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May the testing of integrity help to employ people with mood disorders?

Abstract:

Background: Integrity involves adherence to a set of moral principles and the courage to act on those principles. In
clinical psychology and other health professions, consideration of integrity ensures that the upmost care and respect is
given to all- regardless of individual background or mental health condition. However, despite the salience of integrity
in clinical practice, it is frequently neglected in the literature. Thus, the main aim of the present study was to test
a theoretical model and investigate the use of integrity assessments in clinical populations.

Subjects and Methods: Participants (N=80) were assessed using the Structured Interview of Personality Organization
(STIPO), self-reports and simulated cheating task.

Results: Statistical analysis revealed that age, as well as agreeableness, conscientiousness, impression management,
moral values and dark triad traits, accounted for 63% of the variance with age and impression management as
significant predictors. Integrity was a predictor for cheating at work (Adj. R® = 0.41), unethical work behavior (Adj. R’
= 0.27) and simulated cheating task (Adj. R’ = 0.07).

Conclusions: The results of the study suggest the possibility of using integrity tests in mood disorders with a moderate

level of mood and anxiety impairments.
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INTRODUCTION

Employment is an essential social determinant and
may enhance health and well-being (Khalema & Shankar
2014). Unfortunately, the majority (around 80 — 90%) of
individuals with some form of mental disorder are
unemployed (Tse 2004). Employers of individuals with
mental illness must also deal with their unpredictable work
performance and behavioral problems (Mechanic et al.
2002), such as absenteeism (Secker & Mebrey 2003).
Thus, employers are less likely to hire individuals with
a mental health condition, and frequently encounter issues
with these individuals during the course of their employ-
ment.

In modern workplaces, depression is the most
common and highly prevalent mental health problem
(Steward et al. 2015). The negative emotion experienced
by individuals with depression predicts feelings of low
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social support and job satisfaction, and may lead to
burnout over time (emotional exhaustion and depersona-
lization) (Iverson et al. 1998). Moreover, depressed
individuals may have difficulty concentrating and per-
forming their work duties, as a result of the mild to
moderate degree of cognitive impairment associated with
depression (Begovic et al. 2017).

INTEGRITY AND RELATED VARIABLES
— THEORETICAL MODEL DEVELOPMENT

Integrity tests have been used in practice for decades.
Over the years, their primary function has been to assist
companies with their employee selection procedure (Ones
& Viswesvaran 2007). Although there are a number of
research studies on the relationships between integrity tests
and other variables, these relationships are not used in
practice. These tests allow companies to assess candidates’
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values and behavior and determine if they suitably align
with the employer’s expectations. For instance, counter-
productive work behavior can take many forms such as
employee theft, disciplinary problems, absenteeism, or
verbal abuse (Anjum & Parvez 2013) and might be
a consequence of personality traits like narcissism (Penney
& Spector 2002), agreeableness (Mount et al. 2006) or
negative emotions (Krischer et al. 2010).

The majority of studies focusing on the relationship
between personality traits and integrity use questionnaire
methods based on the Big Five Model of Personality.
According to this model, tests of integrity are consistently
correlated with three of the Big Five dimensions:
Conscientiousness, Agreeableness and Emotional Stability
(Sackett & Wanek 1996).

On the other hand, integrity tests showed strong
negative correlations with psychopathic personality traits
(Connelly et al. 2006).. Furthermore, O'Boyle, Forsyth,
Banks & McDaniel (2012) have demonstrated that
counterproductive work behavior is associated with
increases in all three dimensions of the Dark triad —
narcissism, machiavellianism and psychopathy (Paulhus
& Williams 2002).

Another possible factor influencing performance on
integrity tests may be an individual’s level of moral
disengagement, which may be used to excuse or remove
oneself from undesirable behaviors. Moral disengagement
has been shown to have a strong negative correlation with
moral identity (Moore et al. 2012). Moral identity
describes the extent to which an individual places
importance on moral action (Aquino and Reed, 2002).
People with high moral identity will strive for consistency
between their self-moral conceptions and their actions
(Aquino & Reed 2002), whereas people with high integrity
will strive for consistency between their words and actions
(Kaiser & Hogan 2010), as well as between their actions
and values (Gostick & Telford 2003). Thus, moral
disengagement is yet another factor that seems to influence
integrity and thus warrants further evaluation. Moreover,

a potential source of inaccuracy in self-report measures
resides in the tendency to engage in socially desirable
responding (SDR) (Paulhus & Reid 1991). Previous
studies showed that social desirability is one of the largest
limitations of integrity studies, yet despite these unfavor-
able characteristics it can be controlled for and is
outweighed by the strengths of integrity measures (Coyne
& Bartram 2002). This should also be examined further.

Based on the literature review, integrity is predicted to
be related to the following personality traits; moral
disengagement, moral identity, and social desirability.
Figure 1 shows the proposed integrity model- where
integrity serves as both dependent and independent variable
depending on the specific relationship. The left side of the
model shows the variables that could be influencing
integrity. These are hypothesized as independent (social
desirability, moral identity, moral values and personality
characteristics). The right side of the model presents the
proposed dependent variables (moral disengagement,
cheating, work deviance, moral reasoning, simulated
cheating task), which may be influenced by the level of
moral integrity. If the statistically significant correlations
are confirmed, linear regression models will be applied to
evaluate the explained variance. We hypothesize that the
model may be helpful in the practical investigation of
integrity by linking relevant variables and enabling the
measurement of expected relationships that increase the
objectivity of the measurement at the individual level.

The goal of the presented study is to examine the
personal and moral variables displayed in the model above
and their relationships with integrity in psychiatry. We
selected patients with mood or anxiety disorders for
a relatively smaller alteration of cognitive functions
compared to e.g. schizophrenia. We assume that if the
model is confirmed in this group of patients, the next step
could be to extend to the range of psychotic disorders.
A further goal also was to determine which variables
influence the integrity and which variables are influenced
by integrity.

Figure 1: Theoretical model of integrity.
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METHOD

Procedures

Inpatients were contacted by a psychiatric psycholo-
gist and, after explaining the purposes of the study, were
asked to sign an informed consent. Each participant
completed a set of self-report measures that assessed
integrity, attitudes towards unethical workplace behavior,
personality, health status and concepts associated with
morality. Aside from the questionnaire methods, a compu-
terized behavioral task was also administered, which
allowed participants to easily cheat and thus gain more
money. Finally, data concerning demographic information
and personality functioning were gathered through a semi-
structured interview.

Ethical standards

The presented study was approved by the ethical
committee of the [removed for the blinded review] Na-
tional Institute of Mental Health, Topolova 748, Klecany,
250 67 and has therefore been performed in accordance
with the ethical standards laid down by the Declaration of
Helsinki in 1964. Each participant was given an informed
consent together with information regarding the study
prior to inclusion into the study. The participation was on
voluntary basis and each subject has received a financial
reward 300 CZK. All gathered data was handled in
a confidential manner and subject’s identity was kept
strictly anonymous.

Participants

The study sample consists of 80 National Institute of
Mental Health patients (37 men and 43 women) with the
mean age 36.21 years (SD = 12.24) ranging from 18 to 66
years. The inclusion criteria contained hospitalization or
attendance of psychiatric day care center for mood or
anxiety disorders, while the relevancy of the criteria for the
diagnosis was described as score > 20 on Montgomery-
Asberg Depression Rating Scale (MADRS) or Beck
Depression Inventory (BDI-II) score > 29 for mood
disorders, for anxiety disorders Beck Anxiety Inventory
(BAI) score > 26. Depressive disorder was diagnosed
according to the Mini-International Neuropsychiatric
Interview (M.LLN.L.) in 60% of the participants, while the
rest 40% was treated for anxious disorder. Other inclusion
criteria included at least primary school level education
and one year of work experience. The exclusion criteria
included alcohol dependency or abuse or drug abuse in the
last 12 months prior to inclusion in the study.

MEASURES

Self-report measures

Integrity test was originally developed by the
authors of this study Tereza Ptihodova a Marek Preiss to
evaluate the overall integrity level from the work, moral
and personal perspective. The construction of the test was
based on the Employee Integrity Index, developed by Ryan
and Sackett (1987), as well as, Bennett and Robinson’s

(2000) assessment of counterproductive work behavior.
The items focus on honesty in relation to companies, use
of time, conscientiousness at work, use of work benefits,
resistance to theft, principledness, general honesty,
resistance to fraud. The integrity test showed very good
level of overall internal reliability (0.866) and split-half
reliability (0.808), similarly satisfying was the level of
test-retest reliability (r=0.831, p<0.01). The measure
consisted of 34-items, which were rated on a 5-point
Likert type scale ranging from strongly disagree (1) to
strongly agree (5). Thus, a higher score indicated a higher
level of integrity.

The propensity to morally disengage scale (Moore
et al. 2012) is a 24 items scale and it was used to assess
8 mechanisms pertinent to the propensity to morally
disengage. The standardized Cronbach’s alpha was 0.85.

The 12 items scale The Self-Importance of Moral
Identity (Aquino & Reed 2002) consists of internalization
and symbolization scale. For the purposes of this study, we
have used only the internalization scale, as this scale
evaluates the strength of one’s self-concept as a moral
person. The standardized Cronbach’s alpha was 0.71.

The level of social desirability was assessed using the
Czech version of the Balanced Inventory of Desirable
Responding (BIDR; Preiss & Macudova 2013). The
measure consists of 2 subscales: Self-deception and
Impression management. The standardized Cronbach’s
alpha was 0.78.

The Big Five Inventory with 44 items (BFI-44) was
used to assess 5 personality traits of the Big Five model.
For the purposes of this study, we have used the validated
Czech version prepared by Hrebickova and colleagues
(2016).

Another short self-report measuring evaluating more
negative traits of personality included in the study was The
Short Dark Triad (SD3; Jones & Paulhus 2014). This 27-
item questionnaire assesses 3 non-clinical domains en-
countering Machiavellianism, Narcissism and Psychopa-
thy. The standardized Cronbach’s alpha was 0.72.

Cheating at Work Scale (Sims, 1993) evaluates one
's believes concerning dishonest behavior at work. For the
purposes of this study, Sims version of the scale was used.
The standardized Cronbach’s alpha was 0.93.

The Unethical Work Behavior Scale was used for the
assessment of counterproductive and cheating behavior. This
method consists of an antisocial work behavior scale
(Robinson & O’Leary-Kelly 1998) labeled as Interpersonal
Scale and the Organizational Deviance scale in our study
(Bennett & Robinson 2000). In this task, participants rated
the extent to which they engage in unethical behaviors.
Higher scores indicated a higher level of unethical work
behavior. The standardized Cronbach’s alpha was 0.88.

The moral reasoning was assessed with Conflict at
The School Task. It is a short moral dilemma story about
a female student Monika, who had an outstanding
academic record and thus was able to work as a teacher
's assistant (TA). She was asked by fellow students to copy
and disseminate the final exam. She has done so, but right
before the test, the teacher found out about her actions and
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handed over the case to the school principle. As the task
has both qualitative and quantitative measures, participants
were asked to identify with the school director and choose
from 4 action choices what to do and then in the space
provided justify their decision. Based on Kohlberg (1969)
classification the nature of the story allows to reach only
the conventional (punish everyone) and pre-conventional
(punish Monika) levels.

Interview method

The Structured Interview of Personality Organi-
zation (STIPO) was chosen to assess several personality
traits and moral values using an in-depth structured
interview. STIPO is fairly new method developed by
Clarkin and colleagues (2003 and 2007), while the Czech
version was prepared by Riegel and colleagues (2015).

This very detailed instrument takes about 3 hours to
complete and assesses individuals Identity, Quality of
object relations, Primitive defenses, Coping and Rigidity,
Aggression, Moral values, and Reality testing dimensions.
Higher scores, calculated by the arithmetic score, indicate
higher level of pathology. The standardized Cronbach’s
alpha was 0.94.

Behavioral task

The Visual Perception Task originally developed by
Gino and colleagues (2010) allowed us to measure the
actual tendency towards cheating behavior. In this
computerized task, participants were presented with
a square, which was divided by a vertical line into two
parts. In each part of the square, there were different
numbers or red-colored, non-overlapping dots. In total
there were 20 dots. The task was divided into 6 blocks, in
each block participants were presented with 50 squares
varying in numbers of dots on the right and left side from
the vertical line. Each trial was exposed for about 4 seconds
and participants were had to choose whether more dots
were presented on the right or left side. However,
participants were also told, that if they choose “more on
the right” option, they would receive more money (5 cents
converted to Czech crowns based on the current exchange
rate) compared to choosing “more on the left”, where they
have received only 0.5 cents (converted to the Czech
crowns based on the current exchange rate). The aim of the
task here is then to choose between the correct answers
that maximize profit.

Statistical analysis

The data was analyzed in R (R Core Team, 2016). To
determine the normality of the distribution of the scores,
the Shapiro-Wilk test of normality was used. The data
shown atypical distribution, and thus nonparametric tests
were used in further analyses. Spearman’s rho was used to
determine the relationship of the Integrity score to other
variables and group differences were examined using the
Wilcoxon-Mann-Whitney (effect size is given by the rank
biserial correlation ry) and Kruskal-Wallis tests (effect
size measured by epsilon-squared &?). For linear regression
analysis, the data was assigned a rank, and transformed to

normal distribution. Regression analysis was also per-
formed with the variables that significantly correlated with
the Integrity score. Model assumptions were then tested
with the Durbin-Watson test (independence of assump-
tions), Shapiro-Wilk test (normal distribution of residuals),
and residuals vs. fitted plot (linearity), scale-location plot
(homoscedasticity), and residuals vs. leverage plot (influ-
ential cases).

RESULTS

Descriptive statistics of measured variables encoun-
tered results of the Shapiro-Wilk normality tests that are
presented in Table 1.

Statistical analysis revealed a strong positive correla-
tion between the Integrity and Impression management
scale measured by BIDR, and strong negative correlations
with the Psychopathy scale measured by the SD3, overall
Moral disengagement score, Attitude and Perception scale
of cheating at work and Organizational and Interpersonal
scale of work deviance (Table 2).

Moderate positive correlations were found between
the Integrity and Conscientiousness measured by BFI, and
moderate negative correlations were found between
Integrity and Machiavellianism, Narcissism assessed by
SD3 and Moral values assessed by STIPO. Weak positive
correlation was found between Integrity score and
Agreeableness measured by BFI and weak negative
correlation was found between Integrity and the simulated
cheating task of error and equal ratio measured in the
Visual perception task.

Results of the moral reasoning test are presented as
categorical data, with majority of subjects (54%) choosing
the option with the highest moral predisposition. Only
a mere 32% of subjects chose the average moral option,
and 13% of subjects chose the least moral option. Only 1
subject chose other. No statistically significant relationship
was found between the Integrity and moral reasoning task
assessed by the Conflict at the school test (Kruskal-Wallis
y> = 6.6, df =3, p=0.09, & = 0.09). Moreover, Integrity
score correlated moderately with subject’s age (rtho = 0.36,
p = 0.001).

Linear regression models

Prior to the construction of regression models, we
have assumed that personality characteristics (measured by
BFI-44, SD3, and STIPO) and social desirability (mea-
sured by BIDR) scores would predict Integrity. Correlation
analysis showed a significant relationship between Integ-
rity and Agreeableness and Conscientiousness (BFI-44),
all SD3 variables, Impression management (BIDR) and
Moral values (STIPO). We used rank transformation on
the data, which resulted in normal distribution for all
variables used.

The model explained the same proportion of variation
and satisfied all assumptions of linear regression (inde-
pendent observations: DW = 221, p = 0.8; normal
distribution of residuals: W = 0.96, p = 0.08; linear
relationships, homoscedasticity, no observations with large
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N min max M SD
Age 80 18.00 66.00 36.21 12.24
Integrity score 80 64.00 160.00 123.25 17.97
Mood scales
MADRS score 80 0.00 46.00 18.61 9.62
BDI-II score 80 0.00 50.00 23.41 12.19
BAI score 78 2.00 54.00 19.96 12.35
BFI-44
Extraversion 80 0.25 3.50 1.82 0.67
Agreeableness 80 1.11 4.00 2.59 0.66
Conscientiousness 80 0.33 3.67 2.27 0.67
Neuroticism 80 0.88 4.00 2.58 0.70
Openness 80 1.00 3.80 2.49 0.70
SD3
Machiavellianism 80 12.00 35.00 21.64 5.63
Narcissism 80 8.00 30.00 18.48 5.58
Psychopathy 80 9.00 37.00 20.05 6.41
BIDR
Self-deception 79 33.00 95.00 58.90 11.83
Impression management 79 47.00 134.00 91.52 17.07
STIPO
Identity 51 0.20 1.70 0.88 0.42
Objective relations 51 0.20 1.70 0.86 0.47
Primitive defense 51 0.20 2.00 0.91 0.48
Coping/rigidity 51 0.30 1.90 1.12 0.38
Aggression 51 0.10 1.60 0.59 0.32
Moral values 51 0.10 1.50 0.65 0.31
Reality testing 51 0.10 1.30 0.54 0.34
Moral values
Moral disengagement 80 25.00 129.00 59.71 21.28
Moral identity 79 20.00 65.00 40.67 8.79
Work deviance
Cheating attitude 79 21.00 62.00 33.75 8.92
Cheating perception 79 22.00 75.00 34.16 8.98
Work deviance interpersonal 74 7.00 37.00 12.95 6.16
Work deviance organizational 74 12.00 51.00 22.89 9.26
Computer task
VPT — Ratio of beneficial and 80 0.21 100.00 9.095 26.09

detrimental error
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Table 2: Correlational relationships between Integrity test
and other measured variables

Variable rho )4
Age 0.36 0.001*
BFI-44 Extraversion -0.09 0.403

Agreeableness 0.24 0.030
Conscientiousness 0.33 0.003*
Neuroticism -0.11 0.319
Openness -0.23 0.038
SD3 Machiavellianism -043  <0.001%*
Narcissism -0.40 <0.001%*
Psychopathy -0.56  <0.001*
BIDR Self-deception -0.03 0.806
Impression management 0.55 <0.001*
STIPO Identity -0.12 0.415
Objective relations -0.17 0.233
Primitive defense -0.22 0.121
Coping/rigidity 0.02 0.863
Aggression -0.15 0.296
Moral values -0.41  0.003*
Reality testing -0.16 0.259
Moral values  Moral disengagement -0.59  <0.001*
Moral identity -0.03 0.779
Cheating attitude -0.59  <0.001*
Cheating perception -0.62  <0.001*
Work deviance -0.50 <0.001*
interpersonal
Work deviance -0.62  <0.001*
organizational
VPT Simulated cheating task -0.22 0.045
— error ratio
Simulated cheating task -0.22 0.048

— equal ratio

Note. * = a significant result after applying the Bonferroni correction
individually in each category: p value 0.05 divided by the number of
variables in each category.

overall influence: plots). The collective effect of the
variables was significant (F(8, 42) = 11.84, p < 0.0001, R?
= 0.63). Thus, the individual predictors were examined
further and indicated that age (t = 3.763, p < 0.0001) and
impression management (t = 2.530, p = 0.02) were
significant predictors in the model. The model with
original scores still satisfies all linear regression assump-
tions F(8, 42) = 13.11, p < 0.0001, R* = .65; with age (t =
3.696, p < 0.001), Narcissism (SD3, t = -2.118, p <0.05),
and Impression management (BIDR, t = 2.245, p < 0.05)
as significant predictors.

Further, we have analyzed Integrity as a predictor of
the scores of Moral disengagement, Moral identity, moral
reasoning measured by Conflict at the school, Cheating at
work, Work deviance and simulated cheating task
measured by the Visual Perception Task. Moral identity
and moral reasoning did not have a significant relationship
with Integrity, therefore, we employed the moral disen-
gagement, cheating at work, work deviance, and c as
dependent variables. The results are presented in Table 3
below. Some models did not pass the Dubin-Wilson test
for independence of observations (Work deviance —
Organizational scale) or Shapiro-Wilk test for normality
of residuals distribution (Moral disengagement, Cheating
at work — Perception scale, Work deviance — Organiza-
tional scale).

For a better understanding of the presented results we
have created the chart showing the relationship between
variables and the effect of independent variables in
Figure 2.

DISCUSSION

Previous research showed that there are low correla-
tional relationships between integrity and job performance,
training performance, counterproductive work behavior
and turnover rate (Van Iddekinge et al. 2012). We
examined the relationship between integrity and some
aspects of counterproductive work behavior (cheating at
work and work deviance) together with other variables.
Our results support previous research and provide
evidence of strong negative correlations between cheating
and work deviance. Furthermore, integrity tests have
exhibited robust validity in predicting job performance
and other job-related characteristics (Luther 2000), as well
as in expected correlational relationship between person-
ality-based integrity tests and maximal performance (0.27).
This indicates the predictive power of integrity tests (Ones
& Viswesvaran 2007). Moreover, as may be seen above,
we have confirmed these assumptions and found a moder-
ate negative (Machiavellianism and Narcissism scale) and
weak positive (Agreeableness) correlation with personal-
ity-based tests. The collective effect of the variables was
significant and explained 63% of the variance. The
individual predictors were examined indicated that age
and impression management were significant predictors in
the model.

In addition, this study was quite unique, as it
examined the clinical population, which is typically not
evaluated using integrity tests. Yet as was already
mentioned, such assessment is very beneficial. It allows
for the precise evaluation and prediction of counter-
productive behavior in patients with mood disorders. In
spite of the fact that these individuals are able to work, the
majority of them are unemployed because of discrimina-
tion, stigma or employers” doubts about their unpredictable
work performance and work behavior. The results of our
study show the usability of the integrity test in individuals
with mood disorders and its ability to predict the
counterproductive work behavior.
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Table 3: Integrity as a predictor for other measured variables
F p Adj R? DW p w p

Moral disengagement 73.92 (1, 77) < 0.001 0.49 1.87 0.548 0.993 0.939
Cheating Attitude scale 54.91 (1, 77) <0.001 0.409 2.057 0.609 0.990 0.801
Cheating Perception scale 68.03 (1, 77) < 0.001 0.462 1.988 0.488 0.966 0.032
Work deviance Interpersonal 27.86 (1, 72) < 0.001 0.269 1.768 0.162 0.993 0.962
Work deviance Organizational 53.76 (1, 72) < 0.001 0.420 1.375 0.003 0.967 0.049
VPT — Ratio of beneficial 4.967 (1, 78) 0.029 0.048 1.984 0.481 0.984 0.408

and detrimental error

Note. VPT = Visual Perception Task

Figure 2: Actual model of integrity of a clinical sample.

In our hypothesized theoretical model, we have
assumed that integrity will be dependent on social desira-
bility, moral identity, personality traits and moral values
(Figure 1). It was further hypothesized that integrity will be
the independent variable, influencing moral disengage-
ment, cheating at work, work deviance, moral reasoning
and simulated cheating behavior (Figure 1). Statistical
analysis revealed that not all assumption was supported,
thus the model was changed and specified (Figure 2).
However, the integrity was a predictor for cheating at work,
unethical work and simulated cheating task.

Results of the statistical analysis revealed that all
dependent measures, with the exception of moral reason-
ing task and moral disengagement task, contributed to the
final model (Figure 2). Overall integrity score showed
a strong negative correlation with both scales of cheating
at work and both work deviance scales. Weak negative
correlation was also found with the simulated cheating
task. Furthermore, as Figure 2 shows, the linear regression
model explains 41% of the variance on the attitude scale of
the cheating at work questionnaire and 27% of explained
variance on the interpersonal scale of work deviance
questionnaire. These findings are supported by previous
research by Martin and colleagues (2009), who have also

used Bennett and Robinson’s (2000) work deviance
questionnaire, together with integrity measure. Similarly,
Lucas and Friedrich (2005), found that academic dis-
honesty or cheating was predicted by the attitude scale of
workplace theft, which was measured by Employee
Integrity Index (EII), measure, which was also used during
the construction of our integrity test. Unlike past research
that use self-re[ort measures to determine the tendency
towards unethical behavior, our study decided to use
a simulated cheating task. Results of the statistical analysis
showed a weak significant correlation between integrity
and actual cheating task and that integrity explained 7% of
the actual cheating variance.

Age was a demographic variable that was not
originally assumed in the proposed model, yet we found
a striking moderate correlation (rho = 0.36, p = 0.001) and
have decided to include it in the new model (Figure 2). The
explanation for such strong correlation could be found in
the interplay between integrity and integration of person-
ality. The process of integration occurs during different
stages of life (Erikson’s psychosocial stages) and level of
integrity growth during these developmental periods.
Furthermore, research also shows that personality traits
often associated with integrity such as Conscientiousness,
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(Husbands et al. 2015) also significantly correlate with age
(Denissen et al. 2008). Thus, overall, these findings
support our results.

Variables omitted from the integrity model

In the past, both overt and personality-based integrity
tests showed a strong, negative correlation with the
psychopathic personality, whilst only modest correlational
relationships were found with ego development and moral
reasoning (Connelly et al. 2006). In the presented study, we
found significant differences in the correlational relation-
ships between the two morality tests used. While we have
found a strong negative correlation between moral disen-
gagement and integrity, there was no statistically significant
correlation with moral identity (Figure 2). Lack of asso-
ciation between integrity and moral identity in our study
might be explained by cultural differences. The measure
was originally developed for US population (and non —
clinical population). This conclusion is also supported in
the pilot study, where at least two items should be excluded
from the original scale (Jurickova et al. 2017).

The hypothesis regarding the relationship between
moral disengagement and integrity was supported. How-
ever, we were not able to use moral disengagement
construct in the final model (Figure 2), due to the atypical
distribution. It is further hypothesized that with normal
data distribution, we should be able to predict moral
disengagement based on integrity level. Similar conclu-
sions were also drawn by Mobley and colleagues (2012),
who argue that ethical leaders, representing moral
individuals possess a higher integrity level and thus rarely
practice moral disengagement.

Statistical analysis revealed that in the moral reason-
ing test (Conflict at the school test), the majority (54%) of
subjects chose the punishment of everyone involved (both
students and Monika), which was the most moral choice.
This finding is supported by Kohlberg’'s classification
(1969), as it represents the realization of the necessity to
obey laws and social norms in order for the society to
function (Kohlberg 1969). In general, we may see that
story prepared and allowed for the desired variance in
respondents. It may give us a general idea about how
patients, despite their impacted cognitive abilities due to
their mental health condition, are capable for solving moral
dilemmas even on conventional levels. Moral reasoning
was hypothesized (Figure 1) to be in a statistically signi-
ficant relationship with the overall Integrity score.
However, based on the results of the Kruskal-Wallis test
there was no significant relationship found. The lack of
evidence between these two variables might have been due
to the nature of the story, which even though it represents
a moral dilemma may have been distant in nature for the
number of adults- who are more likely to deal with work-
-related moral dilemmas.

Statistical analysis revealed no significant correla-
tions with the overall Integrity score, suggesting no
influence of these mood variables and morality. Since in
clinical practice, one of the typical observed feature is
a frequent presentation of cognitive deficits in combination

with mood disorders, it was necessary to evaluate the
relationship between mood and integrity. Based on our
study, it seems that if cognitive deficits are part of mood
disorders, they do not influence integrity. It may be due to
the relatively small impact on decision-making and moral
reasoning abilities that their mental health condition
causes. The conclusion of no impact of cognitive deficits
in mildly depressed clinical sample was also supported by
previous research done by Miiller-Thomsen and colleagues
(2005). Consequently, these conclusions enable the use of
integrity tests in mood disorder with a moderate level of
mood and anxiety impairments.

Limitations

One of the main limitation was the number of par-
ticipants included in the study (N=80). The lack participants
involved was mainly due to the level of detail involved in
this method- which required in-depth assessment for the
sake of fewer participants. Moreover, as the study design
was quasi-experimental and the sampling method was
opportunistic, we were not able to make any generalizable
conclusions. All conclusions are drawn and tied to the
specific clinical sample collected. Another limitation of our
study was the fact that it examined statistical relationships
with rather low values. This was most likely due to the fact
that we used a mixture of methods (questionnaires,
behavioral task, interview). However despite the low
correlations, we believe that by combining different me-
thods, we gained an advantage in our study overall.

ACKNOWLEDGMENTS

This study is a result of the research funded by the
Czech Science Foundation, grant nr. 16-06264S and as
a result of the research funded by the project Nr. LO1611
with a financial support from the MEYS under the NPU
I program.

REFERENCES

Albasi, C., Cristofanelli, S., Ferro, L., Lasorsa, C., Panato, M., Pignolo,
C., (2012). The mental functioning profile: Some operational
proposals. Psychological Bulletin Journal, 58, 11-30.

Anjum, M.A., Parvez, A., (2013). Counterproductive Behavior at Work:
A Comparison of Blue Collar and White Collar Workers. Pakistan
Journal of Commerce and Social Sciences, 7, 417-434.

Aquino, K., Reed, A., (2002). The self-importance of moral identity.
Journal of Personality and Social Psychology. 83, 1423-1440.
DOI: 10.1037/t08774-000

Bandura, A., Barbaranelli, C., Caparara, G.V., Pastorelli, C., (1996).
Mechanisms of moral disengagement in the exercise of moral
agency. Journal of Personality and Social Psychology. 17, 364-374.
DOI: 10.1037/0022-3514.71.2.364

Baughman, H.M., Jonason, P.K., Lyons, M., Vernon, P.A., (2014). Liar
liar pants on fire: Cheater strategies linked to the Dark Triad.
Personality and Individual Differences, 71, 35-38. DOIL: 10.1016/j.
paid.2014.07.019

Beck, A.T., Epstein, N., Brown, G., Steer, R.A. (1988). An inventory for
measuring clinical anxiety: Psychometric properties. Journal of
Consulting and Clinical Psychology, 56, 893-897. DOI: 10.1037/
0022-006x.56.6.893

Beck, A.T., Steer, R.A., Brown, G.K. (1996). Manual for the Beck
Depression Inventory-11. Psychological Corporation, San Antonio.
DOI: 10.1037/t00742-000


https://doi.org/10.1037/t08774-000
https://doi.org/10.1037/0022-3514.71.2.364
https://doi.org/10.1016/j.paid.2014.07.019
https://doi.org/10.1016/j.paid.2014.07.019
https://doi.org/10.1037/0022-006x.56.6.893
https://doi.org/10.1037/0022-006x.56.6.893
https://doi.org/10.1037/t00742-000

May the testing of integrity help to employ people with mood disorders?

115

Begovic, E., Panaite, V., Bylsma, L.M., George, C., Kovacs, M.,
Yaroslavsky, I. et al. (2017). Positive autobiographical memory
deficits in youth with depression histories and their never-depressed
siblings. British Journal of Clinical Psychology, 56, 329-346. DOLI:
10.1111/bjc.12141

Bennett, R.J., Robinson, S.L., (2000). Development of a measure of
workplace deviance. Journal of Applied Psychology, 85, 349-360.

Casillas, A., Robbins, S., McKinniss, T., Postlethwaite, B., Oh, L., (2009).
Using narrow facets of an integrity test to predict safety: A test
validation study. International Journal of Selection and Assessment,
(17), 119-125.DOI: 10.1111/j.1468-2389.2009.00456.x

Clarkin, J.F., Caligor, E., Stern, B., Kernberg. O.F., (2003). Structured
interview of personality organization (STIPO). Weil Medical College
of Cornell University, New York.

Clarkin, J.F., Lenzenweger, M.F., Yeomans, F., Levy, K.N., Kernberg.
O F. (2007). An objective relations model of borderline pathology.
Journal of Personality Disorders, 21, 474-499. DOI: 10.1521/
pedi.2007.21.5.474

Connelly, B.S., Lilienfeld, S.O., Schmeelk, K.M. (2006). Integrity tests
and morality: Associations with ego development, moral reasoning
and psychopathic personality. International Journal of Selection and
Assessment, 14, 82-86. DOI: 10.1111/j.1468-2389.2006.00335.x

Coyne, 1., Bratram, D., (2002). Assessing the effectiveness of integrity
tests: a review. International Journal of Testing, 2, 15-34.DOIL
10.1207/5153275741jt0201_2

Denissen, J., Geenen, R., van Aken, M., Gosling, S., Potter. J., (2008).
Development and validation of a Dutch translation of the Big Five
Inventory (BFI). Journal of Personality Assessment, 90, 152-157.
DOI: 10.1080/00223890701845229

Doering, S., Burgmer, M., Heuft, G., Menke, D., Bdumer, B., Liibking,
M. et al., (2013). Reliability and validity of the German version of
the Structured Interview of Personality Organization (STIPO). BMC
Psychiatry, 13, 210. DOI: 10.1186/1471-244x-13-210

Dragomirecka, E., Lenderking, W.R., Motlova, L., Goppoldova, E.,
Selepovéa, P., (2006). A brief mental health outcomes measure:
Translation and validation of the Czech version of the Schwartz
Outcomes Scale — 10. Quality of Life Research, 15, 307-312. DOIL:
10.1007/s11136-005-1389-y

Elzar, H., (2013). The 'sellable semblance’: Employability in the context
of mental-illness. Ephemera: theory & politics in organization, 13,
809-824.

Fischer-Kern, M., Buchheim, A., Horz, S., Schuster, P., Doering, S.,
Kapusta, N.D., et al., (2010). The relationship between personality
organization, reflective functioning, and psychiatric classification in
borderline personality disorder. Psychoanalytic Psychology, 27,
395-409.

George, J.M., (1989). Mood and absence. Journal of Applied Psychology,
(74), 317-324.DOTI: 10.1037/0021-9010.74.2.317

George, J.M., (1991). State or Trait: Effects of Positive Mood on
Prosocial Behaviors at Work. Journal of Applied Psychology, 76,
299-307. DOI: 10.1037/0021-9010.76.2.299

Gino, F., Norton, M., Ariely, D., (2010). The counterfeit self: The
deceptive costs of faking it. Psychological Science, 21, 712-720.
DOI: 10.1177/0956797610366545

Gostick, A.R., Telford, D., (2003). The integrity advantage. Gibbs Smith,
Layton, UT.

Goodcase, E., Love, H., (2017). From Despair to Integrity: Using
Narrative Therapy for Older Individuals in Erikson’s Last Stage of
Identity Development. Clinical Social Work Journal, 45, 354-363.
DOI: 10.1007/s10615-016-0601-6

Hilbert, G.A., (1985). Involvement of nursing students in unethical
classroom and clinical behaviors. Journal of Professional Nursing, 1,
230-234. DOI: 10.1016/s8755-7223(85)80160-5

Hiebickova, M., Jelinek, M., Blatny, M., Brom, C., Buresova, ., Graf, S.,
et al., (2016). Big Five Inventory: Zakladni psychometrické
charakteristiky ceské verze BFI-44 a BFI-10. Ceskoslovenska
Psychologie, 60, 567-583.

Husbands, A., Rodgerson, M., Dowell, J., Patterson. F., (2015).
Evaluating the validity of an integrity-based situational judgement
test for medical school admissions. BMC Medical Education, 15,
1-9. DOI: 10.1186/512909-015-0424-0

Iverson, R.D., Olekalns, M., Erwin, P.J., (1998). Affectivity, Organiza-
tional Stressors, and Absenteeism: A Causal Model of Burnout and
Its Consequences. Journal of Vocational Behavior, 52, 1-23. DOL:
10.1006/jvbe.1996.1556

Jonason, P.K., Slomski, S., Partyka, J., (2012). The Dark Triad at work:
How toxic employees get their way. Personality and Individual
Differences, 52, 449-453. DOI: 10.1016/j.paid.2011.11.008

Jones, D.N., Paulhus, D.L., (2014). Introducing the Short Dark Triad
(SD3): A Brief measure of dark personality traits. Assessment, 21,
28-41. DOI: 10.1177/1073191113514105

Jurickova, V., Preiss, M., Piihodova, T., (2007). Ceska verze skaly na
méfeni dulezitosti moralni identity — pilotni studie. E-psychologie —
currently under review. DOI: 10.29364/epsy.384

Kaiser, R.B., Hogan, R., (2010). How to (and how not to) assess the
integrity of managers. Consulting Psychology Journal: Practice and
Research, 62, 216-234. DOI: 10.1037/a0022265

Khalema, E.N., Shankar, J., (2014). Perspectives on Employment
Integration, Mental Illness and Disability, and Workplace Health.
Advanced Certificate in Public Health, 1-7. DOIL: 10.1155/2014/
258614

Kohlberg, L., (1969). Stage and sequence: The cognitive-developmental
approach to socialization. In Goslin D (Ed.): Handbook of
Socialization Theory and Research. Rand McNally, Chicago, IL.

Kovacs, M., Staff, M.H.S., (2011). Children’s Depression Inventory 2n
edition (CDI 2): Technical manual. Multi-Health Systems, North
Tonawanda.

Krischer, M.M., Penney, L.M., Hunter, E.M., (2010). Can counter-
productive work behaviors be productive? CWB as emotion-focused
coping. Journal of Occupational Health Psychology, 15, 154-166.
DOI: 10.1037/a0018349

Lee, K., Ashton, M.C., De Vries, R.E., (2005). Predicting Workplace
Deliquency and Integrity with the HEXACO and Five-Factor Models
of Personality Structure. Human Performance, 18, 179-197.
DOI: 10.1207/s15327043hup1802_4

Luther, N., (2000). Integrity testing and job performance within high
performance work teams: A short note. Journal of Business and
Psychology, 15, 19-25.

Martin, D.E., Rao, A., Sloan, L.R., (2009). Plagiarism, integrity and
workplace deviance: A Criterion study. Ethics & Behavior, 19, 36-
50.DOI: 10.1080/10508420802623666

Mechanic, D., Billder, S., McAlpine, D.D., (2002). Employing Persons
with Serious Mental Illness. Health Affairs, 21, 242-253.
DOI: 10.1377/hlthaff.21.5.242

Mobley, W.H., Wang, Y., Li, M., (2012). Advances in Global Leader-
ship. Emerald Group Publishing Limited, Bingley.

Montgomery, S.A., Asberg, M., (1979). A new depression scale designed
to be sensitive to change. The British Journal of Psychiatry, 134,
382-389. DOI: 10.1192/bjp.134.4.382

Moore, C., Detert, J.R., Trevifio, L.K., Baker, V.L., Mayer, D.M., (2012).
Why employees do bad things: Moral disengagement and unethical
organizational behavior. Journal of Personnel Psychology, 65,
1-48.DOLI: 10.1111/5.1744-6570.2011.01237.x

Mount, M., Ilies, R., Johnson, E., (2006). Relationship of personality
traits and counterproductive work behaviors: The mediating effects
of job satisfaction. Journal of Personnel Psychology, 59, 591-622.
DOI: 10.1111/j.1744-6570.2006.00048.x

Miiller-Thomsen, T., Arlt, S., Mann, U., MaB, R., Ganzer, S., (2005).
Detecting depression in Alzheimer’s disease: Evaluation of four
different scales. Archives of Clinical Neuropsychology, 20,
271-276.

O’Boyle, E.H., Forsyth, D.R., Banks, G.C., McDaniel, M.A., (2012).
A meta-analysis of the dark triad and work behavior: A Social
exchange perspective. Journal of Applied Psychology, 97, 557-579.

Ones, D.S., Viswevaran, C., (2007). A research note on the incremental
validity of job knowledge and integrity tests for predicting maximal
performance. Human Performance, 20, 293-303. DOIL: 10.1080/
08959280701333461

Paulhus, D.L., Reid, D.B., (1991). Enhancement and denial in socially
desirable responding. Journal of Personality and Social Psychology,
60, 307-517. DOI: 10.1037/0022-3514.60.2.307


https://doi.org/10.1111/bjc.12141
https://doi.org/10.1111/bjc.12141
https://doi.org/10.1111/j.1468-2389.2009.00456.x
https://doi.org/10.1521/pedi.2007.21.5.474
https://doi.org/10.1521/pedi.2007.21.5.474
https://doi.org/10.1111/j.1468-2389.2006.00335.x
https://doi.org/10.1207/s15327574ijt0201_2
https://doi.org/10.1207/s15327574ijt0201_2
https://doi.org/10.1080/00223890701845229
https://doi.org/10.1186/1471-244x-13-210
https://doi.org/10.1007/s11136-005-1389-y
https://doi.org/10.1007/s11136-005-1389-y
https://doi.org/10.1037/0021-9010.74.2.317
https://doi.org/10.1037/0021-9010.76.2.299
https://doi.org/10.1177/0956797610366545
https://doi.org/10.1007/s10615-016-0601-6
https://doi.org/10.1016/s8755-7223(85)80160-5
https://doi.org/10.1186/s12909-015-0424-0
https://doi.org/10.1006/jvbe.1996.1556
https://doi.org/10.1006/jvbe.1996.1556
https://doi.org/10.1016/j.paid.2011.11.008
https://doi.org/10.1177/1073191113514105
https://doi.org/10.29364/epsy.384
https://doi.org/10.1037/a0022265
https://doi.org/10.1155/2014/258614
https://doi.org/10.1155/2014/258614
https://doi.org/10.1037/a0018349
https://doi.org/10.1207/s15327043hup1802_4
https://doi.org/10.1080/10508420802623666
https://doi.org/10.1377/hlthaff.21.5.242
https://doi.org/10.1192/bjp.134.4.382
https://doi.org/10.1111/j.1744-6570.2011.01237.x
https://doi.org/10.1111/j.1744-6570.2006.00048.x
https://doi.org/10.1080/08959280701333461
https://doi.org/10.1080/08959280701333461
https://doi.org/10.1037/0022-3514.60.2.307

116

Tereza Piihodova, Marek Preiss, Eva Strakova, Veronika Jurickova, Radek Heissler

Paulhus, D.L., Williams, K.M., (2002). The Dark Triad of personality:
Narcissism, Machiavellianism, and psychopathy. Journal of Re-
search in Personality, 36, 556-63. DOI: 10.1016/s0092-6566(02)
00505-6

Penney, L.M., Spector, P.E., (2002). Narcissism and counterproductive
work behavior: Do bigger egos mean bigger problems? International
Journal of Selection and Assessment, 10, 126-134. DOI: 10.1111/
1468-2389.00199

Preiss, M., Macudova, G., (2013). Dotaznik zadouciho stylu odpovidani
(BIDR-CZ). Psychiatrie, 17, 59-64.

Ptihodova, T., Preiss, M., Markova, J., Malinakova, J., Harsa, P.,
Prajsova, J., et al., (2015). Psychometric analysis of newly developer
integrity test for work related assessment — unpublished manuscript.
Riegel K, Preiss M Harsa P: Strukturované interview organizace
osobnosti (STIPO): Predstaveni metody v kontextu DSM-5.
Psychiatrie, 19, 20-29.

Robinson, S.J., O’'Leary-Kelly, A.M., (1998). Monkey see, monkey do:
The influence of work groups on the antisocial behavior of
employees. Academy of Management Journal, 41, 658-672.
DOI: 10.2307/256963

Ryan, A.M., Sackett, P.R., (1987). Pre-employement honesty testing:
Fakability, reactions of test taker & company image. Journal of
Business and Psychology, 1, 248-256.DOI: 10.1007/bf01020813

Sackett, P.R., Wanek, J.E., (1996). New developments in the use of
measures of honesty integrity, conscientiousness, dependabil-
ity trustworthiness, and reliability for personnel selection. Person-
nel Psychology, 49, 787-829. DOIL: 10.1111/j.1744-6570.1996.
tb02450.x

Sims, R.L., (1993). The relationship between academic dishonesty and
unethical business practices. Journal of Education for Business, 68,
207-211. DOI: 10.1080/08832323.1993.10117614

Secker. J., Membrey, H., (2003). Promoting mental health through
employment and developing healthy workplaces: the potential of
natural supports at work. Health Education Research, 18, 207-215.
DOI: 10.1093/her/18.2.207

Stewart, W.F., Ricci, J.A., Chee, E., Hahn, S.R., Morganstein, D., (2015).
Cost of Lost Productive Work Time among US Workers with
Depression. Journal of the American Medical Association, 289,
3135-3144.

Tse, S., (2004). What do employers think about employing people with
experience of mental illness in New Zealand workplaces? Work, 23,
267-274.

Van Iddekinge, CH.H., Roth, F.L., Raymark, P.H., Oddle-Dusseau, H.N.,
(2012). The criterion-related validity of integrity tests: An updated
metaanalysis. Journal of Applied Psychology, 97, 499-530.
DOI: 10.1037/a0021196


https://doi.org/10.1016/s0092-6566(02)00505-6
https://doi.org/10.1016/s0092-6566(02)00505-6
https://doi.org/10.1111/1468-2389.00199
https://doi.org/10.1111/1468-2389.00199
https://doi.org/10.2307/256963
https://doi.org/10.1007/bf01020813
https://doi.org/10.1111/j.1744-6570.1996.tb02450.x
https://doi.org/10.1111/j.1744-6570.1996.tb02450.x
https://doi.org/10.1080/08832323.1993.10117614
https://doi.org/10.1093/her/18.2.207
https://doi.org/10.1037/a0021196

	Introduction
	Integrity and related variables -- Theoretical model development
	Method
	Procedures
	Ethical standards
	Participants

	Measures
	Self-report measures
	Interview method
	Behavioral task
	Statistical analysis

	Results
	Linear regression models

	Discussion
	Variables omitted from the integrity model
	Limitations

	Acknowledgments
	References

