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From Helping Hands to Harmful Acts: When and How Employee Volunteering Promotes Workplace Deviance

1. Summary of SEM results for model isolating moral credentials (Study 1).[image: ]

2. Summary of SEM results for model isolating moral credits (Study 1).
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3. Summary of SEM results for model isolating moral credentials (Study 2).
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4. Summary of SEM results for model isolating moral credits (Study 2).
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	Summary of Serial Indirect Effects and Conditional Serial Indirect Effects (Study 1 and Study 2)

	 
	Estimates
	95% credibility intervals

	Employee volunteering → moral credits → psychological entitlement → workplace deviance
	

	Study 1
	
	

	Serial Indirect effect
	.01
	[.001, .032]

	Conditional serial indirect effect
	
	

	                  High organizational justice
	.00
	[-.010, .018]

	                  Low organizational justice
	.02
	[.003, .054]

	Study 2
	
	

	Serial Indirect effect
	.01
	[.002, .021]

	Conditional serial indirect effect
	
	

	                  High organizational justice
	.00
	[-.010, .011]

	                  Low organizational justice
	.02
	[.005, .039]

	Employee volunteering → moral credentials → psychological entitlement → workplace deviance
	

	Study 1
	
	

	Serial Indirect effect
	-.01
	[-.033, .001]

	Conditional serial indirect effect
	
	

	                  High organizational justice
	-.00
	[-.019, .006]

	                  Low organizational justice
	-.02
	[-.053, .002]

	Study 2
	
	

	Indirect effect
	.00
	[-.002, .005]

	Conditional serial effect
	
	

	                  High organizational justice
	.00
	[-.002, .002]

	                  Low organizational justice
	.00
	[-.005, .011]
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Note. N = 245. Both unstandardized and standardized path estimates are reported (standard errors in parentheses).
Standardized values are in bold.*Controlling for external motivation toward volunteering. ®Controlling for
agreeableness. Cammlllng for age, gender, race and trait negative affect. *p <.05. **p < .01.
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Note. N = 245. Both unstandardized and standardized path estimates are reported (standard errors in parentheses).
Standardized values are in bold.*Controlling for external motivation toward volunteering. ®Controlling for
agreeableness. Cammlllng for age, gender, race and trait negative affect. fp <.10. *p < .05. **p < .01.




image1.png
Organizational
justice

-54% (18)
33 (09)

-TTA
1

-49° (23)
-24° (09) *

o a
247 (08) Moral credits

28 (09) 25709

e Re=37

Workplace™”
deviance

Psychologicala
entitlement

Employee
volunteering

25+ (08)
337 (09)

Note. N = 136.Both unstandardlzed and standardized path estimates are reported (standard errors in parentheses).
Standardized values are in bold. Cantralllng for supervisor-rated OCB. Conlrolllng for age, gender, race and trait
negative affect. *p < .05. **p < .01.
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Note. N = 136.Both unstandardlzed and standardized path estimates are reported (standard errors in parentheses).
Standardized values are in bold. Cantralllng for supervisor-rated OCB. Conlrolllng for age, gender, race and trait
negative affect. *p < .05. **p < .01.




