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Abstract

The occurrence of workplace discrimination and workplace incivility is closely related to inter-
group relations. When there are large and small groups in an organisation, internal and external
group preferences and consensual discrimination can lead to workplace discrimination; at the same
time, intergroup relations make groups fragmented and low-power groups prone to feelings of
unfairness and resource crises, increasing the probability of workplace incivility. The generalisa-
tion of the negative impact of workplace discrimination leads to the stigmatisation of the discri-
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minated group, which in turn leads to a spiral of discriminatory behaviour in the workplace, in-
creasing the scope and impact of the harm and leading to a series of uncivilised behaviours in the
workplace, such as workplace exclusion. In addition to stigmatisation, the discriminated group is
affected by negative emotions and is more likely to behave in an uncivilised manner according to
the emotional events theory.
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1. BRIAAR SR T A IR

ANSCAT NAE TAE BT & — B I 5, PR AR AN SCBHAT A (workplace incivility) o % T-HR3% A 3C
HIAT AR RIS, KRZMHEHIE 1999 4 Andersson fll Pearson $&H [1):  “—Fh (AR Z R4 LA
RASEIATHR, EH TR R E RN 53 S B CREREAT A, RV E .
BAALS . SR AR, 7 (AT R EA G H 2 B . d %, SR TR, 3R
THRBON R i e 0 B BB R A ST N S AL 247 . AT A BIJIAT N BEE AT NS
MR R X WIERIA A S AT A

BRI T B AN SC AT A0 s T30 I — B, 6 22 RN A ik R R 20 B AR T 5 [2] . B e e Xt T4
21, ASCHAT N EIR AL, ESfEVaE EAREE FAS R FE g, A R R B A AT B T
FIRGTIAEES S H R WE, G s E KR A 1], 11 B R A SCHAT 2 i 2127
ANRATH, fEmBSIR BRI A TAE T A4], EEFHLERGE . RN TNN, &1
VE BT AN SCHA AT Be 2 0k AR AN B Ol e Bl — 2R 91 () A i szl [ 2], 451 G B A A ) S AR IR [ 5], FRAIG
TAEW R EE[6], 0| 5 TALE (7], 12U A SCHAT R 1l g Sod K SL IR A SCRRAT (8], E—3
- RASCIRAT 9 ) 57 1T )

BRI A SCRAT NI St 2 1) 2 B R I o AMARIRHEFIZ Pl e — DN BB E,  FEEeqs N1
By FEFEAER) 32 X AR AN FAR[9] AR IS AIRAS[10] LA S e P A SR AN SCEHAT A n] e 2 3R
ANSCHIAT 9 3G T T IR e ALl A K AT e B CREH B 53 [ 11 88 8 5 3 A AN I N SRRl DAL = )
AL, BI9bAISEN oAt SRR RS 5 CRIRE IS 12], Blanett, DEGE, B BURAME BB
BT A REIE A AT N BRILLASN, SRR AR B . Yao 55 NIAAIE R 2 (0B A H) 28
AT AR R B TR R, HRA & AR AN FVRMIE o ZEASSCIIAT A s A7 IE k) 2 362
IO, BE AL S EORE ORI AEZ HEH IO, SEME AT fe 2o R I A ST IR EIAR 4
Se[13]

2. PR AR IR
HR 37 5 (W orkplace Discrimination) == ELAMF 75 B AR Wi 7EHRIZ R . 36 Rl R 37 50 400 1) i 5 % i DA %

BRI BSALIE R AS RS2 o BRIZERE SO~ B AR AT SO 7 0 RIS R iR 8] 52 2115
Mo HAPATRERRAA : PR EEe . FR. SRBURIPER . %, BUAREI. SRS MRS IR
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o B TARERIBHRSL, A HAh L AR 5 BON B 248, Bk B 2RER A 24T
AN(55~64 ). MERAI AR B REMEZS . SRR, B4 5 Fl L Ath(Lesbian, Gay, Bisexual, Transgender,
Queer, and other, LGBTQ+). # WAL VE R B[ 14]. MOREAL[15]. il BAL[ 161555 . £AF
FRHEIX, I HH SR 32 BT AN TE], SR O AR MR SRR A v Ll AN DL, L A ) SRR A
W4 B AE THE 5 ] P 30 T BRI B K B SO Ty ) o AR EE A B v B AN A S B S5 — R B X Ab
RIVBZ KT Lot ith, Hoh SR RESE. BRI 71 R R B+t 77, AR R
JE 1 S W #LL Vi (Prescriptive Beauty Norm, PBN)BE 7 PRGN SHL . 18556 M B AL B 78 BHLAS 10 22 (st 20
[17], FrbiX A Z e, 92 A TR B .

PR SRR 01 72 5= T 0 DR 2R 7= A I ZE 0l S FE BT N . R 2 H0 34 e SO e MEREAR 1Y)
AN IEBEA NP RE, X B0 X RO 7 ISR TAMAR T Re sk ae 0 22 e, T2 U6 T [ A M ) 22
(18] IX Tt DA 1) 22 S S BE AT 7 AR RS IN G A V2 AFAE IR o k2068 T o e 1) A 0 200 A B SR 4 25 £
B R E L T B AR ol 52 2R B, BUWR IR 2o B AT R S R A R B B 1 LA,
I H AP /DA BIRSS[19]. AREFARE 1RSI X T 2ot i/ N [20], X EC T Lok S EEER
Yy FHAS R e TR, A AR (R T 3 A EE T ) O AR AR 2 OB B L ) B
FEG ()00 I AR DA S 9l R R AR R DT VR (21 o

RSB 5 — A TARARIE Th R W . & R AR 57 8) ) K RIS A R B, AW
P& HAE I B ANAR T BEAE B2 AT IR AR a5 = A 1] B B s FE A [22] . BEE N DM IREEAR L, 578 1%
WAL DL S AE R BT B R B . TRRE N A B B O BRI IR 5, AT A () A 8 B AL In) T i 2 AN T 38
I, 31X — RAE WAL ] R R P B ) W 245 31 1 BT SRR (23] RIS HoAh BOAN R () — R 2
REELIE L S I B, HEFERNCEF B, BIAHF T 25 N B, BREREHENRASEAT A
HAER )7 TUREXS AR WS (AR AL, ARt 7T BE 1 AR A BT AR PR S M [ 24]

AR DR B RPN, WeTCLUR AR AIEE R . B H iR A SR I S AN 42 32 1
I H 28 SE R, A SABEAR I TR 2155 BOV M T BRI X &, X s %
AlEE R R BRUE N HEE H B3 S F A G AR IR T, 5 e ARAT T ST AT B
Ry ANEE, [aEE, ASCHIARFFTIR25] BTN NRIE O 20844 8 03 B 4338 B AN A~ R7 8 W] R Xt
AN TR AR SR [15] A REFFIRER 1 B OB, B 7845 R — FER WL 5 #ARAEIR
ZIAAFAERIR[26], (HIXMER R 245 BAE AT BRI AR, Jones 58 NFETC/ AR =3, i BiE
JS ) 7 T 52 00 0 S S A2 AR ALLR [26]

FE AT SRR BRI B IR A 2, B A IR 2 AR TE B N PR, S BkD Eoc
BRI T VRIS — MR BURBIEE, 75 0 R SR Y A R IR . g
PRLER T A B SO AR BE R sE MR, R B AR AEAEAETE T, (HIREE A, Pl B2 75 2 DA AR S AL
P AR IESR R, BT ES B Mg Kt @, W2 FE B S B A LR, b
LS e T R G S A RINT,  3E— DR DT IR AR 8 S ) O BN LR A T P77 0%, AR08 A AN B 1%
JABR T ZFEEM, T HERFARS B AR F R EIER E. P E, BT EEMBORMZAR,
TR ATFBARIEA R, AH R M B T NG, 1R — ST SR KR 7 1 7 A

3. BUATRERTT A SRS AL # A

HR37 AN SCHIAT R 7y ML AT I T B+t 2547 A (Antisocial Behavior), RV 16 35 41 2 sl 4124 il A A 2 19
7R WIAASTAT N BA AR 1) HEHTE; 2) B 3) H R ERIBI1]. BU7 BRI A
AT VO AN R AR AT i, (R BRI 5 BRI AN SCHIAT 9 i K I XA T BT Ju A7 £ B B AR A
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Rl 73, BRSO s B D O B AN T (A — BTV Bt DX x4, T 37 AN ST AT D ) R 2B O
ACAPNAMEEA TR RT3 . BRUbLAAh, BB T 7iEE, U2 A SCIAT AR ICERE R Z)
Ao

3.1. BEAXBRITASREZBRMAEE R SIEILHT

HRIAASSCHAT AN BRI SAAE AR AL AT R AR &, B 1 DL N DV B it 2238 & DLANE AR B AT A Ak
BRI 5y B C 4R 3], EIRpA T NI ZFE T, A -KEAKRNE SRR L[11]
B B A AT N B EOE DAL ) 0T, BREAAAT B A 2 SRR AR B L RE IR gs[12], il
e, DERE, RO BACHAEIAARE 5 T X —28 51 TAAE R B B 5, ABATTER & T-HR
W P RAURIBEARBE DR . 3ok 25 IO SO BRI B R R AR AR BR S T B ARAT S, R BT R
M S5m0 . T 2A T IR B SR AT RIR &R (BRI T Z#F 2 H R MR, A
HERIAFAEINE, R B A A K AR 2 (8], TR AN SCIIAT A S AN ) 7 2R E R A
WANRAE I ARZEAN ]

FEREPR R RGBT, — N B R IR BRI R 2 280, BIRE S AR i 03 SE Al 2 N B, T
ANFEHMEAAR[27] 0 SRTITHBAL A B 530 AR PR PAR A A AN o S B A% Bl 57 %68 A BREAR F) PPN TS 4 B
AT X A BEARHOAE T JE AP SRS BE, R AMEEAR ST G 35 AR AR 25 BE (28] o AR A A A4 1 01 5 22 R I
AR R I 2 PS4 S HO R M B (consensual discrimination), B &-FEAK 2 (A 7E BEAK ML 1 75 B
AR T AR, BRSO AR (R] G R A B IERRIERR[29]. a2 U0, ST Mo FHE AR 1] (1) A X Hh A7 #0 5
[FRE HIEB AR RHAI AR T H S T 5% . X0, m Sr AR AR AR (A A 2 2R I )
R A AR I R A [30] 0 XS TARIOAL BRI 5, X g Hu A B (1) A U7 e & — Pl AR T, B4l 7
A DA R AL AT AR B2 — o VA8 7R B T DURRE IR O TAEZRSBE . 2RI SRR IR
REAR 5T &7 AR I AT R (3 1], AR, KB 8B BBy, MEsiX S @t 2B R,
B AN r) T AR R 2, DASR o B AN EL[32]

TR 27 X HR 32 AN SC AT A B B R s ] B 7R RS A B A 3 0 4L 2 S #0318 (SET) /2 B A 1.
YESS AT R B 52 71 IRESE e —, R IRG A SCIH IR % B & BE0E 0 o e . Ak +L
SIS, AW S — RIS ES), X T A8 PR AR, HERT 5 —
MANBIATH) . Gervasi 32 2] TAEHFT A SCIHAT N2 B BRI AL 2 A8 B R (SET) ) 2 AFE I — Fh
WA, ERNE ARG N, m BRI BB R 72 Ok R I8 H 2 3 B 28 03 2 18] iy 7K 35 B A
XHF, B T IR LAY IE B ARG ATy, DR A AR A L B2 I ) S 2 AR AN SCBRAT A S5 T
1T M EIR[33]. SR ZH L IR AT 3 FI 40 538 S i M N S AR A LRI N AN, 228 it
S “HIN” BESHRRMEIR T, 0 TERAR EAAMEHL, R SERA IR — DN NG
PAF REAORI A MME R TR, SIE TR H IS, A 2o f il — D W RE BT, DRI 7
Wi, 3 AR 51 AR — S S AN AR AN SCIAT N

3.2. BRIZARCRRIT A SRIZE AT REF IR AT

BB S B A SCAT N S5 A APAE e B R« 15 B A Eo — PP IR 2R EN B, X
A BEAERZINTE, M 2RSS, EaW SRERKERIKCE EEN. BURAH
S TAENL AR R o 5 4B 2 F BB AR RO, B R, SE2HF, Spisad
) H A AR SAEA R T2 AME . BB 21 RS A AL B S SR R, 75 4 R e
BURI BAL R T (LIS 1) SUEERS, 540 RRE AT A3 BRI A SCWIAT NI P A2 571 . RATAT

DOI: 10.12677/ass.2022.117380 2770 FES R ERTH


https://doi.org/10.12677/ass.2022.117380

R SF

PLEHS A E TR IR SO B Sh T sz ez Ak, HOR A0 35 () sl 2 Ja Bl R, 43 BRI oL ) =2 5538 T 2 1R
% #E R (Workplace Ostracism) A1 H A HRIZ AN SCRHAT A AT BEPERR i .

e

H37 500 U7 A SCIAT

Figure 1. Stigmatised mediation model

B 1. sakhaRa

BRIt LLAE, M 1% B4 7 18 (Affective Events Theory, AET), nJ DL “ =S4t -t R - TR
X — B AL R TARIZ P b 2 I IR AR LI [34] o Rl i A E AR A AR &, BRI 52 35 35 v Red%
AR AN SCIIAT Tt (L 2)o RFE ISR S, IAEI PR A5V E A (Primary Appraisal)5 X
PP (Secondary Appraisal). #IVFEANFETAHCME . B RIWIZ FAF & BXTMAR B AR S EN =450 . &
MO FEMERF G TS MERHEAN— 2 RPN 2 — PR VE R R T, 384 i e
M. BEEIR EEN. TER AR BIE0GH TR S B S MEHEA -, 51K
WERRVEY, FEMPUER. ettt BB, FEE. TERBIBEE, HrAmES. mamEs
— HAATR G BT R E AT R AR, SMRRTUR SEEE W SIMERE SRS, UMEZR
I, AT 2 A I IR IR Bl 25 SR — SR VAT (35

/ ki \

HAS7 AL A A STIAT A

Figure 2. Mediation model based on affective event theory

B 2. ETHEREMELHNHNARE

4. BRERE

HEANKRZIRENSE &, BRI BT AR 2 R MBI . A 3 o T s o
7o, BN sk. MECESN, BRI A SCHIAT N BT T ELER S SOL I 7 B 22 B Ao [ P ox T R )
BRI T IFA L, BT ARSI G R NI, b5 oawtst. £ E, i1
FARMBERR 2, TR0 AT BRI AR, AR b B SO R RE R, B IF A 53
FAAEAEAETE T, (AR EAFEAL, AR 2 DR S AR BUVES RS, HIaaT s R g
it G R WA 2 R E AR B B S RIS R, AT A i G S AR AN TR, it PR IR
Dy e S O BEALEI AN BT, SR B A RIZ R IR T2 FE B, X TR BRI
R BUER R

AR TR BRI BRI A SCAT N S BEFR R R IR R . HAAAARH R 57 E DAL % 0o 1
R, A _ERAZIRBUI RIS AN, AN AU A TEER, 2 51 BUIA AT AT R IR G
BUR, HRAE A AN R A O A S BER . BRIR R EIR AR BEE, BB S I A ST N
RIAEME RGN T, B B AFAE R AR AT R A R . WU B A 32 T B AR 5 O PG 3235 444K
FEIX AN RE P BV AT S (R )\ EMT O, TS A K T B BN T B, AU B I
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WA N, R R LTt SRR, At R I HE R A A AN SCIAT N, BRI
MEBIA AT A A BUA TAEZ P AN SCIAT B S 7T 2 2 5 — WA B2 LA IR AT SR OT I,
XFEAAE 2 T TAEG PR A SCHAT AR AR 2 07 HA LA AR T ZR it # . AR 1 A e, R
Ty SO 3 B S0 T 17 25 ARG I 7 AN B A O AR B AN SO AT D SETt . A8 A ST AT 1R
NIRE TR RENME . AR, 3RS ENE R R T 0077 ST T SR 0, AT 51 A SRR B 78 il
B2 NPT T TT . T B SO 55 PG T SCAF AL — R I

e HE

A3 B pBOR A 2022 FERETEAE 2 - AR —— “ AU SCIAT i 72 T H 1) B B AT sCsOR 27 2021
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