10. Workplace
ostracism (T3)
Mean
0.44 2.03 0.39 2.08
2.04
2.41 2.81 3.66
3.84 1.89
S.D.
0.50 0.99 0.49 0.74
0.62
0.68 0.91 0.68
0.68 0.70
Notes. n = 277. Company A = 0; Company B = 1. Age: 30 or below = 1; 31–40 = 2; 41–50 = 3; 51 or
above = 4. Male = 0; female = 1. Education: high school degree or below = 1; associate degree = 2;
bachelor’s degree or above = 3.
*p ≤ .05; **p ≤ .01.

We built a path model to examine our hypotheses. With a latent difference score
modelling approach (McArdle, 2009), we created latent difference scores for popularity
from Time 2 to Time 3 and workplace ostracism from Time 1 to Time 3 (see Little,
Hinojosa, Paustian-Underdahl, & Zipay, 2018; Wille & De Fruyt, 2014; Wu, Wang, Parker,
& Griffin, 2020, February 24, for studies using latent difference scores). The latent
difference scores represent within-individual changes. Then, we used workplace
ostracism at Time 1 to predict favour rendering at Time 2, which in turn predicts
changes in popularity from Time 2 to Time 3, and then changes in workplace ostracism
from Time 1 to Time 3. Company, age, gender, education, and self-monitoring were
included to predict favour rendering and two latent change variables. Finally, we specified
the interaction effect between workplace ostracism and self-monitoring at Time 1 to
predict favour rendering at Time 2, as well as the interaction effect between selfmonitoring at Time 1 with favour rendering at Time 2 to predict changes in popularity
from Time 2 to Time 3. This model (Figure 2) fits well (SB-v2 = 7.69, df = 7; confirmatory
fit index [CFI] = 1.00; Tucker-Lewis index [TLI] = .99; root mean square error of
approximation [RMSEA] = .019, 90% confidence interval [CI] = 0.000, 0.078; standardized root mean residual [SRMR] = .012) and is better than a model in which we impose
null interaction effects (SB-v2 = 61.32, df = 9; CFI = .78; TLI = .26; RMSEA = .145, 90%
CI = 0.112, 0.180; SRMR = .039). Table 3 contains the unstandardized estimates.
Table 3 reveals a significant interaction of ostracism and self-monitoring at Time 1 on
favour rendering at Time 2 (b = .56, p < .01). Figure 3 presents the interaction plot.
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Figure 2. Research model. Notes. Demographic variables (company, age, gender, and education) are
included in the model, but their effects are not displayed for clarity. +p ≤ .10; **p ≤ .01.

Table 3. Unstandardized estimates (standard error) of the path model

Variables
Company
Age
Gender
Education
Workplace ostracism (WOS) (T1)
Self-monitoring (SM) (T1)
WOS (T1) 9 SM (T1)
Favour rendering (T2)
Favour rendering (T2) 9 SM (T1)
Changes in popularity (from T2 to T3)
Coworker-rated popularity (T2)
Coworker-rated popularity (T3)
Workplace ostracism (T3)
R2

Favour
rendering (T2)
.20 (.11)
.05 (.05)
.09 (.11)
.03 (.07)
.11 (.09)
.07 (.07)
.56 (.11)**

.092

Changes in
popularity
(from T2 to T3)
.03 (.07)
.03 (.04)
.00 (.07)
.03 (.05)
–
.01 (.05)
.07 (.04)
.34 (.05)**
–
.58 (.05)**
1
–
.389

Changes in
workplace ostracism
(from T1 to T3)
.02 (.08)
.01 (.04)
.04 (.08)
.01 (.05)
.68 (.07)**
.13 (.06)*
–
–
.25 (.07)**
.36 (.07)**
–
1
.336

Notes. n = 277. Company A = 0; Company B = 1. Age: 30 or below = 1; 31–40 = 2; 41–50 = 3; 51 or
above = 4. Male = 0; female = 1. Education: high school degree or below = 1; associate degree = 2;
bachelor’s degree or above = 3.
*p ≤ .05; **p ≤ .01.

When self-monitoring is high (i.e., one standard deviation above the mean), workplace
ostracism at Time 1 has a positive relationship with favour rendering at Time 2 (simple
slope = .49, p < .01). When self-monitoring is low (i.e., one standard deviation below the
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mean), workplace ostracism at Time 1 reveals a negative relationship with favour
rendering at Time 2 (simple slope = .27, p < .05). Hypothesis 1 is supported.
We also found significant interaction effects of self-monitoring with favour rendering
at Time 2 (b = .34, p < .01) to predict changes in popularity from Time 2 to Time 3.
Figure 4 presents the interaction plot. At a high self-monitoring level, favour rendering at
Time 2 exhibits a positive association (simple slope = .30, p < .01) with changes in

Favor rendering T2

5

Low self-monitoring
High self-monitoring

4

3

2

1

Low workplace
ostracism T1

High workplace
ostracism T1

Change of popularity from T2 to T3

Figure 3. Interaction plot of workplace ostracism (Time 1) and self-monitoring in predicting favour
rendering at Time 2.

0.8

Low self-monitoring

0.7

High self-monitoring

0.6
0.5
0.4
0.3
0.2
0.1
0
–0.1
Low favor rendering T2

High favor rendering T2

Figure 4. Interaction plot of favour rendering (Time 2) and self-monitoring in predicting changes in
popularity from Time 2 to Time 3.
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popularity from Time 2 to Time 3. When self-monitoring is low, favour rendering at Time 2
has a negative relationship with changes in popularity (simple slope = .16, p < .01).
Hypothesis 2 is supported.
Changes in popularity from Time 2 to Time 3 negatively predict changes in workplace
ostracism from Time 1 to Time 3 (b = .25, p < .01), supporting Hypothesis 3. Finally, we
examine the conditional mediation effect in Mplus (Muthen & Muthen, 2012), using
moderated path analysis (Edwards & Lambert, 2007; Preacher, Rucker, & Hayes, 2007).
With high self-monitoring, favour rendering at Time 2 has significant effects (conditional
mediation effect = .04, p < .01; 95% CI from bootstrapping analysis = 0.06, 0.01) in
mediating the association from workplace ostracism at Time 1 to changes in workplace
ostracism from Time 1 to Time 3, through increased popularity from Time 2 to Time 3.
When self-monitoring is low, favour rendering at Time 2 does not have significant
mediating effects (conditional mediation effect = .01, p = .10; 95% CI = 0.03, 0.00).
We obtained similar results (Table 4) when we removed all control variables from the
model.

Discussion
In this study, we identify favour rendering as a tactic to reduce ostracism by increasing
popularity. We find that only people high in self-monitoring tend to employ such tactics after
being ostracized; they can use them well enough to enhance their popularity and thus reduce
their ostracism. In contrast, employees low in self-monitoring tend not to employ such
tactics after being ostracized; if they do, their favour rendering undermines their popularity.
Therefore, favour rendering is not a viable option for employees low in self-monitoring.

Theoretical implications
Our study establishes workplace ostracism as a changeable state. Employees, especially
high self-monitors, can take actions to alter their social acceptance among others and thus
break the negative spiral of workplace ostracism. For research into workplace ostracism

Table 4. Unstandardized estimates (standard error) of the path model without control variables

Variables
Workplace ostracism (WOS) (T1)
Self-monitoring (SM) (T1)
WOS (T1) 9 SM (T1)
Favour rendering (T2)
Favour rendering (T2) 9 SM (T1)
Changes in popularity (from T2 to T3)
Coworker-rated popularity (T2)
Coworker-rated popularity (T3)
Workplace ostracism (T3)
R2
Notes. n = 277.
*p ≤ .05; **p ≤ .01.

Favour
rendering (T2)
.11 (.08)
.07 (.07)
.58 (.11)**

.076

Changes in
popularity
(from T2 to T3)

Changes in
workplace ostracism
(from T1 to T3)

–
.01 (.05)
.07 (.04)
.33 (.05)**
–
.59 (.05)**
1
–
.386

.68 (.07)**
.12 (.05)*
–
–
.25 (.07)**
.36 (.07)**
–
1
.335
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specifically, our findings highlight that employees can take actions to influence others and
reshape the social environment to reduce their ostracism experiences; a conventional
approach instead conceptualizes workplace ostracism as a static, negative condition and
mainly investigates ways to manage its impact (Howard et al., 2020). More broadly, being
ostracized evokes behaviours designed to regain social acceptance, but our study adds
new insights to prior research by empirically demonstrating that favour rendering can
help ostracized people, if they are high self-monitors, regain social acceptance (i.e.,
enhanced popularity) and reduce their ostracism. In this sense, our study moves towards a
dynamic view of how people react to ostracism and how their reactions then influence
others’ treatment, which shapes their ostracism experience. Inherently, ostracism
depends on how the person is treated, so it is essential to consider both ostracized
employees’ and others’ reactions together, to understand how the experience evolves
over time.
We identify favour rendering as a prosocial tactic adopted in response to ostracism,
which functions by enhancing popularity (for high self-monitors). These findings extend
Cullen et al.’s (2014) work by indicating what employees can do to earn higher popularity
and prevent ostracism. In particular, we show that favour rendering can predict increased
popularity from Time 2 to Time 3 among high self-monitors, but it does not positively
correlate with popularity measured at Time 2 or Time 3, in contrast with an expectation
that it would as favour rendering has been positively linked to similar outcomes, such as
interpersonal liking (e.g., Wayne et al., 1997). Perhaps this apparent inconsistency results
from the difference between popularity and similar concepts at the interpersonal, dyadic
level, such as interpersonal liking. Popularity is a collective perception of social
preferences and social visibility in a group, so it ‘is not “in the eye of the beholder,” but
rather is “in the eyes of the beholders,” capturing the majority opinion of a collective about
a given individual’ (Scott, 2013, p. 163). When colleagues or supervisors report their
interpersonal liking of a specific employee, they can rely on their own feelings and
interactions, but if they must rate the employee’s popularity in the group, they have to
take a more holistic perspective. Such differences may explain why we do not observe a
direct association of favour rendering with popularity. In addition, in a post hoc analysis,
we included an interaction effect between favour rendering and self-monitoring to see
whether it could directly predict changes in ostracism; we did not observe a significant
effect. Changing others’ perceptions may be an essential step for high self-monitors to
alter their ostracism experiences though.
Third, our findings regarding the moderating role of self-monitoring confirm and
extend previous research: Not all ostracized people engage in behaviour to regain social
acceptance (Maner et al., 2007; Romero-Canyas et al., 2010; Williams & Sommer, 1997).
Previous experimental studies already have established that people with less fear of
negative evaluations (Maner et al., 2007) or higher rejection sensitivity (Romero-Canyas
et al., 2010) are more likely to use impression management tactics. Yet the results of a
meta-analytic review of workplace ostracism research (Howard et al., 2020) indicate a
negative association between workplace ostracism and helping behaviours, suggesting
that people tend not to help others after being ostracized. Balliet and Ferris (2013) argue
that whether ostracized employees help others reflect a social dilemma; they cannot
distance themselves from others if they realize helping others might enhance their social
acceptance in the long run. These authors identify a negative association between
ostracism and helping behaviours for people with a low future orientation but a null
association for those with stronger future orientations. However, they do not clarify who
might be more likely to engage in more helping or prosocial behaviours after being
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ostracized. In this sense, our study contributes to investigations of individual differences
by showing that self-monitoring tendencies inform people’s impression management
efforts, from a self-regulatory perspective (Bozeman & Kacmar, 1997). Empirically, we
find that high self-monitors engage in favour rendering after being ostracized, whereas low
self-monitors do not. In this way, we identify who is likely to help others, or not, and clarify
the links between ostracism and prosocial behaviour.
Fourth, most studies of workplace ostracism focus on its negative link with employees’
altruistic or citizenship behaviours, using explanations based on different theories, such
as organizational identification (Wu et al., 2016), negative self-verification (Ferris, Lian,
Brown, Pang, & Keeping, 2010), or threatened self-esteem (Peng & Zeng, 2017). By
analysing low and high self-monitors separately, we show that ostracism does not always
undermine prosocial behaviour; it can motivate high self-monitors to engage in more
prosocial behaviour to regain social acceptance. More studies should seek other indicators
of who is most likely to boost their prosocial efforts at work and their underlying
mechanisms, to account for other reactions to workplace ostracism.
Finally, we find that only strong self-monitors use favour rendering effectively, to
enhance their popularity and reduce their ostracism, consistent with Turnley and
Bolino’s (2001) finding that higher self-monitors can use impression management well to
construct positive social images. Among low self-monitors, favour rendering behaviour
instead can harm their popularity. Turnley and Bolino (2001) report that low selfmonitors’ impression management attempts largely fail because they lack the social skills
needed to leverage impression management tactics well, so they risk negative social
images when they employ such tactics. Noting our finding that low self-monitors tend
not to use favour rendering, we speculate that after being ostracized, they only render
favours occasionally, which may lead to their lack of popularity. An occasional favour
might look like an insincere tactic, which could marginalize low self-monitors even
further. This speculation should be examined in continued studies. Future studies can
also identify those who are willing to employ impression management tactics but unable
to do it well. For example, Snyder (1974, p. 529) indicated that ‘although high need-forapproval individuals may be motivated to modify their expressive self-presentation in
order to gain approval, they may lack the necessary self-control abilities and skills’.
Whether ostracism will be deteriorated among those high in need for approval due to the
lack of ability in performing impression management tactics can be a question for future
studies.

Practical implications
Our investigation suggests ways to mitigate ostracism, with implications for both
employees and organizations. Being ostracized often prompts self-focused responses,
such as anxiety, jealousy, loneliness, depression, and low self-esteem (Leary, 1990), but to
reduce it, ostracized employees must pay attention to others and seek to change others’
perceptions. As we reported in our study, to reduce ostracism effectively, favour
rendering can be a way for ostracized employees to regain social acceptance. That is, to
improve social acceptance, it is better for ostracized employees to treat others well and
offer them direct benefits. In order to achieve so, ostracized employees will need to pay
attention to others’ needs and find way to interact with others effectively, instead of
focusing on their own feelings and distress.
Employees who display higher self-monitoring are more likely to employ favour
rendering and use it well, so they can regain social acceptance. Because low self-monitors
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are neither likely to employ this ingratiation tactic nor effective at it, organizations may
want to focus more on helping these employees overcome their ostracism. Perceived
organizational support can mitigate the negative impacts of being ostracized in terms of
obtaining resources to complete tasks and creative process engagement (Kwan et al.,
2018), as well as on employees’ organization-based self-esteem (Scott, Zagenczyk,
Schippers, Purvis, & Cruz, 2014). Organizations thus should help low self-monitors
protect their resources, engagement, and self-worth at work. Overall, because increasing
popularity can help mitigate ostracism, organizations should seek to help those low in selfmonitoring enhance their popularity.

Limitations and further research
We only consider favour rendering tactics, but employees likely use other strategies to
overcome workplace ostracism. Ostracized employees might experiment with different
approaches to enhance their popularity at work. According to the prototypicality effect
(Scott, 2013), employees can gain popularity by embodying a group ideal, such as
following norms and endorsing the values and rules of the workgroup. They also might
rely on routes other than enhancing their popularity; for example, newcomers might feel
ostracized because more experienced employees are annoyed with their lack of
experience, so they engage in networking or information seeking to enhance their social
integration (Morrison, 1993, 2002). In a more negative sense, ostracized employees might
exhibit aggressive behaviour, driven by a motive for retaliation, or else social withdrawal,
driven by a motive for social avoidance, which can undermine their opportunities to gain
acceptance and worsen their ostracism. These examples highlight the need for more
studies to offer a fuller picture of the different reactions and different trajectories of
ostracism experiences over time.
Our study suggests that low self-monitors are unlikely to use favour rendering as a
tactic to overcome ostracism but does not offer any predictions about what they might do
to protect and restore their sense of belonging after being ostracized. Because they prefer
small, homogenous social networks (Mehra, Kilduff, & Brass, 2001), low self-monitors
might turn to this select group to find a sense of belonging after being ostracized by
members in the wider organization. They also might focus on their relationship with the
organizational entity; according to Bande Vilela, Varela Gonzalez, and Fernandez Ferrın
(2010), perceived person–organization fit (i.e., the perceived fit between personal values
and those of the organization) is more predictive of job satisfaction for low self-monitors
than high self-monitors. Perhaps low self-monitors feel a sense of belonging at work when
they sense high person–organization fit, even if some colleagues ostracize them in
interpersonal interactions. Further research might test these speculations to clarify how
low self-monitors respond to ostracism.
Although we use a time-lagged design, our findings cannot confirm a causal link. In
addition, though we gathered data over 2 years to capture the evolving nature of
ostracism at work, the employees in our samples might have undergone processes in this
period and experienced less overall ostracism over time. We acknowledge this possibility
but do not regard it as a threat to the validity of our conclusions. That is, we focus on
individual differences in coping with ostracism, rather than mean changes in ostracism or
popularity across the sample. Moreover, we only measured employees’ favour rendering
at Time 2, as doing favours to others is the action expected to change one’s popularity and
ostracism over time. It is better to assess employees’ favour rendering multiple times to
capture the dynamics between employees’ behaviour and changes in their popularity and
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ostracism over time. Finally, we only had one coworker to report the focal employees’
popularity. Although the coworker still needed to assess the focal employees’ popularity
based on the collective perceptions of the focal employee, having multiple colleagues to
report the focal employees’ popularity is a better way to capture collective perceptions.
In conclusion, this study indicates that ostracized employees can reduce their
ostracism experiences by employing favour rendering to alter their treatment from
others, though only if they have strong social skills and awareness of others’ reactions,
such that they can employ those tactics well. We also offer practical suggestions for
actions that ostracized employees and organizations can take to break spirals of
workplace ostracism.

Conflicts of interest
All authors declare no conflict of interest.

Author contribution
Chia-Huei Wu, Ph.D. (Conceptualization; Formal analysis; Writing – original draft) Ho
Kwong Kwan and Jun Liu (Resources; Writing – review & editing) Cynthia Lee
(Conceptualization; Writing – review & editing).

Data availability statement
The data that support the findings of this study are available from the corresponding author,
Chia-Huei Wu, upon reasonable request.

References
Aaker, J. L. (1999). The malleable self: The role of self-expression in persuasion. Journal of
Marketing Research, 36, 45–57. https://doi.org/10.2307/3151914
Allen, D. G., Weeks, K. P., & Moffitt, K. R. (2005). Turnover intentions and voluntary turnover:
The moderating roles of self-monitoring, locus of control, proactive personality, and risk
aversion. Journal of Applied Psychology, 90, 980–990. https://doi.org/10.1037/0021-9010.
90.5.980
Balliet, D., & Ferris, D. L. (2013). Ostracism and prosocial behavior: A social dilemma perspective.
Organizational Behavior and Human Decision Processes, 120, 298–308. https://doi.org/10.
1016/j.obhdp.2012.04.004
Bande Vilela, B., Varela Gonzalez, J. A., & Fernandez Ferrın, P. (2010). Salespersons’ self-monitoring:
Direct, indirect, and moderating effects on salespersons’ organizational citizenship behavior.
Psychology & Marketing, 27, 71–89. https://doi.org/10.1002/mar.20320
Baumeister, R. F., & Leary, M. R. (1995). The need to belong: Desire for interpersonal attachments as
a fundamental human motivation. Psychological Bulletin, 117, 497–529. https://doi.org/10.
1037/0033-2909.117.3.497
Beehr, T. A., Bowling, N. A., & Bennett, M. M. (2010). Occupational stress and failures of social
support: When helping hurts. Journal of Occupational Health Psychology, 15, 45–59. https://d
oi.org/10.1037/a0018234
Berscheid, E., Graziano, W., Monson, T., & Dermer, M. (1976). Outcome dependency: Attention,
attribution, and attraction. Journal of Personality and Social Psychology, 34, 978–989.
https://doi.org/10.1037/0022-3514.34.5.978

Favor rendering and ostracism reduction

21

Bolino, M. C. (1999). Citizenship and impression management: Good soldiers or good
actors? Academy of Management Review, 24, 82–98. https://doi.org/10.5465/amr.1999.
1580442
Bolino, M. C., Long, D., & Turnley, W. (2016). Impression management in organizations: Critical
questions, answers, and areas for future research. Annual Review of Organizational
Psychology and Organizational Behavior, 3, 377–406. https://doi.org/10.1146/annurevorgpsych-041015-062337
Bolino, M. C., & Turnley, W. H. (1999). Measuring impression management in organizations: A scale
development based on the Jones and Pittman taxonomy. Organizational Research Methods, 2,
187–206. https://doi.org/10.1177/109442819922005
Bozeman, D. P., & Kacmar, K. M. (1997). A cybernetic model of impression management processes
in organizations. Organizational Behavior and Human Decision Processes, 69, 9–30. https://d
oi.org/10.1006/obhd.1996.2669
Bozin, M. A., & Yoder, J. D. (2008). Social status, not gender alone, is implicated in different reactions
by women and men to social ostracism. Sex Roles, 58, 713–720. https://doi.org/10.1007/
s11199-007-9383-1
Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-Cultural
Psychology, 1, 185–216. https://doi.org/10.1177/135910457000100301
Carter-Sowell, A. R., Chen, Z., & Williams, K. D. (2008). Ostracism increases social susceptibility.
Social Influence, 3, 143–153. https://doi.org/10.1080/15534510802204868
Chang, C.-H., Rosen, C. C., Siemieniec, G. M., & Johnson, R. E. (2012). Perceptions of organizational
politics and employee citizenship behaviors: Conscientiousness and self-monitoring as
moderators. Journal of Business and Psychology, 27, 395–406. https://doi.org/10.1007/
s10869-012-9257-6
Chen, S., Shechter, D., & Chaiken, S. (1996). Getting at the truth or getting along: Accuracy- versus
impression-motivated heuristic and systematic processing. Journal of Personality and Social
Psychology, 71, 262–275. https://doi.org/10.1037/0022-3514.71.2.262
Cheung, G. W., & Rensvold, R. B. (2002). Evaluating goodness-of-fit indexes for testing measurement
invariance. Structural Equation Modeling: A Multidisciplinary Journal, 9, 233–255. https://d
oi.org/10.1207/s15328007sem0902_5
Cialdini, R. B., Borden, R. J., Thorne, A., Walker, M. R., Freeman, S., & Sloan, L. R. (1976). Basking in
reflected glory: Three (football) field studies. Journal of Personality and Social Psychology, 34,
366–375. https://doi.org/10.1037/0022-3514.34.3.366
Costanzo, M., & Archer, D. (1989). Interperting the expressive behavior of others: The Interpersonal
Perception Task. Journal of Nonverbal Behavior, 13, 225–245. https://doi.org/10.1007/bf
00990295
Cullen, K. L., Fan, J., & Liu, C. (2014). Employee popularity mediates the relationship between
political skill and workplace interpersonal mistreatment. Journal of Management, 40, 1760–
1778. https://doi.org/10.1177/0149206311435104
Dockery, T. M., & Steiner, D. D. (1990). The role of the initial interaction in leader-member
exchange. Group & Organization Management, 15, 395–413. https://doi.org/10.1177/
105960119001500405
Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., & Ferris, G. R. (2012). A meta-analysis of
antecedents and consequences of leader-member exchange: Integrating the past with an eye
toward the future. Journal of Management, 38, 1715–1759. https://doi.org/10.1177/
0149206311415280
Edwards, J. R., & Lambert, L. S. (2007). Methods for integrating moderation and mediation: A general
analytical framework using moderated path analysis. Psychological Methods, 12, 1–22. https://d
oi.org/10.1037/1082-989X.12.1.1
Ferris, D. L., Brown, D. J., Berry, J. W., & Lian, H. (2008). The development and validation of the
workplace ostracism scale. Journal of Applied Psychology, 93, 1348–1366. https://doi.org/10.
1037/a0012743

22

Chia-Huei Wu et al.

Ferris, D. L., Lian, H., Brown, D., & Morrison, R. (2015). Ostracism, self-esteem, and job performance:
When do we self-verify and when do we self-enhance? Academy of Management Journal, 58,
279–297. https://doi.org/10.5465/amj.2011.0347
Ferris, D. L., Lian, H., Brown, D. J., Pang, F. X. J., & Keeping, L. M. (2010). Self-esteem level and job
performance: The moderating role of self-esteem contingencies. Personnel Psychology, 63,
561–593. https://doi.org/10.1111/j.1744-6570.2010.01181.x
Ferris, G. R., Treadway, D. C., Kolodinsky, R. W., Hochwarter, W. A., Kacmar, C. J., Douglas, C., &
Frink, D. D. (2004). Development and validation of the political skill inventory. Journal of
Management, 31, 126–152. https://doi.org/10.1177/0149206304271386
Flynn, F. J., Reagans, R. E., Amanatullah, E. T., & Ames, D. R. (2006). Helping one’s way to the top: Selfmonitors achieve status by helping others and knowing who helps whom. Journal of Personality
and Social Psychology, 91, 1123–1137. https://doi.org/10.1037/0022-3514.91.6.1123
Fox, S., & Stallworth, L. E. (2005). Racial/ethnic bullying: Exploring links between bullying and
racism in the US workplace. Journal of Vocational Behavior, 66, 438–456. https://doi.org/10.
1016/j.jvb.2004.01.002
Friedman, H. S., & Miller-Herringer, T. (1991). Nonverbal display of emotion in public and in private:
Self-monitoring, personality, and expressive cues. Journal of Personality and Social
Psychology, 61, 766–775. https://doi.org/10.1037/0022-3514.61.5.766
Fuglestad, P. T., & Snyder, M. (2009). Self-monitoring. In M. R. Leary & R. H. Hoyle (Eds.), Handbook
of individual differences in social behavior (pp. 574–591). New York, NY: The Guilford Press.
Funder, D. C., & Harris, M. J. (1986). On the several facets of personality assessment: The case of
social acuity. Journal of Personality, 54, 528–550. https://doi.org/10.1111/j.1467-6494.1986.
tb00411.x
Gangestad, S. W., & Snyder, M. (2000). Self-monitoring: Appraisal and reappraisal. Psychological
Bulletin, 126, 530–555. https://doi.org/10.1037/0033-2909.126.4.530
Glambek, M., Matthiesen, S. B., Hetland, J., & Einarsen, S. (2014). Workplace bullying as an
antecedent to job insecurity and intention to leave: A 6-month prospective study. Human
Resource Management Journal, 24, 255–268. https://doi.org/10.1111/1748-8583.12035
Grant, A. M., & Mayer, D. M. (2009). Good soldiers and good actors: Prosocial and impression
management motives as interactive predictors of affiliative citizenship behaviors. Journal of
Applied Psychology, 94, 900–912. https://doi.org/10.1037/a0013770
Graziano, W. G., & Bryant, W. H. M. (1998). Self-monitoring and the self-attribution of positive
emotions. Journal of Personality and Social Psychology, 74, 250–261. https://doi.org/10.
1037/0022-3514.74.1.250
Guadagno, R. E., & Cialdini, R. B. (2007). Gender differences in impression management in
organizations: A qualitative review. Sex Roles, 56, 483–494. https://doi.org/10.1007/s11199007-9187-3
Harrison, J. K., Chadwick, M., & Scales, M. (1996). The relationship between cross-cultural
adjustment and the personality variables of self-efficacy and self-monitoring. International
Journal of Intercultural Relations, 20, 167–188. https://doi.org/10.1016/0147-1767(95)
00039-9
Howard, M. C., Cogswell, J. E., & Smith, M. B. (2020). The antecedents and outcomes of workplace
ostracism: A meta-analysis. Journal of Applied Psychology, 105, 577–596. https://doi.org/10.
1037/apl0000453
Huang, G.-H., Zhao, H. H., Niu, X.-Y., Ashford, S. J., & Lee, C. (2013). Reducing job insecurity and
increasing performance ratings: Does impression management matter? Journal of Applied
Psychology, 98, 852–862. https://doi.org/10.1037/a0033151
Jones, E. E. (1964). Ingratiation: A social psychological analysis. New York, NY: Appleton-CenturyCroft.
Jones, E. E., & Baumeister, R. F. (1976). The self-monitor looks at the ingratiator. Journal of
Personality, 44, 654–674. https://doi.org/10.1111/j.1467-6494.1976.tb00144.x
Jones, E. E., Brenner, K. J., & Knight, J. G. (1990). When failure elevates self-esteem. Personality and
Social Psychology Bulletin, 16, 200–209. https://doi.org/10.1177/0146167290162002

Favor rendering and ostracism reduction

23

Kumar, K., & Beyerlein, M. (1991). Construction and validation of an instrument for measuring
ingratiatory behaviors in organizational settings. Journal of Applied Psychology, 76, 619–627.
https://doi.org/10.1037/0021-9010.76.5.619
Kwan, H. K., Zhang, X., Liu, J., & Lee, C. (2018). Workplace ostracism and employee creativity: An
integrative approach incorporating pragmatic and engagement roles. Journal of Applied
Psychology, 103, 1358–1366. https://doi.org/10.1037/apl0000320
Lassiter, G. D., Stone, J. I., & Weigold, M. F. (1987). Effect of leading questions on the self-monitoringmemory correlation. Personality and Social Psychology Bulletin, 13, 537–545. https://doi.org/
10.1177/0146167287134010
Leary, M. R. (1990). Responses to social exclusion: Social anxiety, jealousy, loneliness, depression,
and low self-esteem. Journal of Social and Clinical Psychology, 9, 221–229. https://doi.org/10.
1521/jscp.1990.9.2.221
Lian, H., Ferris, D. L., Morrison, R., & Brown, D. J. (2014). Blame it on the supervisor or the
subordinate? Reciprocal relations between abusive supervision and organizational deviance.
Journal of Applied Psychology, 99, 651–664. https://doi.org/10.1037/a0035498
Lippa, R. (1978). Expressive control, expressive consistency, and the correspondence between
expressive behavior and personality. Journal of Personality, 46, 438–461. https://doi.org/10.
1111/j.1467-6494.1978.tb01011.x
Lippa, R., & Donaldson, S. I. (1990). Self-monitoring and idiographic measures of behavioral
variability across interpersonal relationships. Journal of Personality, 58, 465–479. https://doi.
org/10.1111/j.1467-6494.1990.tb00238.x
Little, L. M., Hinojosa, A. S., Paustian-Underdahl, S., & Zipay, K. P. (2018). Managing the harmful
effects of unsupportive organizations during pregnancy. Journal of Applied Psychology, 103,
631–643. https://doi.org/10.1037/apl0000285
Lyu, Y., & Zhu, H. (2019). The predictive effects of workplace ostracism on employee attitudes: A
job embeddedness perspective. Journal of Business Ethics, 158, 1083–1095. https://doi.org/
10.1007/s10551-017-3741-x
Maner, J. K., DeWall, C. N., Baumeister, R. F., & Schaller, M. (2007). Does social exclusion motivate
interpersonal reconnection? Resolving the “porcupine problem”. Journal of Personality and
Social Psychology, 92, 42–55. https://doi.org/10.1037/0022-3514.92.1.42
McArdle, J. J. (2009). Latent variable modeling of differences and changes with longitudinal data.
Annual Review of Psychology, 60, 577–605. https://doi.org/10.1146/annurev.psych.60.
110707.163612
Mehra, A., Kilduff, M., & Brass, D. J. (2001). The social networks of high and low self-monitors:
Implications for workplace performance. Administrative Science Quarterly, 46, 121–146.
https://doi.org/10.2307/2667127
Morrison, E. W. (1993). Longitudinal study of the effects of information seeking on newcomer
socialization. Journal of Applied Psychology, 78, 173–183. https://doi.org/10.1037/0021-9010.
78.2.173
Morrison, E. W. (2002). Newcomers’ relationships: The role of social network ties during
socialization. Academy of Management Journal, 45, 1149–1160. https://doi.org/10.2307/
3069430
Muthen, L. K., & Muthen, B. O. (2012). Mplus user’s guide. Los Angeles, CA: Muthen & Muthen.
Peng, A. C., & Zeng, W. (2017). Workplace ostracism and deviant and helping behaviors: The
moderating role of 360 degree feedback. Journal of Organizational Behavior, 38, 833–855.
https://doi.org/10.1002/job.2169
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases in
behavioral research: A critical review of the literature and recommended remedies. Journal of
Applied Psychology, 88, 879–903. https://doi.org/10.1037/0021-9010.88.5.879
Preacher, K. J., Rucker, D. D., & Hayes, A. (2007). Assessing moderated mediation hypotheses:
Theory, methods, and prescriptions. Multivariate Behavioral Research, 42, 185–227. https://d
oi.org/10.1080/00273170701341316

24

Chia-Huei Wu et al.

Putnick, D. L., & Bornstein, M. H. (2016). Measurement invariance conventions and reporting: The
state of the art and future directions for psychological research. Developmental Review, 41, 71–
90. https://doi.org/10.1016/j.dr.2016.06.004
Romero-Canyas, R., Downey, G., Reddy, K. S., Rodriguez, S., Cavanaugh, T. J., & Pelayo, R. (2010).
Paying to belong: When does rejection trigger ingratiation. Journal of Personality and Social
Psychology, 99, 802–823. https://doi.org/10.1037/a0020013
Scott, B. A. (2013). A conceptual framework for the study of popularity in the workplace.
Organizational Psychology Review, 3, 161–186. https://doi.org/10.1177/2041386612464092
Scott, B. A., Barnes, C. M., & Wagner, D. T. (2012). Chameleonic or consistent? A multilevel
investigation of emotional labor variability and self-monitoring. Academy of Management
Journal, 55, 905–926. https://doi.org/10.5465/amj.2010.1050
Scott, B. A., & Judge, T. A. (2009). The popularity contest at work: Who wins, why, and what do they
receive? Journal of Applied Psychology, 94, 20–33. https://doi.org/10.1037/a0012951
Scott, K. L., Restubog, S. L. D., & Zagenczyk, T. J. (2013). A social exchange-based model of the
antecedents of workplace exclusion. Journal of Applied Psychology, 98, 37–48. https://doi.
org/10.1037/a0030135
Scott, K. L., Zagenczyk, T. J., Schippers, M., Purvis, R. L., & Cruz, K. S. (2014). Co-worker exclusion
and employee outcomes: An investigation of the moderating roles of perceived organizational
and social support. Journal of Management Studies, 51, 1235–1256. https://doi.org/10.1111/
joms.12099
Smart-Richman, L., & Leary, M. R. (2009). Reactions to discrimination, stigmatization, ostracism, and
other forms of interpersonal rejection: A multimotive model. Psychological Review, 116, 365–
383. https://doi.org/10.1037/a0015250
Snyder, M. (1974). Self-monitoring of expressive behavior. Journal of Personality and Social
Psychology, 30, 526–537. https://doi.org/10.1037/h0037039
Snyder, M. (1979). Self-monitoring processes. In L. Berkowitz (Ed.), Advances in experimental
social psychology, vol. 12 (pp. 86–128). San Diego, CA: Academic Press.
Snyder, M., & Gangestad, S. (1986). On the nature of self-monitoring: Matters of assessment, matters
of validity. Journal of Personality and Social Psychology, 51, 125–139. https://doi.org/10.
1037/0022-3514.51.1.125
Snyder, M., & Monson, T. C. (1975). Persons, situations, and the control of social behavior. Journal
of Personality and Social Psychology, 32, 637–644. https://doi.org/10.1037/0022-3514.32.4.
637
Tedeschi, J. T., & Melburg, V. (1984). Impression management and influence in the organization. In
S. B. Bacharach & E. J. Lawler (Eds.), Research in the sociology of organization, vol. 3 (pp. 31–
58). Greenwich, CT: JAI Press.
Treadway, D. C., Ferris, G. R., Duke, A. B., Adams, G. L., & Thatcher, J. B. (2007). The moderating role
of subordinate political skill on supervisors’ impressions of subordinate ingratiation and ratings
of subordinate interpersonal facilitation. Journal of Applied Psychology, 92, 848–855. https://d
oi.org/10.1037/0021-9010.92.3.848
Turnley, W. H., & Bolino, M. C. (2001). Achieving desired images while avoiding undesired images:
Exploring the role of self-monitoring in impression management. Journal of Applied
Psychology, 86, 351–360. https://doi.org/10.1037/0021-9010.86.2.351
Vandenberg, R. J., & Lance, C. E. (2000). A review and synthesis of the measurement invariance
literature: Suggestions, practices, and recommendations for organizational research.
Organizational Research Methods, 3, 4–70. https://doi.org/10.1177/109442810031002
Wayne, S. J., & Ferris, G. R. (1990). Influence tactics, affect, and exchange quality in supervisorsubordinate interactions: A laboratory experiment and field study. Journal of Applied
Psychology, 75, 487–499. https://doi.org/10.1037/0021-9010.75.5.487
Wayne, S. J., Liden, R. C., Graf, I. K., & Ferris, G. R. (1997). The role of upward influence tactics in
human resource decisions. Personnel Psychology, 50, 979–1006. https://doi.org/10.1111/j.
1744-6570.1997.tb01491.x

Favor rendering and ostracism reduction

25

Wille, B., & De Fruyt, F. (2014). Vocations as a source of identity: Reciprocal relations between Big
Five personality traits and RIASEC characteristics. Journal of Applied Psychology, 99, 262–281.
https://doi.org/10.1037/a0034917
Williams, K. D. (2007). Ostracism. Annual Review of Psychology, 58, 425–452. https://doi.org/10.
1146/annurev.psych.58.110405.085641
Williams, K. D., & Sommer, K. L. (1997). Social ostracism by coworkers: Does rejection lead to
loafing or compensation? Personality and Social Psychology Bulletin, 23, 693–706. https://doi.
org/10.1177/0146167297237003
Williams, K. D., & Zadro, L. (2005). Ostracism: The indiscriminate early detection system. In K. D.
Williams, J. P. Forgas & W. von Hippel (Eds.), The Social outcast: Ostracism, social exclusion,
rejection, and bullying (pp. 19–34). New York, NY: Psychology Press.
Wong, N.-Y., & Watkins, D. (1996). Self-monitoring as a mediator of person-environment fit: An
investigation of Hong Kong mathematics classroom environments. British Journal of
Educational Psychology, 66, 223–229. https://doi.org/10.1111/j.2044-8279.1996.tb01191.x
Wortman, C. B., & Linsenmeier, J. A. (1977). Interpersonal attraction and techniques of ingratiation
in organizational settings. In B. M. Staw & G. R. Salancik (Eds.), New directions in
organizational behavior (pp. 133–178). Chicago, IL: St. Clair Press.
Wu, C.-H., Liu, J., Kwan, H. K., & Lee, C. (2016). Why and when workplace ostracism inhibits
organizational citizenship behaviors: An organizational identification perspective. Journal of
Applied Psychology, 101, 362–378. https://doi.org/10.1037/apl0000063
Wu, C.-H., Wang, Y., Parker, S. K., & Griffin, M. A. (2020). February24). Effects of chronic job
insecurity on Big Five personality change. Journal of Applied Psychology. https://doi.org/10.
1037/apl0000488
Wu, L.-Z., Yim, F. H.-K., Kwan, H. K., & Zhang, X. (2012). Coping with workplace ostracism: The
roles of ingratiation and political skill in employee psychological distress. Journal of
Management Studies, 49, 178–199. https://doi.org/10.1111/j.1467-6486.2011.01017.x
Xie, J., Huang, Q., Wang, H., & Shen, M. (2019). Coping with negative workplace gossip: The joint
roles of self-monitoring and impression management tactics. Personality and Individual
Differences, 151, 109482. https://doi.org/10.1016/j.paid.2019.06.025
Xu, E., Huang, X., & Robinson, S. L. (2017). When self-view is at stake: Responses to ostracism
through the lens of self-verification theory. Journal of Management, 43, 2281–2302. https://d
oi.org/10.1177/0149206314567779
Zaccaro, S. J., Foti, R. J., & Kenny, D. A. (1991). Self-monitoring and trait-based variance in leadership:
An investigation of leader flexibility across multiple group situations. Journal of Applied
Psychology, 76, 308–315. https://doi.org/10.1037/0021-9010.76.2.308
Zhang, M., Zheng, W., & Wei, J. (2009). Sources of social capital: Effects of altruistic citizenship
behavior and job involvement on advice network centrality. Human Resource Development
Quarterly, 20, 195–217. https://doi.org/10.1002/hrdq.20015
Zhao, H., Peng, Z., & Sheard, G. (2013). Workplace ostracism and hospitality employees’
counterproductive work behaviors: The joint moderating effects of proactive personality and
political skill. International Journal of Hospitality Management, 33, 219–227. https://doi.org/
10.1016/j.ijhm.2012.08.006
Received 21 November 2018; revised version received 9 July 2020

