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Abstract

The burnout is a common occurrence in psychology and a few applied business fields. Due to
continuous acknowledgement in the practice community, this topic’s academic acknowledgement has begun
to surface in accounting literature. Previous studies in accounting revealed that burnout amid internal
auditors are an important issue for auditors and employers. This paper examines the influence of ethical
tension and time pressure on job burnout and its influence on premature sign-offs among internal auditors.
To assess this, a total of 187 internal auditors who work in Jordanian public shareholding companies
answered a questionnaire. The findings were that ethical tension and time pressure are important
antecedents for job burnout, which increases internal auditors’ level of premature sign-offs. Furthermore,
the study found that the job burnout mediates the relationship between ethical tension, time pressure and
premature sign-off.
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Introduction

Studies in internal audit literature show that the audit quality can be negatively affected by
dysfunctional audit behaviours. The term ‘audit quality’ has been defined in literature from different
viewpoints. In general, although the audit quality concept is important, it has not been defined by
technical standards. Currently, researchers have still failed to arrive at a consensus to understand its
meaning. This is because audit quality is a complex concept and should not be confined to a single general
meaning (Francis, 2011, Kilgore et al., 2014, U¢ and Haxhiraj, 2015). However, due to the increasing
significance of functions of internal audit and the scarce archival evidence on the quality of internal audit
(Abbott et al., 2016), this study uses a substitute technique to capture dimensions of audit quality to ask
auditors about the undertaking of quality reducing acts, ie. dysfunctional audit behaviours as
recommended by Svanstrom (2016).

Studies in internal audit literature shows that premature sign-off is in the top of dysfunctional
audit behaviours among internal auditors (Ling and Akers, 2010). Different from underreporting (where
the job is being carried out), the effect of premature audit sign-offs on audit quality is direct and it also
violates the professional standards.

Burnout is a major cause of deviant behaviours by professionals, and is understood to have
dysfunctional effects on their performance, behaviour and psychological wellness. Burnout symptoms
have been reported anecdotally to occur in public accounting (Almer and Kaplan, 2002, Cannon and
Herda, 2016, Fogarty et al., 2000, Chong and Monroe, 2015, Kingori, 2016), internal auditing (Fogarty and
Kalbers, 2006, Fogarty and Kalbers, 2000, Kalbers and Fogarty, 2005, Kusel and Deyoub, 1983, Larson,
1997) and management accounting (Figler, 1980, Tipgoes and Trebby, 2011).

Job burnout includes a series of negative psychological encounters that reflects a “wear out” due to
being extensively exposed to the pressure of offering services to the others (Maslach, 1993). Job burnout is
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a crucial factor influencing auditors” behaviours (e.g. see Fogarty et al., 2000; Almer and Kaplan, 2002;
Sweeney and Summers, 2002; Fogarty and Kalbers, 2006; Chong & Monroe, 2015; Kingori, 2016).
Nevertheless, notwithstanding its important effects on employees’ behaviours, there are scarce researches
on the prospective effect of job burnout on internal auditors” dysfunctional behaviours in the accounting
academic literature.

Moreover, previous researches on dysfunctional behaviour have paid more attention to
disposition or personality (e.g., Ng & Feldman, 2008; O'Neill & Hastings, 2011), organizational factors
(e.g., Henle, 2005), and ethical ideology (e.g., Henle, Giacalone, & Jurkiewicz, 2005) as predictors or
antecedents of dysfunctional behaviour at work. Nevertheless, only a handful of researches have paid
attention to job burnout as an important factor that may affect dysfunctional behaviour in employees.
Whereas, the burnout studies investigating the role stress model in the context of auditing, have
progressed to a stage where burnout becomes the mediator of association between job stressors and job
outcome (Fogarty et al.,2000; Chong & Monroe, 2015).

The purpose of this study is to build upon the idea of burnout and attend to the uniqueness of
burnout from other criteria of work pressure like ethical tensions in the internal audit environment.
Furthermore, this study constructs a series of proposed hypotheses that puts burnout in a role stress
model proposed by Parker and DeCotiis (1983) that encompasses role stressors as antecedents,
dysfunctional behaviours (e.g. premature sign-offs) as the consequences, and burnout as the important
mediating variable. The suggested hypotheses are validated by the employment of data obtained from
Jordanian internal auditors. The results obtained found that burnout is pertinent for internal auditors and
has important adverse impacts that are not the same as the ones estimated from using only role stressors.

Development of Hypotheses
Ethical Tension

The need to understand the effects and causes of ethics in the workplace has become crucial in
recent times, more so than ever before, owing to the modern nature, size, and effects of businesses. In
literature dedicated to ethics, there are several concepts that could assist in understanding such causes
and effects. For instance, researchers have highlighted stress as a significant hazard within the workplace
that could adversely impact physical health, psychological well-being as well as performance on the job
(Kahn and Byosiere, 1992, Sauter and Murphy, 1995). A significant number of studies that focus on this
phenomenon are based on the perspective of stressor-strain that contends the presence of innumerable
factors that function as stressors, each of which can form a strain on the person and could bring about
adverse outcomes.

To shed light on stress factors that relate to the ethical domain, the "ethical tension" is being
defined as a psychological state born of an individual’s uncertainty about his or her ability to fulfil
relevant moral obligations (Reynolds et al., 2012) and when an individual knows of the right decision to
choose but he is curtailed by the institutional/societal rules (Kinsella et al., 2008) or when “the ethical
values of the employee are incongruous with the ethical values of other employees or the ethical values of
the organization itself” (Schwepker, 1999; p. 43).

Nevertheless, prior studies have evidenced the existence of tension in the auditing field.
According to Sharif (2015), the scope of the job and the responsibilities that internal auditors face,
necessitate them to attend to many interests - employers, shareholders, clients, the public, and other
stakeholders. This leaves internal auditors in a dilemma when the professional standard of conduct that
the internal auditors need to abide by does not align with the organisation’s or client’s expectations.
Internal auditors generally require freedom to select their aims and they work within the contexts of
brokered outputs (Raelin, 1989) therefore working within an environment in which they have less
autonomy (Everett and Tremblay, 2014). In other words, internal auditors often face ideological, political
and moral challenges that have largely been ignored in research (Everett & Tremblay, 2014). Adding to
this, those who are certified under the internal auditing profession and work in corporations are subjected
to particular pressure. More often, they are the key people for management to ensure that corporate
policies and procedures are being upheld, while abiding by the ethical and professional standards of their
profession (Siegel et al., 1995). In this situation, ethical tension may arise. The ethical tensions are
associated with a phenomenon whereby internal auditors face the dilemma between abiding by the code
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of conducts and professional ethics, and fulfilling company’s or client’s needs. Ethical tension has not
been explored in prior studies in terms of its relationship with job burnout and premature sign-off in the
context of auditing. Furthermore, no behavioural researches have extensively studied it either.

On the other hand, stress is brought about when a person’s resources are being challenged by
rising expectations and demands. As discussed earlier, when the values that employees and companies
uphold contradict each other, a conflict is created, leading to stress and burnout. A recent research
(Thorne, 2010) has evidenced that disputes between individual and organisational ethical values are
linked with critical consequences like employee stress, absenteeism, reduced organisational commitment,
and turnover intention. Similarly, Huhtala et al. (2011) found that ethical strain stemming from these
situations are linked with high levels of burnout. Moreover, Jameton (1984) highlighted that ethical
tensions as stressors related to an increase in job burnout. Based on the above, the following hypotheses
are devised:

H1a: Ethical tension is positively associated with job burnout.
H1b: Ethical tension is positively associated with premature sign-off.

Time pressure

Time pressure stress is “the extent to which unreasonable deadlines and time demands are
imposed” (Larson, 2004; p. 1126). When the time to accomplish the required tasks for an individual is not
enough, the individual will experience time pressure (Matteson and Ivancevich, 1982). Following time
pressures, deadlines become too tight and this is especially pressing when the ability to fulfil time
demands is a crucial factor in the performance evaluation of an individual. For instance, a job with an
extensive overtime and numerous deadlines that are hard to meet is highly stressful in general. As for
internal auditing, it is regarded as a very stressful profession. As explained by Larson (2004), an internal
auditing job is generally characterized by numerous deadlines. Time pressures may lead to job burnout as
well as job dissatisfaction.

Meanwhile, a study by Larson (1997) among internal auditors concluded that there is a positive
linkage between time pressure with job dissatisfaction, job burnout, and turnover intentions. In a mail
survey, Larson and Murff (2006) attempted to measure job burnout among 1,500 internal auditors who
were members of the American Institute of Certified Public Accountants (AICPA). The authors employed
the SDS questionnaire to identify work-related stressors and Burnout Measure (BM) and based on the
outcomes, time pressure appears to be the strongest cause of job burnout for internal auditors. For internal
auditors, Brown and Mendenhall (1995) reported time pressure as a serious source of job stress. Time
pressure being a serious concern has also been discussed by Wood and Wilson (1989). Furthermore, Azad
(1994) stated that excessive time pressures contribute to internal auditors” premature sign-offs. Within the
domain of public accounting, time pressure stress is a well-recognized phenomenon and it leads to
dysfunctional audit behaviours (Gaertner and Ruhe, 1981, Snead and Harrell, 1991, Mohd Nor, 2011,
Donnelly et al., 2003, Kelley and Margheim, 1990, Zakaria et al., 2013, Svanstrom, 2016). Svanstrom (2016)
found that only premature signing-off has a positive significant association with time pressure compared
with any other dysfunctional audit behaviours. Based on the above findings, the following hypotheses are
devised:

H2a: Time pressure is positively linked with job burnout.
H2b: Time pressure is positively linked with premature sign-off.

Job Burnout

Over the recent years, "burnout", among many other aspects of concern in numerous professional
areas, has gained attention of researches in terms of the rapidly advancing studies on stress and its
adverse effects in personal and career life. Burnout effects are of a major concern for the employees and
the organization since they coexist to achieve a mission (Herbert, 2011). Larson (1997) stated that the
burnout effects experienced by professionals may include dysfunctional behaviours. Everall and Paulson
(2004) stated the impaired practitioners, suffering from burnout are at the risk of violating a few ethical
principles. However, there are no previous studies addressing the relationship between job burnout and
PMSO in the internal and external audit profession, except Kingori (2016) study, which found a strong
positive relationship between these factors. It is hypothesized that job burnout is directly proportional
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with premature sign-off.
H3: High job burnout levels are related with high number of premature sign-offs.

The Mediating effect of Job Burnout

Although burnout is hypothesized as an important mediating variable, it doesn’t mean there
would not be any direct impact of role stressors on job outcomes. This assertion is contingent upon two
theoretical arguments as explained by Fogarty et al. (2000). Firstly, job outcomes can be affected both
positively and negatively by role stressors. However, studies on burnout found that only the negative
impacts of role stressors bring about burnout. On the contrary, burnout should not mediate the positive
effects of role stressors. This reinforces the direct connection between job outcomes and role stressors.
Secondly, when role stressors are not strong enough to bring about a burnout, a few of the negative
consequences of role stressors on job outcomes could act as direct effects to induce burnout. As mentioned
above, burnout will only happen when role stressors have enough magnitude to collectively challenge a
person’s resources. Role stressors under the threshold of burnout would not follow a mediated pathway,
and could directly affect job outcomes.

Drawing these areas of research may also explain how the PMSO relate to burnout. For example,
it is likely that some auditors, when faced with budget constraints, work longer hours but respond by
underreporting chargeable time, while others respond to time constraints by prematurely signing-off an
audit step before completing the necessary work. While the first response is likely to lead to burnout, the
second may also lead to burnout but at significantly lower levels. It is argued in this paper that the effect
of time pressure and ethical tension on PMSO has not been correctly captured due to not including
burnout in the predictive statistical models. It is argued that burnout mediates the relationship between
time pressure and PMSO.

H4a: Job burnout mediates the relationship between ethical tension and premature sign-offs.
H4b: Job burnout mediates the relationship between time pressure and premature sign-offs.

The Model

Figure 1 presents the proposed model and concludes the important proposed hypotheses (to be
discussed). The interlinking paths in Figure 1 reveal that role stressors (ethical tension and time pressure)
directly affect burnout and, in turn, burnout directly influences behavioural job outcomes (premature
sign-off). In contrast, the suggested model with burnout as the key mediating variable acts as a point of
departure from the majority of prior studies.

Ethical Tension

Premature Sign-Off

Time Pressure

Figure 1. Conceptual Model Underpinning the Study

Methodology
Sample and Data Collection

A total of 385 internal auditors from 248 public shareholding companies in Jordan were selected
for this study. All companies were listed in the Amman Stock Exchange ASE in 2015. The data was
collected using a survey questionnaire over a period of five months from Sep 2015 to Feb 2016. Of the 385
questionnaires distributed, 298 were returned and 91 questionnaires were unusable due to missing
information; thus, the response rate was 48.5% and the data analysis was based on 187 responses. The
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response rate can be considered satisfactory (Spector, 1992, Williams et al., 2004). Data was collected for
various variables, including ethical tension, time pressure, job burnout, premature sign-off, and some
demographic information. The average age of our participants was between 36 and 45 years, and
participants had 11 to 15 years of working experience. Nearly all respondents (92.5%) were male and most
respondents (72.7%) possessed no qualifications and certificates of the internal audit.

Instruments

The questionnaire survey is built based on the literature review above. This research basically
employs the currently validated scales of prior researches on Likert-type scales with the range of response
options starting from 1 to 7. The original items in English were translated into Arabic. Via a meticulous
process, the research preserves validity in order to assure that the questions are understood so as to
prevent ambiguity.

Ethical Tension: To measure ethical tension we used twelve items designed to fit this study depending on
an original version of the moral distress scale used by Corley et al. (2001), ethical dilemmas survey among
senior public servants developed by Ehrich et al. (2004), an ethical pressure questionnaire, which was
used to assess the pressure on auditors to engage in unethical work behaviour from Shafer (2002), and
add one item for the ambiguous nature of moral rules (like code of ethics).

Time Pressure: This variable is measured using three questions based on Azad (1994) and Cook and Kelley
(1988).

Job burnout: Job burnout was measured using the Pines and Aronson (1988) Burnout Measure. The
Burnout Measure (BM; Pines & Aronson, 1988) includes 21 items that are to be responded to using a 7-
point scale ranging from 1 = “never" to 7 = “always”.

Premature sign-offs: This study uses twelve items depending on Ling and Akers (2010) instrument to
measure the premature sign-offs in the internal audit environment.

Data analysis

In order to investigate the research model in Fig. 1, this research uses partial least squares
structural equation modelling (PLS-SEM). PLS-SEM especially suits analysis of complex path models,
where covariance-based SEM methods basically fail in providing an estimation (Ringle, Sarstedt, &
Straub, 2012). Furthermore, the PLS-SEM fits this study better because (1) this research focuses on
predicting job burnout and effect it has on premature sign-offs by means of the stressors (Hair et al.,
2016), which demands the use of PLS-SEM as a prediction-oriented method to SEM (Rigdon, 2012). (2) The
research model in this research exhibits a complex structure. (3) The interconnection among JB and PMSO
is in a development stage, and therefore forms a chance in exploring new phenomena (Ali et al., 2016),
and (4) the sample size (n = 187) is comparatively small.

Results

To investigate the PLS path model, this study employs the SmartPLS 3 software (Ringle, Wende,
& Becker, 2015) . Following Hair et al. (2016), the results' interpretation includes two stages: (1) the
measurement model’s assessment, and (2) the structural model’s evaluation (see also, Ali and Park, 2016
and Ali et al., 2016, Obeid et al., 2017).

5.1 Evaluation of Measurement model

The results reveal that all minimum requirements were met by the measurement models, as
illustrated in Table 1. First, this study used a cut-off value for factor loadings at 0.70 in significant level (t-
value > 1.96 and p-value < 0.05). A higher level of outer loading factors indicates a greater level of
indicator reliability (Hair et al., 2013, 2011). Secondly, all composite reliabilities and Cronbach's alpha are
larger than 0.70 which confirms the reliability of the measures' internal consistency (Wong, 2013).
Furthermore, all average variance extracted (AVE) values exceed the threshold of 0.50, whereby it
supports the convergent validity of the construct measures (Henseler et al., 2016).
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Construct Items Loadings Cronbachs Alpha CRa AVEP
ET1 0.782
ET3 0.784
Ethical Tension ET4 0.730 0.810 0.868 0.568
ET8 0.727
ET9 0.744
TP1 0.895
Time Pressure P2 0.835 0.860 0.914 0.781
TP3 0.920
JB1 0.847
JB4 0.739
B8 0.776
Job Burnout JB11 0.782 0.885 0.910 0.592
JB12 0.783
JB14 0.722
JB17 0.728
PMSO1 0.884
Premature Sign-Off PMSO2 0.829
PMSO4 0.793 0.899 0.921 0.663
PMSO5 0.792
PMSO9 0.811
PMSO10 0.773

Note: CR = composite reliability; AVE = average variance extracted
Table 1. Measurement model
Lastly, the confirmation of discriminant validity for the analysis is made by (1) comparing the
AVE'’s square root to the correlations (Table 2), (2) a cross loading analysis, and, most vitally, because (3)
the heterotrait-monotrait ratio of correlations (HTMT)'s values (Henseler et al., 2015) are lower than the
(conservative) threshold of 0.85 (Table 2). For more information see Appendix A.

Construct 1 2 3 4
1. ET
2. JB 0.755
3. PMSO 0.262 0.473
4. TP 0.448 0.667 0.439

Table 2. Heterotrait-Monotrait Ratio (HTMT)

Following the above analysis, for the final model, the reflective outer model was assessed for
indicator reliability, internal consistency reliability and construct validity (convergent and discriminant).
As was discussed, the model does not have any problem associated with these indicators.

Structural model

The structural model's results analysis draws on Hair et al. (2014). The analysis evidenced
minimum collinearity in every series of predictors in the structural model, since the values of all variance
inflation factor (VIF) are way lower than the threshold value which is 5. VIF values that are lower than
five indicate that there is no problem of multicollinearity (see Appendix B) (Hair et al., 2011).
Furthermore, the R? values of job burnout (0.55) and premature sign-off (0.22) are in agreement with the
previous study (e.g. Svanstrom, 2016), which supports the in-sample predictive power of the model
(Sarstedt et al., 2014). Likewise, results from blindfolding with an omission distance of 7 yield Q2 figures
that are way beyond zero (see table 3) and therefore, the model's predictive relevance is supported in
terms of out-of-sample prediction (Hair et al., 2012). Additional investigation of the composite-based
standardized root mean square residual (SRMR) produces a value of 0.066, that reaffirms the PLS path
model’s overall fit (Hair et al., 2014 and Henseler et al., 2014).
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Structural path Path coefficient T Statistics P-Values Conclusion
(]O/STDEV |)

Hla: ET ->]B 0.492 6.747 0.000 Supported

Hi1b: ET -> PMSO -0.070 0.741 0.459 Not supported

H2a: TP -> ]B 0.403 6.258 0.000 Supported

H2b: TP -> PMSO 0.221 2.274 0.023 Supported

H3: JB -> PMSO 0.343 3.332 0.001 Supported

SRMR composite model = 0.066
R2 Job Burnout = 0.556; Q2 Job Burnout = 0.301
R2 Premature Sign-Off = 0.220; Q2 Premature Sign-Off = 0.128

Table 3. Significant testing results of the structural model path coefficients

Applying the bootstrapping method in the assessment of path coefficients entails a least bootstrap
sample of 5000 and the number of cases should equal the actual sample’s number of observations (Hair et
al., 2011). Moreover, the critical t-values for a two-tailed test are 1.65 (with a significance level of 10%),
1.96 (with a significance level of 5%), and 2.58 (with a significance level of 1%). The empirical results are in
agreement with most of the hypothesized path model relationships among the constructs. As anticipated,
our results fully confirm to our expectations regarding the influence of ethical tension as an additional
exogenous variable in the role stress model. Specifically, the standardised path coefficients shown in Table
3 confirm a significant positive association between ethical tension and burnout (p = 0.492, p-value <
0.001) and a t-value of 6.747, thus confirming Hypothesis 1a, aas opposed to the hypothesis, ethical
tension has no direct effect on premature sign-offs which confirms hypothesis 1b. This study found also a
significant positive relation between time pressure and job burnout (p = 0.403, t = 6.258, p-value < 0.001),
therefore, it can be concluded that hypothesis 2a is supported. Table 3 also shows that time pressure and
premature sign-offs have a positive relationship (f= 0.221 at t= 2.274) and are significant at a p-value
lower than 0.05, indicating the support of hypothesis 2b. Our expectations regarding the influence of job
burnout were also confirmed. Specifically, job burnout had a strong significant positive association (0.343)
with premature sign-offs at a p-value of < 0.05. This provided support for hypotheses 3.

Tests for mediation

To test the mediation hypotheses (H4a and H4b), we follow the procedures suggested by Hair et al.
(2016). Specifically, to evidence a mediating effect, four conditions should be met. Firstly, the dependent
variable should be predicted by the independent variable. Secondly, the mediator should be affected by
the independent variable. Thirdly, the dependent variable must be affected by the mediator variable.
Lastly, after taking the effect of the mediator into account, the effect of the independent variable on the
dependent variable should be lowered or removed.

a b a*b C C Method
Hypothesis Variance Boot-
T-value T-value T-value T-value T-value accounted for strapping
(VAF)
ET ->]JB -> PSO 0.492 0.343 0.169 0.100 -0.070 1.692 Full mediation
TP ->JB -> PSO 0.403 0.343 0.139 0.360 0.221 0.39 Partial Mediation

Note: aIn one case, “VAF can be greater than one when the total effect (c) is smaller than the indirect effect (a x b). In
situations where the VAF is greater than one and the direct effect (c) is not significant. In this situation, Shrout and
Bolger (2002) and Nitzl et al. (2016) suggest considering a VAF equal to 1 as representing a full mediation.”

Table 4:Test of Mediation using Bootstrapping Approach
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A mediating effect always exists when the indirect effect (a x b) is significant (Nitzl et al., 2016).
The current mediation literature discusses two different types of mediation, full and partial mediation. A
full mediation is indicated in the case where the direct effect (c) is not significant whereas the indirect
effect (a x b) is significant, which means only the indirect effect via the mediator exists (Nitzl et al., 2016).
Hence, all other situations under the condition that both the direct effect (c) and the indirect effect (a X b)
are significant represent partial mediation (Nitzl et al., 2016). Moreover, VAF is to calculate the ratio of the
indirect-to-total effect (Nitzl and Hirsch, 2016). This ratio is also known as the variance accounted for VAF
value. VAF determines the extent to which the mediation process explains the dependent variable’s
variance. For a simple mediation, the proportion of mediation is defined as:

VAF = axb / axb+c'

Hair et al. (2016) stated that is if the VAF is less than 20%, one should conclude that nearly zero
mediation occurs; a scenario in which the VAF is greater than 20% and lower than 80% could be classified
as a typical partial mediation; and a VAF above 80% indicates a full mediation.

Conclusion and Discussion

As a study proposed, ethical tension and time pressure are important antecedents of burnout,
which in turn predict dysfunctional behaviours by internal auditors. More specifically, ethical tension and
time pressure have a positive correlation with job burnout, but only the time pressure has significant
direct correlation with premature sign-off. Job burnout has a significant positive correlation premature
sign-off. Results showed that job burnout also served as a full mediator between ethical tension and
premature sign-off and a partial mediator between time pressure and premature sign-off. The study
confirms and extends connections made in the prior literature, specifically in terms of relationships
between the antecedents of burnout and the dysfunction outcomes. Our findings also add to the debate by
confirming the central role of burnout as a mediating attribute in contributing to the ethical tension and
premature sign-off relationships.

Moreover, as opposed to a plethora of work that has previously studied different professions
(Chong and Monroe, 2015, Kingori, 2016), this study generates new knowledge in the relatively under-
researched domain surrounding the causes and outcomes of burnout among internal auditors (Fogarty
and Kalbers, 2006, Larson, 1997). The study therefore reveals several interesting findings with regard to
dysfunctional audit behaviours research which has implications for audit quality (Svanstrom, 2016).
Although this research helps in comprehending ethical tension’s relationship with burnout and internal
auditors’ behaviours in Jordan, it also has a few limitations. Because the Jordanian shareholding
companies’ sample size is too big, it consumed time and money to gather data. Common method variance
may also be a concern in studies that utilise the survey methodology. Although full collinearity tests were
conducted and suggest that common method variance did not affect the data, it cannot be fully ruled out.
Another limitation is that premature sign-offs in the related literature is distinguished into various
dysfunctional audit behaviour types. The outcome from this research hints that internal auditor burnout is
a meaningful construct that could use further research with a few other avenues to be considered. One
potential area of focus would be to study other possible predictors. The present study included only two
factors associated with burnout. Future studies can encompass a wider range of predictors that can
predict job burnout such as workload, leadership behaviours and personality traits.
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Appendixes
Appendix A: Heterotrait-Monotrait Ratio (HTMT)
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Appendix B: (Collinearity Statistics for the Reduced Model)

Outer VIF values Inner VIF values
ET1 1665 ET JE PAMSO TF
ET32 1638 ET 1172 1. 717
ET4 1.531 JE 2254
ETS 1605 PAMSO
ET2 1.525 TEF 1172 1.558
JBE1L 24356
JE11l 2.040
JE12 1966
JEl4 1670
JB17T 1.743
JTBE4 1.758
JTES 2088
PMMSOL 3231
PMMSOLOD 1812
PMSO2 2498
PMSO4 2088
PMSOS 2200
PMMSO9 2028
TP1 2267
TP2 1048
TP3 2663
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