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The digital working life affects not only the way employees work, but also the way
employees interact within a team. Virtual teamwork is becoming increasingly com-
mon, with coworkers often building their initial relationships through online inter-
actions such as social media. This paper examines how disclosure of narcissistic ten-
dencies, such as an inflated self-view and/or sense of entitlement, differentially af-
fect coworker’s initial perceptions of an employee’s warmth and competence as well
as influencing coworker behaviours toward the employee. Although being authentic
is generally regarded as a positive trait, this research suggests that narcissistic em-
ployees should be judicious in what information they disclose when joining a virtu-
al team. While sharing information that suggests inflated self-views may help in es-
tablishing the relationship, disclosure of entitlement may have detrimental effects.

Keywords: narcissism, entitlement, inflated self-views, virtual teams (JEL-Codes: C90, C91,
C99, D91)

Introduction

Virtual teams, teams working interdependently from dispersed geographic loca-
tions, have become increasingly common over the past two decades, leading to
greater research on virtual team process and team development (Gilson, Maynard,
Young, Vartiainen, & Hakonen, 2015). Existing research has specifically focused on
difficulties that organisations may encounter in establishing, maintaining, and sup-
porting virtual teams, e. g. building trust, cohesion, and team identity, and over-
coming isolation among virtual team members (Kirkman, Rosen, Gibson, Tesluk,
& McPherson, 2002). Particular emphasis has been placed on relationship develop-
ment, which may be even more critical in distributed teams where team members
do not have the opportunity to build relationships face-to-face (Al-Ani, Horspool,
& Bligh, 2011).

The Oxford Dictionary unanimously named “Selfie” the 2013 Word of the Year,
highlighting a trend in which people, particularly young people, share all aspects of
their life through online social media. These social interactions are important as vir-
tual team members may utilise information provided in social networks to deter-
mine their initial perceptions and intention to work with an individual (Templeton,
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Luo, Giberson, & Campbell, 2012). New organisational structures, such as online
communities, also create an environment where online disclosures take a new pur-
pose and form (Posey, Lowry, Robers, & Ellis, 2010). Prior research shows that in-
dividuals feel free to be more authentic in online self-disclosures, allowing them to
present their “true self” (McKenna, Green, & Gleason, 2002). These disclosures
help in the creation of empathetic bonds necessary for building close relationships
(Bargh, McKenna, & Fitzsimons, 2002) with importance placed on quickly identi-
fying whether a potential virtual team member is both trustworthy and competent
(Breuer, Huffmeier, & Hertel, 2016; Robert, Dennis, & Hung, 2009; Rodrigues,
Oliveira, & de Souza, 20006).

Along with changes to the way teams form and communicate, organisations are
faced with a new type of worker exhibiting greater levels of narcissism (Twenge &
Campbell, 2009). Yet previous research has not fully considered whether expressing
such narcissistic tendencies to members of a virtual team is beneficial. The issue of
whether online self-disclosure fosters or hinders collaboration is increasingly impor-
tant as global organisations become more reliant on virtual relationships (Holton,

2001).

Despite evidence suggesting that online self-disclosure is socially beneficial, it is pos-
sible that disclosing certain things may be detrimental to social perceptions. Recent
research has linked virtual self-disclosure to generally positive behaviours such as
empathetic concern and perspective taking (Alloway, Runac, Qureshi, & Kemp,
2014). Unfortunately, certain individuals choose to disclose information that
presents themselves in an authentic but socially unflattering way. For example, indi-
vidual’s with low self-esteem often post highly negative disclosures, which elicit un-
desirable responses from others (Forest & Wood, 2012). Narcissistic individuals
may similarly present different content when compared with the general public, of-
ten including a greater amount of self-promotion (Mehdizadeh, 2010) and possibly
the belief that they are entitled to greater outcomes than others (Alloway et al.,
2014). The presentation of narcissistic tendencies may affect both coworker percep-
tions of and behaviours toward an employee.

Even if we know that self-disclosure within the virtual setting may lead others to
perceive an employee as narcissistic (Buffardi & Campbell, 2008), it is difficult to
predict how others will behave toward the employee. Many of the outcomes previ-
ously ascribed to narcissism are really the result of two separate factors; “Grandiosi-
ty” and “Entitlement” (Brown, Budzek, & Tamborski, 2009). Grandiosity refers
specifically to the inflation in the individual’s self-view, which may be exhibited in
feelings of superiority, self-admiration, self-sufficiency, vanity, and authority (Corry,
Merritt, Mrug, & Pamp, 2008; Raskin & Terry, 1988). Entitlement, on the other
hand, is defined as an individual’s belief that he or she deserves preferential rewards
and treatment relative to others, often without consideration of abilities or perfor-
mance levels (Harvey & Martinko, 2009). Entitlement captures aspects of narcis-
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sism related to interpersonal deservedness and the objectification of others (Camp-
bell, Bonacci, Shelton, Exline, & Bushman, 2004). It is the simultaneous presence
and presentation of an individual’s internally focused self-views and their externally
focused entitlement, rather than ecither trait individually, that epitomises narcissism
(Brown et al., 2009).

Prior research has already established that disclosures related to certain personality
traits will influence perceptions of a virtual team member (Cogliser, Gardner,
Gavin, & Broberg, 2012). This paper extends the research by exploring how the dis-
closure of two separate aspects of narcissism, an employee’s inflated self-view and
entitlement, may differentially affect coworker perceptions of an employee’s warmth
and competence. The paper then considers the mediating role of warmth and com-
petence perceptions in determining whether these traits will have a positive or nega-
tive affect on coworker behaviours toward a virtual teammate.

Coworker Perceptions

Heider (1958) posited that individuals are naive psychologists trying to make sense
of the world around them. A large part of this process is developing an understand-
ing of why others act the way they do and how they will act in the future. As a
result, co-workers will judge an employee in ways that they feel best predict the em-
ployee’s future actions. The anticipated future actions of the employee will then af-
fect how a coworker behaves toward the employee.

Previous research has demonstrated that most trait judgments fall along two dimen-
sions of human cognition (Cislak & Wojciszke, 2008). The first dimension is com-
prised of perceptions related to an individual’s warmth such as their morality, trust-
worthiness, sincerity, kindness, and friendliness (Cuddy, Fiske, & Glick, 2008).
These social judgments of an individual are related to the perceived intentions be-
hind the individual’s behaviour (Fiske, Cuddy, Glick, & Xu, 2002). If an employee’s
intentions are seen as being aligned with others in the group, then they will be
judged as warm, but if their intentions are not seen as helping others, then the em-
ployee will be seen as cold (Cuddy et al., 2008).

The second dimension is related to the employee’s competence and includes such
perceptions as their skill, creativity, confidence, and intelligence (Cuddy et al.,
2008). While warmth judgments relate to a person’s intentions, judgments of the
employee’s competence are based upon expectations of whether the employee is ca-
pable of enacting their intentions (Fiske et al., 2002). For example, an employee
may be paid to analyse their department’s workflow, or they may conduct the analy-
sis during their lunch break with an altruistic intention to improve their depart-
ments efficiency. Although the two scenarios represent different intentions, success-
ful development of an analysis spreadsheet would indicate competence in both cas-
es.



https://doi.org/10.5771/0935-9915-2017-4-441
https://www.inlibra.com/de/agb
https://creativecommons.org/licenses/by/4.0/

444 Jeffrey Paul Wehrung

When group members observe an employee’s actions, judgments along these two
dimensions of warmth and competence account for a large proportion of the vari-
ance in how the employee will be evaluated (Wojciszke, Bazinska, & Jaworski,
1998). Prior work has suggested that the way a person is judged influences the ob-
server’s subsequent actions toward the person (Cuddy et al., 2008). For example, if
an employee is seen as both competent and warm, then their coworkers will re-
spond with admiration and a desire to cooperate with the employee (Cuddy, Fiske,
& Glick, 2007). On the other hand, if the employee is seen as competent but low
on warmth then coworkers may respond with behaviours that actively harm the
employee (Cuddy et al., 2008). In this way, judgments of an employee’s warmth
and competence have a subsequent impact on the employee’s ability to do his or her

job.

When considering virtual teams, the information presented through self-disclosures
can initiate a variety of salient coworker perceptions. If an employee holds an inflat-
ed view of their own abilities, they may present content including a greater amount
of self-promotion and grandiosity (DeWall, Buffardi, Bonser, & Campbell, 2011;
Mehdizadeh, 2010). The presentation of these inflated self-views may influence how
co-workers perceive and behave toward the employee. Similarly, individual’s may
share information that presents them as aggressive or self-absorbed, traits common-
ly associated with high entitlement (Campbell et al., 2004). Disclosure of entitle-
ment may also influence coworker perceptions of the employee. Although narcissis-
tic employees exhibit both inflated self-views and entitlement, it is unknown
whether these two types of disclosure will have the same effect on coworker percep-
tions and behaviours.

Warmth

Individuals with inflated self-views tend to be happier, more optimistic, and have a
greater capacity to care for others when compared with more realistic peers (Robins
& Beer, 2001). These are traits easily presented within the virtual context. Individu-
als with inflated self-views are also more socially adjusted and lower in social anxi-
ety, which may lead to more positive relationships with others (Kurt & Paulhus,
2008). As observers recognise indicators of positive relationships, they may view the
employee as being more emotionally warm.

Furthermore, individuals with inflated self-views may present inflated views of oth-
ers. Implicit egotism refers to the tendency for people to think more highly of peo-
ple, places, or things that are somehow connected to themselves, and coworkers
may be biased to judge the employee favourably simply because the employee de-
scribes others in a positive manner (Mae, Carlston, & Skowronski, 1999). As a re-
sult, self-disclosure related to an employee’s inflated self-views may be associated
with increased judgments of the employee’s warmth.
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HI:  There will be a positive relationship between self-disclosure related to an employ-
ee’s inflated self-views and coworker judgments of the employees warmh.

Although inflated self-views are expected to have a positive association with warmth
perceptions, the opposite effect may be expected regarding disclosure of entitle-
ment. Entitled employees often create interpersonal hostility and conflict within re-
lationships (Moeller, Crocker, & Bushman, 2009). These employees are also less
loyal, more likely to insult or spread rumours about their coworkers, and more like-
ly to become aggressive (Campbell et al., 2004; Harvey & Harris, 2010). These ten-
dencies may explain why entitled individuals are often less secure in their relation-
ships (Tolmacz & Mikulincer, 2011), and why their relationships are typically
shorter and of lower quality (Allen et al., 2009). When the divisive nature of em-
ployees is projected to a virtual team, it may cause others to view them as less emo-
tionally warm.

Additionally, entitled individuals often have elevated, and potentially unrealistic, ex-
pectations regarding what they will receive from the work environment. As these ex-
pectations are unmet, the employee may reevaluate their environment leading to
negative dispositions and lower levels of job satisfaction (Naumann, Minsky, &
Sturman, 2002). Individuals with low job satisfaction are more likely to gripe about
facets of their life rather than focusing on things that are positive (Judge & Hulin,
1993). I suggest that coworkers may further interpret the presentation of an entitled
employee’s negative dispositions and low job satisfaction as an indicator of low
warmth.

H2:  There will be a negative relationship between self-disclosure related to an employ-
ee’s level of entitlement and coworker judgments of the employee’s warmth.

Competence

It is also possible that disclosure of an employee’s inflated self-views and entitlement
may influence perceptions of the employee’s competence. If an employee believes
that they are competent, they may directly communicate this belief to others (Jones
& Shrauger, 1970). In face-to-face interactions, inflated self-views are often project-
ed through cues such as speaking louder and gesturing, which coworkers may inter-
pret as signs of the employee’s competence (Anderson & Kilduff, 2009). In virtual
team interactions, observers often utilise information related to an individual’s dis-
closure style to determine how positively to relate to that individual (Kahai, Huang,
& Jestice, 2012). An employee may also choose to disclose positive information
about their past achievements or directly boast about their abilities (Mehdizadeh,
2010; Miller, Cooke, Tsang, & Morgan, 1992). If coworkers take cues from the
employee’s behaviours and self-presentation, the employee’s own inflated self-views
may cause coworkers to develop similarly favourable impressions of the employee’s
competence (Taylor & Brown, 1994).
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H3:  There will be a positive relationship between self-disclosure related to employee’s
inflated self-views and coworker judgments of the employees competence.

Although observers may accept an employee’s self-presentation and other observable
cues at face value, these cues are often filtered based upon other information. For
example, De Bruin and Van Lange (2000) examined how information regarding an
individual’s morality affected competence judgments. They found that competent
targets only elicited more favourable impressions than incompetent targets when
positive information was also presented about the target’s morality. When an indi-
vidual’s morality is in question, observers are less likely to seek or care about infor-
mation that confirms the individual’s competence (De Bruin & Van Lange, 2000).
Previous research has linked entitlement with selfishness, aggression, and a willing-
ness to take candy from children (Campbell et al., 2004). Entitled individuals are
also more willing to participate in morally questionable behaviour such as deliber-
ately cheating on a test (Brown et al., 2009). As observers recognise these be-
haviours, they may be less open to information that reflects positively on the em-
ployee’s competence. As a result, disclosures related to high entitlement will be neg-
atively associated with coworker judgments of the employee’s competence.

H4:  There will be a negative relationship between self-disclosure related to an employ-
ee’s level of entitlement and coworker judgments of the employee’s competence.

Coworker Behaviours

An individual’s ability to perform well at work is dependent upon not only their
own knowledge and skills but also their ability to garner support from others within
their group and organisation. Yet the relationship between an employee’s individual
characteristics and the support that they receive on the job has received relatively
litcle attention (LePine & Van Dyne, 2001). One potential exception is the research
on coworker support, which has demonstrated that individuals are more likely to
participate in citizenship behaviours if they are receiving support from others with-
in their group (Chiaburu & Harrison, 2008). However, even this stream of research
has not clearly demonstrated whether the behaviour is directed toward the same in-
dividual who initially gave support, or if the behaviour is generally reciprocated
within the group. In this section, I consider whether displays of an employee’s in-
fated self-views and entitlement will affect the amount of a discretionary behaviour
they receive from others.

Judgments of an individual’s competence and warmth account for a large propor-
tion of the variance in how people evaluate behaviour and play an important role in
determining how co-workers will react to an employee (Kelley & Michela, 1980). A
coworker’s willingness to help an employee, for example, may be based upon expec-
tations of future reciprocity (Murnighan, Kim, & Metzger, 1993; Organ, Podsakoff,
& MacKenzie, 2006). If an employee’s self-views lead to higher perceptions of
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warmth, coworkers may be more willing to share discretionary benefits with the
employee.

Because certain behaviours are not purely altruistic, coworkers may believe that an
employee whom they see as low in warmth is actually seeking personal gain. Rather
than helping the employee, coworkers may withhold help or even harm a cold em-
ployee (Fiske, Harris, & Cuddy, 2004). As a result, judgments of an employec’s
warmth may mediate the relationship between the employee’s disclosure of inflated
self-views or entitlement, and a coworker’s willingness to help the employee.

H5a:  Perceptions of an employees warmth will mediate the relationship between the
employee’s displayed self-views and a coworker’s willingness to help the employee.

H5b:  Perceptions of an employees warmth will mediate the relationship between the
employee’s displayed entitlement and a coworker’s willingness to help the employ-
ee.

Not only must an employee be willing to reciprocate, but they must also have the
capabilities and skills needed to return the favour (Murnighan et al., 1993; Organ
et al., 2006). As such, a coworker’s final decision to help an employee is often based
upon perceptions of the resources they believe the employee will bring to the rela-
tionship (Casciaro & Lobo, 2008). Coworkers are thus more likely to help an em-
ployee if they view the employee as being competent and capable of reciprocating in
the future (Choi, 2009). In this way, perceptions of the employee’s competence will
mediate the relationship between displays of an employee’s inflated self-views and
entitlement and a coworker’s behaviour toward the employee.

Ho6a: Perceptions of an employee’s competence will mediate the relationship between the
employee’s displayed self-views and a coworker’s willingness ro help the employee.

HGb:  Perceptions of an employee’s competence will mediate the relationship between the
employee’s displayed entitlement and a coworker’s willingness to help the employ-
ee.

Lab Experiment of Individuals Responding to Artificial Team
Members

The following study was designed to test whether coworkers would behave differ-
ently toward a member of a virtual team based upon what the team member dis-
closed. This investigation is a within-subjects experiment wherein participants re-
ceived information regarding the expressed beliefs of four artificially created (fake)
team members. Each team member had a different profile designed to be either
high or low in terms of expressed self-views and high or low in the demonstrated
level of entitlement. After reviewing each profile, the manipulation is reinforced as
participants received further information in the form of the team members com-
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ments on a business-plan editing task. The participant then made evaluations of
each team member and determined the allocation of discretionary benefits across
members of the team.

Participants

Participants for this experiment included 112 (48 male, 61 female, and three unre-
ported) undergraduate students, with an average age of 21.1 years, at a large public
university. In exchange for participation, each participant received extra credit in a
business foundations class.

Procedure

As participants arrived at the lab, they received a description of the experiment and
an explanation of the procedure that would be followed. Participants were told that
they would work in teams of 4 or 5 students each, but that they would not interact
directly with other members of the team. All printed material implied that the ex-
periment was investigating the use of social networking to facilitate working in vir-
tual teams. Participants were publicly asked to indicate whether they had existing
relationships with any of the other participants so that the investigator could ensure
that they did not end up in the same team. In most time slots at least one pair of
participants were acquainted, allowing the investigator to publicly acknowledge that
these individuals would be placed into separate teams, and further establish the illu-
sion that real team interactions would take place. The rest of the participants were
then escorted to one of five separate rooms designated for use in this experiment,
suggesting that team members would not be co-located in the same room.

At the beginning of the experiment, participants were told that they would eventu-
ally participate in some ambiguously defined group task and in preparation for this
later task each member of the team would get to know their teammates through the
creation and distribution of a social networking profile (Appendix 1). For partici-
pants to believe that they were actually part of a real team, each participant created
a profile page matching what they would later receive from their supposed team-
mates. Each participant opened a template containing four questions and was told
that the answers they provided to these questions would be shared with the rest of
their team. After answering all four questions, the participant was instructed to
print the document. The process of having each participant create a profile page,
and later receiving this page along with profiles for the four fake team members,
created an illusion that all profiles were created by real participants.

After creation of their profile, and in supposed preparation for the team task, partic-
ipants were then asked to read a sample business plan document. They were in-
structed to underline and circle errors, as well as write comments in the margins. In
addition to marking the document, participants commented on two questions re-
garding the business plan: “What do you think of this idea?” and “Who should ulti-
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mately pay for this service?” These comments were again entered into a document
template and printed for distribution to the team. The printed comments served to
reinforce the initial manipulation.

Following these preparatory tasks, participants were asked to wait while other team
members finished, and to give the investigator time to assemble team packets. After
approximately 10 minutes of “collation time”, the investigator gave each participant
a copy of the profile page for all members of the participant’s team, including their
own. Participants also received each team member’s printed comments regarding
the business plan. Participants were told to “get to know” their team by reviewing
the profiles for each team member. Participants were also told that they would be
asked questions about their team members at the conclusion of the experiment and
that it was very important for them to pay close attention to all of the material in
the team folder. They continued to have access to this information throughout the
remainder of the experiment. Each profile, including the participant’s, was printed
on a coloured sheet of paper (Red, Blue, Green, Purple, or Yellow). Each team
member’s comments regarding the sample business plan were printed on matching
paper.

After reading information about all members of the team, each participant complet-
ed a brief survey regarding their initial impressions of each team member. This sur-
vey captured assessments of each individual’s warmth and competence by asking
participants to rate other members of their team regarding a series of trait adjec-
tives. In order to measure the participants willingness to help members of their
team, participants were given an opportunity to reward each of the team members
by allocating 23 tickets for a supposed drawing between the four fake members of
the team. By giving participants a prime number of tickets, they were unable to
equally allocate the reward between two, three, or four fake team members.

Manipulation

Each of the team members was designed to be as either high or low on their pro-
jected self-views and high or low on their displayed level of entitlement. Each of the
four possible combinations of factors (H/H, H/L, L/H, L/L) corresponded to a dif-
ferent team member in the analysis. This manipulation was done primarily through
the profile pages provided to the participant but reiterated within the printed com-
ments regarding the sample business plan. Each profile contained the answers to
four questions, with two answers serving as a manipulation of a specific member’s
self-views and two answers serving as a manipulation of the member’s level of enti-
tlement. Manipulations were created and tested through multiple pilot studies con-
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ducted via MTurk!, with pilot participants indicating the extent to which various
statements indicated inflated self-views (“boasting”, “cocky”, “overconfident”) or
entitlement (“self-centred”, “entitled”, “needy”). Manipulations were iteratively
modified in order to improve realism and avoid crossover between constructs. Final
manipulations are available in Appendix 2.

As multiple members had responses manipulating the same construct, there were
eight possible answers to each of the four profile questions, two answers for each of
the manipulated conditions. The specific statements for each manipulation were
then randomly distributed between conditions such that, for example, a specific
statement indicating high entitlement was equally likely to appear for a high self-
view or a low self-view member of the team.

Dependent Variables

Warmth and competence. After reading all of the profiles, participants evaluated
the warmth and competence of each team member. On a scale of 1 —“Strongly Dis-
agree” to 7 —“Strongly Agree” the participant was asked to evaluate the extent to
which twenty-four trait adjectives describe each of the team members (Abele,
Uchronski, Suitner, & Wojciszke, 2008). Perceived warmth was measured with the
terms “caring”, “helpful”, “sensitive”, “sympathetic”, “trustworthy”, “loyal”, “polite”,
and “understanding” along with reverse scores on the items “conceited”, “domi-
nant”, “egotistic”’, and “hardhearted”. Perceived competence was then measured
with traits terms “able”, “assertive”, “independent”, “intelligent”, “rational”, “ac-
tive”, “creative” and “self-reliant” along with reverse scores on the items “insecure”,
“lazy”, “shy”, and “vulnerable”. The Cronbach’s alpha reliability estimates of the 12-
item measure of perceived warmth and the 12-item measure of perceived compe-
tence were .95 and .92 respectively.

Helping. The participant was given an opportunity to help other group members
earn a potential reward by allocating them a certain number of tickets in a drawing.
The number of tickets allocated to each team member was used as a measure of the
participant’s willingness to help that specific member of the team.

Analysis

Hypotheses 1 and 3 predicted that indications of an individual’s inflated self-views
would have a positive effect on perceptions of a team member’s warmth and compe-
tence. Contrary to Hypothesis 1, a 2X2 (self-views, entitlement) within subjects
ANOVA revealed that inflated self-views had a significant negative effect on warmth

1 MTurk refers to Amazon's Mechanical Turk network (https://www.mturk.com). The MTurk
system has been routinely used to administer surveys for simple behavioural research
(Buhrmester, Kwang, & Gosling, 2011; Paolacci, Chandler, & Ipeirotis, 2010) with partici-
pants in the MTurk subject pool being at least as representative as traditional subject pools in
representing typical internet users (Buhrmester et al., 2011).



https://doi.org/10.5771/0935-9915-2017-4-441
https://www.inlibra.com/de/agb
https://creativecommons.org/licenses/by/4.0/

Displaying Narcissism in a Virtual Team 451

perceptions (F(1,111) = 61.67, p < .001). As predicted in Hypothesis 3, team mem-
bers who were presented as having inflated self-views were seen as being more com-
petent (F(1,111) = 211.46, p < .001). In other words, while displaying inflated self-
views led to increased perceptions of competence, these displays simultaneously led
to decreased perceptions of the employee’s warmth.

Hypotheses 2 and 4 predicted that displays of entitlement would have a negative
effect on perceptions of both warmth and competence. As predicted in Hypotheses
2 team members presented as being high on entitlement were seen as less warm
(F(1,111) = 223.52, p < .01). As predicted in Hypothesis 4, those presented as high
on entitlement were also viewed as being less competent (F(1,111) = 44.49,
p <.01).

Hypotheses 5a and 5b predicted that inflated self-views would indirectly influence
participant behaviours through perceptions of team member warmth and compe-
tence. Inflated self-views had no direct effect on discretionary behaviour
(F(1,109) = .00, p = 1.00), but when examining indirect effects, following the
PROCESS procedure as outlined by Hayes (2012), the bootstrapped confidence in-
tervals revealed a 95% bias-corrected interval that was both entirely below zero for
warmth (-.67 to -.27) and entirely above zero for competence (.05 to .78) percep-
tions. In other words, while inflated self-views had no direct effect on participant
behaviours, the demonstrated self-views had a negative indirect effect through
warmth perceptions and a positive indirect effect through competence perceptions.
These two indirect effects then wash each other out when looking at the overall
effect of inflated self-views on the participant’s behaviour (Table 1).

Hypothesis 6a and 6b predicted that displays of entitlement would also indirectly
influence participant behaviours through perceptions of an individual’s warmth and
competence. There was a significant negative direct effect of demonstrated entitle-
ment (F(1,109) = 76.72, p < .001) on participant discretionary behaviour. In other
words, the participant was significantly less willing to help a team member who was
presented as being entitled. In testing the mediation, bootstrapped confidence inter-
vals revealed a 95% bias-corrected interval that is entirely below zero for both
warmth (-1.69 to -.80) and competence (-.40 to -.03) perceptions. This suggests
that the negative effect of displayed entitlement on participant behaviour is mediat-
ed by perceptions of both warmth and competence.

Summary and Discussion

This experiment examined the separate effects that accrue when an employee dis-
plays their inflated self-views and entitlement. Participants were less willing to help
a team member when that individual was projected as having a high level of entitle-
ment. This detrimental effect of entitlement was mediated by perceptions of
warmth and competence. This suggests that although authenticity and self-disclo-
sure are typically viewed as socially beneficial, all employees, but narcissistic em-
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ployees, in particular, should be judicious when choosing to disclose content that
might indicate a higher level of entitlement.

Although indications of an individual’s inflated self-views did not directly influence
participant behaviour, inflated self-views had a positive indirect effect through com-
petence perceptions. This suggests that employees benefit from exhibiting confi-
dence, even overconfidence, as it may lead team members to perceive them as more
competent. From an observer perspective, this research suggests caution when mak-
ing competence judgments, as promoted self-views may not be directly relevant to
the task or team goals but can still influence observer perceptions and behaviours.
To avoid this bias, observers are encouraged to think about whether their judgments
are based on true indicators of task competence or a generalised expression of inflat-
ed self-views.

Surprisingly, inflated self-views had a negative, rather than positive, effect on
warmth perceptions. This may suggest that virtual interactions function differently
than face-to-face interactions with regard to forming warmth perceptions. One pos-
sibility is that perceivers expect high self-monitoring in virtual communications,
and scrutinise the intentions behind all such disclosures. This may require social
perceptions to develop over a longer period of time, whereas competence related
perceptions might be acquired quickly in zero-acquaintance relationships. This
aligns with related research suggesting that swift judgments of trust in virtual teams
is more heavily based on the observer’s own trust propensities, while judgments of
the individual’s actual trustworthiness take time to develop (Robert et al., 2009). It
is also possible that in the absence of real social interactions, expressions of inflated
self-views may have come across simply as boastful, arrogant, or even hostile (Paul-
hus, 1998). Consistent with the lab results, while boasting and hostility lead to in-
creased perceptions of an individual’s competence, individuals seen as boasting may
be liked less than those who more subtlety express their self-views (Kervyn, Judd, &
Yzerbyt, 2009; Miller et al., 1992).

It is important to note that this research is focused on the development of percep-
tions in newly formed relationships, and does not seek to describe how employees
will interact within long-standing virtual teams. The research also focuses on dis-
tributed teams where team members have not had the benefit of getting acquainted
through face-to-face interactions. Further research might examine the effects of en-
titlement and inflated self-views in longer-standing teams or virtual teams that form
after initial relationships have been established. The applicability of this research is
also potentially limited by the age of workers being considered. Although younger
employees are likely to have social media content examined prior to joining a virtu-
al team, older workers may choose not to disclose as much information or may
choose to censor what information is made publically available. Older workers may
also be less likely to consider a coworkers online profile prior to beginning a
project.
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Opverall, this investigation contributes to the literature on virtual teams by examin-
ing how choices in virtual self-disclosure may affect coworker perceptions of and be-
haviours toward a specific team member. Although prior work has examined how
team member personalities can affect behaviours within a virtual team, this research
explicitly examines narcissism and how online disclosures related to narcissistic
traits affect initial team member perceptions. Furthermore, by distinguishing be-
tween displays of an individual’s inflated self-views and their level of entitlement,
this research highlights the needs for a more nuanced examination of how the mil-
lennial generation discloses information related to their narcissistic tendencies. The
results suggest that it is important for employees to be deliberate in what informa-
tion they choose to disclose or withhold when working in a virtual environment.
More specifically, this research suggests that narcissistic employees benefit from dis-
closing their inflated self-views as long as this information relates to competence re-
lated areas while being judicious in sharing information that may indicate a high
level of entitlement.

Figure 1: Model with Correlations
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Table 1: Specific Indirect Effects Using Bootstrapping

Bootstrappin 95% Confidence
pping Interval

Indirect Effects Effect SE Lower Upper
Inflated Self-View -> Perceived Warmth -> Help Received -.45 n -.67 =27
Inflated Self-View -> Perceived Competence -> Help Re- 43 19 .05 78
ceived
Entitlement -> Perceived Warmth -> Help Received -1.23 22 -1.68 -.81
Entitlement -> Perceived Competence -> Help Received -.20 .09 -40 -04
Note. N = 436
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Appendix 1: Participant Instructions

General Instructions

It is common practice for employees to work on projects with people they have ei-
ther never met or with whom they have had only brief interactions. In many cases
employees are located in distant parts of the country or world and may never have a
face-to-face conversation. This lack of physical contact has a number of detrimental
consequences for both decision-making and implementation tasks.

In this study, each team member has an opportunity to communicate information
about themselves to their teammates prior to beginning a team task. This commu-
nication will occur through the creation of a social networking profile. We will then
investigate the effect of the profile on the team’s ability to perform different types of
tasks.

Detailed Instruction (C-2)
This study will take approximately one hour to complete and will go as follows.

1. You will be given 10 minutes to create a Facebook style profile by answering
questions about your interests and experience.

2. You will be given 15 minutes completing a practice exercise related to a later
group assignment. This exercise entails reviewing an article about a current
event on campus and highlighting portions of the document to be edited.

3. You will spend 5 minutes “getting acquainted” with your team by reviewing
each team member’s profile sheet.

4. You will spend approximately 10 minutes completing an online survey while
the rest of your team members complete their earlier tasks.

5. You will have 15 minutes to read each team member’s analysis of the practice
exercises

6. You will be given one or more tasks to complete as a team.
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Appendix 2: Sample Manipulation

Question 1: Your best friend entered you into a local curling competition. In
1-2 sentences please describe your expectations. (Note: Curling is an
Olympic sport where you slide round stones across the ice while your
teammates decrease the friction of the ice through sweeping in front of
the stone.)

Inflated Self-View High

Answer: It doesn't seem to be a very difficult game, so I should be able to do really
well. I'm a fast learner, especially when it comes to sports.

Answer: I have played a lot more demanding sports than this, and I am sure I can
pick up the strategy quickly. I'm not saying that I will single-handedly carry the
team, but am positive I will be able to hold my own even against experienced play-
ers.

Inflated Self-View Low

Answer: I haven't really spent much time on the ice. Cutling is an Olympic sport,
which is more than a lictle intimidating. That said, I would still give it a try.

Answer: I have never even heard of cutling before, so I doubt I would be worth
much for the team. 'm not really a sports person.

Entitlement High

Answer: I just hope that the rest of my team is decent so that I don't look foolish
out there. I deserve to be on a good team.

Answer: My friend is the one who entered us in the competition, so I would expect
him to make sure that it wasn’t a miserable experience for me.

Entitlement Low
Answer: All that really matters is that everyone on the team has a fun time.

Answer: The most important thing is that I am helping a friend. It doesnt matter
whether or not I am any good at curling, sometimes you have to suck it up and do
something you may not like in order to help your friends.
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Question 2: What would you do if you won $1 Million dollars in the lottery?
Inflated Self-View High

Answer: I would invest the $1Million into the stock market. It takes money to
make money. If T had that much to start with I could do a lot of day-trading and be
set for life.

Answer: I have this creative flare that most people don’t understand. With $1M 1

could start my own business making and distributing custom shirts for concerts like
SXSW.

Inflated Self-View Low

Answer: I dont know much about investing, so I would just put the money into
something conservative. I don’t want to screw up and lose it.

Answer: I'm admittedly not very good with money, I would probably blow some of
it before one of my parents would force me to get a financial advisor.

Entitlement High

Answer: I would buy some toys for myself like a boat, a new pair of hiking boots, a
new watch. I would obviously buy a big house (by the water) and hire a maid. After
living in a dorm room for three years I deserve a nice place to live.

Answer: I would finally get all the things I deserve from life.

Entitlement Low

Answer: My older brother is about to lose his business. If I brought in some money
I think he could turn it around. This would mean a lot to my family and especially
my parents.

Answer: There is this micro-financing thing in Africa where women receive loans in
order to start their own businesses. I would want to share in whatever way I could.
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