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Job candidate evaluation is relevant for any organization, however the
factors which lead to positive evaluations have been argued upon by
researchers, mainly stating their differing opinions on the context of the job and
the climate of the organization. This paper investigates whether trait and setting
have an impact on candidate evaluation, and if they do, which factor has the
most influence. The study used a 2x2 experimental between-subjects design,
with overall evaluation as the measured variable. Trait was measured through
sociability and competence. Setting was defined as either working from home
or at the company office. The hypotheses of the paper were the following;
Candidates scoring higher on sociability will receive more positive overall
evaluations, this relationship will be stronger for those candidates who are
expected to work physically from the office. 267 participants completed a
questionnaire assessing their decision in hiring a candidate who is high in
sociability or competence, while also including the job setting as an influencing
factor in this model. After analyzing the data, it was found that sociability does
in fact lead to more positive overall evaluations. The results led to the
conclusion, that the candidate who was more sociable rather than competent
was chosen by raters. Setting did not have a significant interaction effect with
trait, concluding that working remotely, or at the company office does not affect
the respondent’s choice on preferring sociability over competence in a potential
candidate.

Keywords: Job candidate evaluation, trait, setting, sociability, competence, positive
evaluations
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Introduction

Gaining positive impressions and opinions, is something most employees would
strive for when applying for a new job vacancy, but what exactly contributes to the
desired evaluation from employers? Two traits - warmth and competence - govern
social judgments of individuals and groups, and these judgments shape people's
emotions and behaviors'. The primary interest of research observing these two traits,
is the following; Which trait and in which context contributes to positive impression
formation, and overall evaluation more than the other? The relationship that warmth
and competence possess, allow for focused and extensive research of such an
interaction, however to investigate the interaction more deeply, instead of warmth,
its subfactor of sociability will be the trait of interest along with competence. When
looking for these traits in candidates, it is possible that at times, one might lack in
either sociability or competence, in that case a compensation occurs, where the more
prevalent trait comes to the forefront?. This ‘compensation effect’ emerges in group
and person perception3. With that said, it is important to be aware of all phenomena
which these two traits can cause in a candidate, in order to be able to distinguish
which trait specifically is more dominant in certain job settings. Hence, it is important
to note, that the context in which these traits interact could potentially have an effect
on the outcome of their interaction. With that said, the work setting will be an
important factor in this model, as it is essential to understand whether candidates
with a given high trait (sociability or competence) differ when the job requires them
to work remotely rather than physically at the office, and vice versa. Ultimately, the
model is established, and the research question is clear; Which trait, sociability or
competence, influences overall evaluation of candidates, and does the work setting
play a role in this exchange or not?

Methods, Participants

An a-priori power analysis revealed that 269 participants were required to
achieve 80% power to detect a medium effect size (f = .25). Effect size is based on
van der Lee et al., (2017) and Brambilla et al., (2012) using their most conservative
effect size (n2=.06, f=.25). We thus aimed at recruiting 300 participants using

"Cuddy, Amy J.C., et al. “The Dynamics of Warmth and Competence Judgments,
and Their Outcomes in Organizations.” Research in Organizational Behavior, Elsevier, 8
Nov. 2011,

2 Terache, Julie, et al. “Warmth and Competence in Interpersonal Comparisons:
The Quiz Master Paradigm through the Lens of Compensation.” International Review of
Social Psychology, Ubiquity Press, 28 Feb. 2020,

3 Terache, “Warmth and Competence in Interpersonal Comparisons”, 3.
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convenient sampling. A survey was given out electronically, by spreading it through
social networking websites such as Facebook, Instagram, Reddit, and WhatsApp. Data
collection started in the middle of April, and ended during the first week of May. The
survey had two prerequisites, participants had to be over the age of 18, and were
expected to have good English language skills in order to understand the content of
the survey, since the survey was conducted in English. After cleaning out 512
responses from the survey, the usable data ended up consisting of 267 participant
responses. Out of 267 participants, 3 people did not indicate their gender, 165
(61.8%) were female, and 97 (36.3%) were male. The average age of the participants
was 27.96 years old (SD = 11.15). Regarding nationality, 109 respondents indicated
that they were Dutch, 10 were British, 30 were German, and 118 indicated that they
were of other nationality. The Ethical Review Board of the Vrije Universiteit
Amsterdam approved the Study under file No. VCWE-2022-037. The study was
preregistered in OSF (Open Science Framework).

Design

Our study used a 2x2 experimental between-subjects design. Trait was the
independent variable of our study, while work setting was the moderator in our
model. Our dependent variable was the overall evaluation of the candidate. Trait had
two levels, sociability and competence. Work setting also had two levels, working
from the office and working from home. Trait and work setting were manipulated
between respondents. Some respondents would randomly get a description of De
Vries which described him as more competent rather than sociable, and others would
get a description of De Vries which described him as more sociable than competent.
Work setting was manipulated in a similar way. Some respondents would be told that
the candidate needs to work from home, and others would be told that the candidate
needs to work from the office. The allocation of participants in each of these
conditions was random.

Measures

Our study consisted of many different variables, however the focus of this study,
was overall evaluation of the candidate, which was our dependent variable. A scale
measuring our dependent variable was based on research done by*. The overall
evaluation scale consisted of the following item “Qualifications based on the
requirements for this position”. Participants answered this item, by grading the
candidate. The grading was based on a 7-point Likert scale (1 = low overall evaluation,
7 = high overall evaluation). The manipulation check items within the questionnaire

4 Santuzzi, A. M. “Body Image and Expected Future Interaction.” American
Psychological ~ Association, ~ American  Psychological ~ Association, 2006,
psycnet.apa.org/record/2007-00645-001.
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consisted of two scales within the warmth dimension, which were sociability and
competence. Sociability consisted of 3 items; Sociable, Friendly, and Supportive.
Competence also consisted of 3 items; Competent, Intelligent, and Skilled.
Participants had to rate candidates on a 7-point Likert scale on all items of Sociability
and Competence. The internal reliability of sociability (a = .897) and competence (a
= .857) were mutually very strong. The study consisted of other scales for different
measured variables, these scales were the following; Global Impression (Bramilla et
al., 2012), Ingroup Belongingness (van der Lee et al, 2017), Perceived threat to the
group (van der Lee et al, 2017). These scales however, were not relevant for the goal
of this study. The study was done using a statistical software called SPSS, with its
newest version SPSS 28.

Procedure

In order to investigate the effect of our independent variables, which are warmth
and competence, on the overall evaluation of the ingroup member, which was our
dependent variable, and the interaction with the work setting (physical vs.
telecommunicating) which was our moderating variable, a survey was used, based on
research done by Fernandez-Lozando et al. (2020). We asked participants to put
themselves in the shoes of an HR (Human Resources) manager in a big company
located in Amsterdam, where a new job vacancy was opened. The survey then asked
the respondents to choose the most appropriate person for the newly opened job
vacancy. Respondents received an overview of what the candidate is required to do,
and which skills he is required to possess, for instance the person which they hire,
will need to coordinate of group of ten to twenty people, additionally, the potential
employee will have to be a “decisive person” with “analytical ability” who will be
attentive to the needs and requirements of the team itself, and of course, the potential
employee would have to display and develop healthy and “good” relationships with
the members of their and the potential customers of the company. Respondents were
randomly allocated to one of the two available conditions. In one condition, trait was
manipulated, where the candidate was described as being more sociable than
competent, and in the other, more competent than sociable. An additional
manipulation was placed, regarding the work setting. Respondents were informed
that the potential employee will have to work physically in the office, while other
respondents were told that the potential employee will have to work online.

After the respondents were presented with what is required to obtain the job,
the candidates themselves were presented. Mr. Jan de Vries and Mr. Pieter van
Someren were the given candidates in this experiment. The main difference between
the two candidates, is that Mr. Pieter van Someren is used solely as an anchor in this
scenario, meaning that his traits remained constant throughout all conditions., while
Mr. Jan de Vries’ descriptions were manipulated. Mr. Jan de Vries in one case is
described to possess moderate competence, while being a sociable person, and in
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the other case he is described to possess high competence while being not very
sociable. In order to prevent order biases, the descriptions of Mr. Jan de Vries are
counterbalanced, meaning that the descriptions of the two traits are placed in
different places throughout the overall (general) description of Mr. Jan de Vries.
Before the respondent is asked to rate how favorable each candidate will be for the
position, a manipulation check is done to make sure that the descriptions of both
candidates are understood thoroughly, and to prevent confusion with which
description fits which candidate. One of the dimensions in which respondents’ rate
both candidates, is the overall evaluation, which is the dependent variable we wanted
to measure in this study.

Ultimately, respondents were asked some demographic questions, including
their age and gender. Before the survey comes to its end, additional questions
regarding the effect of COVID-19 on the respondents are asked. By the end the
participants are debriefed, meaning that they are given thorough information about
the research, to make sure full transparency is kept, after which contacts of the
researchers are given to the respondents for any questions that they may have.

Statistical Analyses

In this study, we will have a moderation model, consisting of the trait of the
participant (competence and warmth), which will be our independent variable, the
work setting (physically at the office and telecommunication) which will be our
moderating variable, and the overall evaluation of the ingroup member, which will be
our dependent variable in this study. IBM SPSS 28 will be used for this study, which
is a statistical software used to conduct analysis on available data. The data gathered
in Qualtrics will be transformed to an SPSS file, where it will be cleaned and made
fit to run analyses on. Initially descriptive statistics will be investigated, such as the
mean, standard deviation, minimum and maximum values etc. Most importantly,
outliers will be identified using box plots, and will be dealt with accordingly before
starting statistical analysis.

For our moderation model, a Factorial ANOVA will be used, to investigate our
main effect and interaction effect, main effect being the strength of trait on overall
evaluation, and the interaction effect being the strength of the relationship between
trait and work setting and their effect on overall evaluation of the ingroup member.
However, before we can conduct a factorial ANOVA, some assumptions need to be
tested and met first. The first assumption of normality will be checked using the
Kolmogorov-Smirnov test, and by additionally plotting graphs. The second
assumption of homogeneity of variances will be tested using the Levene’s Test for
Equality of Variances. Finally, we will check the assumption of orthogonality, to make
sure that our independent variable and moderating variable are not correlated, this
will be done using the Pearson Chi-Square test.
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After all the assumptions are tested and met, the Factorial ANOVA will be run,
and based on the outcome of the analyses our findings will be investigated and
interpreted.

Results

The initial data set contained 517 responses. After removing participants
responses which did not fit with the goal of this research, the usable data contained
267 responses. Participant responses were removed for various reasons, for instance
if a participant did not complete the survey fully, their responses were removed.
Responses were also removed if the participant indicated that they did not understand
the content of the study at the last debriefing section of the questionnaire, or if the
participant indicated to not being truthful throughout the survey. We also removed
responses from participants if they indicated to have a beginner’s English level. After
removing responses, a box plot was constructed to observe whether certain outliers
in the data set were present or not. Although some outliers were indeed present,
excluding the outliers did not hold any significantly different results, therefore no
outliers were removed from the dataset and were kept as they were. An independent
sample t-test was conducted for the manipulation checks of both scales (sociability
and competence), to make sure that manipulations on both scales were successful.
Regarding the setting condition, people who were assigned to the condition “working
remotely from home”, did in fact state that the candidate had to work remotely from
home (M = 6.07, SD = 1.664), while individuals who were assigned to the condition
“working from the office” stated that the candidate had to work from the office (M =
6.34, SD = 1.406). When analyzing the manipulation check for the work setting
condition using an independent samples t-test the results were significant t(265) = -
23.626, p = 0.012, t(265) = 22.881, p = 0.012, indicating that our manipulation was
successful. Regarding the trait condition, people who were assigned to the high
sociability condition, did in fact state that the candidate was more sociable than
competent (M = 6.00, SD = 0.882), while individuals who were assigned to the high
competence condition stated that the candidate was more competent than sociable
(M = 5.78, SD = 0.925). The manipulation check done through an independent
samples t-test for the trait condition also showed significant results t(265) = -15.373,
p = 0.001, t(265) = 15.154, p = 0.012, indicating that our manipulation in regards to
the trait condition was also successful. A Factorial ANOVA was conducted, with trait
being our independent variable, setting being a moderating variable, and the overall
evaluation of the candidate being our dependent variable. Before conducting the
Factorial ANOVA, certain assumptions had to be met. To ensure the orthogonality of
our factors, a Chi-Square test was conducted. The Chi-Square results had non-
significant results, X2(1, N = 267) = 0.663, p = 0.416, which means that our
assumption of orthogonality was met. The second assumption of homogeneity of
variances was tested using Levene’s test, the results were insignificant F(3, 267) =
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0.415, p = 0.742, and therefore the assumption of equal variances was also met.
Finally, the Kolmogorov-Smirnov test was used to check for the assumption of
normality. The results were significant D(267) = 0.194, p = 0.001, indicating that the
assumption of normality was violated. Although the assumption of normality was
violated, this did not hinder us proceeding with our planned analysis. The reason for
continuing the ANOVA analysis even after the assumption of normality was violated,
is because due to ANOVA’s robustness towards this violation, especially considering
how large our sample size was, and the fact that all the other assumptions were met,
it was decided to ignore this violation and to keep going with our planned analysis
(Blanca et al., 2017). The Factorial ANOVA analysis itself, showed there to be a
significant main effect for our trait variable, while having no significant main effect
for our setting variable, along with no significant interaction effect between those
two. With these results, we can conclude that participants would rather employ
somebody who is more sociable than competent, and that the setting of the required
job did not influence this decision due to our non-significant interaction and main
effects of trait setting.

After all the assumptions were tested, the Factorial ANOVA was run. The goal
of our analysis was to investigate whether Trait had a significant main effect on our
dependent variable (overall evaluation) and additionally, if Trait and Setting will also
have a significant interaction effect or not. Table 1 shows a plot of our estimated
marginal means, along with showing the main effect of Trait, and lack of an
interaction effect between Trait and Setting.

=@=—\Norking from..

5.2

4.7

4.2

Mean Overall
Evaluation Vries

Trait

Figure 1:
Estimated Marginal Means. Dependent Variable: Overall evaluation Vries

Note: Trait (1 = Sociability, 2 = Competence)

Our results did indeed show a significant main effect for the Trait factor (F(1,
267) = 39.459, p = .001) with a medium to large effect size (np2= 0.130) indicating
that the Trait condition had a main effect on overall evaluation of our candidate.
Participants in the high sociability condition (M = 5.14, SD = 1.107), gave the

48



Modern Psychology Scientific Bulletin, 2024, 1(14)

candidate higher overall evaluation scores than participants in the high competence
condition (M = 4.27, SD =1.120).

Table 1: Descriptive Statistics of Trait, Setting. Dependent Variable: Overall
evaluation of Vries

Trait Setting Mean Std. N
Deviation

1 1.00 5.17 1.069 71
2.00 5.12 1.153 68
Total 5.14 1.107 139

2 1.00 4.46 1.119 59
2.00 412 1.105 69
Total 4.27 1.120 128
Total 1.00 4.85 1.144 130
2.00 4.61 1.232 137
Total 4.73 1.194 267

Note: Setting (1 = Office, 2 = Telecommunicating), Trait (1 = Sociability, 2 =

Competence)

Our results did not find any significant main effect of setting (F(1, 267) = 2.077,
p = .151). Additionally, there was also no statistically significant interaction effect
found between Trait and Setting (F(1, 267) = 1.133, p = .288) indicating that our
moderator (setting) did not have an interactional effect with our independent variable
(trait) on our dependent variable (overall evaluation of our candidate).

Discussion

The goal of this study, was to establish and observe a connection between trait
and overall evaluation of the candidate, while checking if the work setting played a
role in this exchange or not. The research question of interest was whether sociability
and competence influence overall evaluations of a candidate, and the role of the work
setting (physical vs. telecommunicating) in this model. Our first hypothesis stated that
candidates who have higher sociability scores, will also receive higher overall
evaluation ratings, furthermore, our second hypothesis stated that this relationship
will be stronger if the candidate is expected to work physically at the office. All in all,
we expected to find a significant main effect of trait, and a significant interaction
effect of trait and setting. Our study revealed some key findings. Firstly, we found
that trait did in fact have a significant main effect on overall evaluation of the
candidate, and we also found that higher sociability scores attributed to higher overall
evaluation ratings. Our first hypothesis was supported with our results. On the other
hand, we found work setting to have no significant effect on overall evaluation, and
also no significant interaction effect with trait, therefore our second hypothesis was
not supported by our results, and is ultimately rejected in this study. Our findings
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have several implications, both theoretically and practically. Theoretically, most prior
research supported the idea that individuals with high sociability gain more favorable
overall impressions and evaluations than do people with high competence but
moderate to low sociability®. Our study supported this idea, and strengthened the
role of warmth, and more specifically of sociability on overall evaluations of
candidates. Some studies have found that through nonverbal behaviors that subtly
communicate warmth and competence information, people can manage the
impressions they make on colleagues, potential employers, and possible investors®.
Our study however is not flawless, and it did have certain limitations which should be
paid attention to for future research in this area. The main limitation which our study
had, was that it focused specifically on hiring a candidate who can work with teams.
Although our findings are attributable to many organizations and job industries, it is
important to note that if the requirements of the described job in our survey were
different, for instance if the candidate was instead required to possess a high level of
mathematics and have long experience in other organizations, then perhaps
competence would be more preferable than sociability. Ultimately, future research
should focus more heavily on other work fields, by measuring the same variables
which were included in our study, trait and setting. The change of organizational
climate and goals could impact the outcome of this study. An organization which
prioritizes mastery and skills could potentially prefer more competent than sociable
candidates, especially if social capital and social skills are not essential in a specific
organization or a specific job position. For instance, in the construction industry, or
the IT field, since both of these jobs are skill based. Our generated results will be
useful in determining deciding factors in employer’s choices when choosing
employees in the HR field, and can be useful for other researchers, who want to
investigate the topic using other niche organizational sectors. Evaluating the traits of
the employer should be something that future research focuses on also, to
understand both sides better, and to establish a stronger and more global model of
employee evaluations. As a closing statement, our study supports the idea that
sociability generates more positive evaluations than competence does, however for
the future it is important to study these factors even more, and in a variety of contexts
and organizations, to determine whether this trend is global, or if it only applies to
specific contexts and sectors within the job industry.

° Giintiirkiin, Pascal, et al. “Disentangling the Differential Roles of Warmth and
Competence Judgments in Customer-Service Provider Relationships.” ResearchGate,
SAGE Journals, 1 June 2020,

6 Cuddy, “The Dynamics of Warmth and Competence Judgments”, 76.
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YTO CNOCOBCTBYET JIYHLIEHUIO OBLUUX OUEHOK NPU NMNOCTYMJIEHUN
HA PABOTY? COLUABEJIbHOCTb WIN KOMIMETEHTHOCTb?
OCOBEHHOCTHU POJIU N OTHOLUEHUA K PABOTE B NMOJIYSMEHUU OBLLLUX
MNOJIOMUTE/IbHBIX OUEHOK

OzaHec []xudxaH (Amcmepdoamckuli c860b600HbIl yHUsepcumem, Hudepnarobi)

OueHka KaHaMpaToB Ha paboTy akTyanbHa AnA ntoboil opraHu3aumu, ofHaKo
uccnenoBaTeny CnopAaTt o pakTopax, KOTOpble MPUBOLAT K MONOKUTENbHbIM OLLEHKaM,
B OCHOBHOM Bblpaias CBOM pa3Hble MHEHWA O KOHTEKCTe paboTbl M Knumate
opraHusaumu. B 3Toii cTatbe uccnepgyetcA, BAMAIOT M YepTbl xapakTepa U
obcTaHOBKa Ha OLEHKY KaHAMAATa, U €CnW BAWAIOT, TO Kakoli (hakTop oKasbiBaeT
Haubonbluee BAMAHMe. B nccnepoBaHuM MCNonb3oBancA SKCNEPUMEHTANbHbIN MnaH
Mempay cybbektammn 2x2 ¢ obLueil oueHKO B KayecTBe U3MepAEMOl MepeMeHHOM.
XapaKTepucTuka u3MepAnacb 4Yepes KOMMyHWKAbenbHOCTb W KOMMETEHTHOCTb.
Ycnoswa 6binn onpepeneHbl Kak paboTa Ha fomy unu B ocpuce KomnaHum. vnotesbl
ctatbu 6binu cnepytowmmmn; KaHgupatbl, HabpaBluve bonee Bbicokue Gannbl no
KOMMyHMKabenbHOCTU, monyyaT bonee nonoxuTenbHble OOLLME OLEHKW; 3Ta CBA3b
byneT cunbHee ANA TEX KaHAWAATOB, OT KOTOPbIX OMupaeTcA usnyeckasa paboTta B
odouce. 267 y4aCTHUKOB 3aMOfHUAM aHKETY, OLLEHUBAA CBOE PELLEHWE O NMPUEME Ha
paboTy KaHAMAaTa C BbICOKMM YPOBHEM KOMMYHUKabeNbHOCTU MU KOMMETEHTHOCTU,
a TaKkXe BKOYUB ycnoBmA paboTbl B KayecTBe BAMAIOLLEro paktopa B 3TO MOAEeNu.
Mocne aHanusa faHHbIX BbIACHUNOCH, YTO KOMMYHWKAbGEeNbHOCTb [LEeCTBUTENBHO
npuBoaMT K 6onee MoONOMuTENbHbIM OOLWMM oueHkam. PesynbTaTbl nossonunu
coenatb BbIBOJ, YTO OUEHLUMKM BblOpanu KaHgupata, KoTopblii Obin  ckopee
obumMTenbHbIM, 4YeM KomneTeHTHbIM. O6cCTaHOBKa He oOKasana 3Ha4yMTeNbHOro
BAWAHWA Ha B3aWMOJEWCTBME C YepTOil xapaKTepa, U MOMHO CLenatb BbIBOf, YTO
paboTta ypaneHHo unu B oduce KOMMaHUM He BAMAET Ha BblbOp pecrioHAeHTa B
OTHOLLEHWUM NPeLnoYTEHNA KOMMYHUKAOENbHOCTU KOMMETEHTHOCTU NOTEHLMANbHOTO
KaHaupgara.

Knioyesble cnosa: oyeHka kaHOuOama, 4epma xapakmepd, 0bcmaHoska,
KOMMYyHUKabenbHOCMb, KOMNemMeHMHOCMb, NOoXUMesbHble OUeHKU.

hLRL E LNUWUSNAY UShuUSULLh HhUBLAR CLAKULNAR UYGLP LUY
3LULUSULULLEMPL UNShULUUUL LU SNR@3NRLLENE BE”
UNUNESELSNR@3NKLL: H6Mh UULALULUSUNRE3NRLLENE U
uchlusuuLk <ULEM SPUUUAUUTNRG3NRLL HPULUUL
qTLucusuuyuLLENh AGNLLENUUL SHNPOLLEUSNRY

<nyhwbtbu Lhoyjwt (Uduippbpnwdh wquiypn hwdwuwpwt, Lhnbnpwtnbtn)
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Woluwwmwuph eEYuwsénth qguwhwwnwip wnbinhtu £ gwuwgwé Yugdwlybp-
wniejwu hwdwp, uwlwju wju gnpdnuubtipp, npnup hwugbgunud Gu npwywu
quwhwwwlwuubph, Jhéwplyb) Gu hbunwgnnnnubph Ynndhg' hhduwlwuna
ugbiiny hpbug wnwpptip Yupdhpubpp woluwwmwuph hwdwwnbpuwnh b Yuqdwlybp-
wniejwu dpuninpwnp ytpwpbpjwi: <nnwénd nwinwduwuppynd k, el wpnynp
hwwlwupop b npwédpu wanbignieiniu ntubt pliluwdniubph guwhwwndwu Yypw,
L bpb wgnnd Bu, n"p gnpdnuu b wnwydbp JG& wgnbgnuyeiniu niubunu:
Lhwnwgnuinyeyniu oguwgnpdty £ 2x2 inpdwpwpwlwt uwfuwgdnd' npwbu
swithywd thnhnfuwwu: <winfwuhop swthynd Ep dwpnwdnnnigjuwt b hpwyw-
unijwu dhongny: “Ywpguwynpnidp uwhdwuybg npwbiu nuhg Ywd puybipnyejwu
gpwubljwynud woluwwnbip: fenpeh Juplywdubpp htnlywiu thu. Wu ebluwdne-
ubpp, ndptip wybtih pwpép dhwynpubip G hwdwpnd  dwpnw-dnnniejwu
ninpunnd,  Junwuwt  wyblh npwywu  punhwunyp  guwhwwnwlwuubp, wju
hwpwpbpniejnwiutpu wybh wdnip Yihubu wju pEYuwdniubph hwdwp, npnughg
wyuywynwd £, np $pghluwbu Yuouwwnbt gpwubtyjwyhg: 267 dwutwyhg
[nwgpbght hwpgwebppehy, npp quwhwwnw Ep hpkug npnanudp’ woluwwnwuph
punniubint wjuwhup ptYuwdnth, ny nwh pwpép dwpnwdnnni-gntu Jud
Yndwbinmbunnipniu, dhbunyu dwdwuwy ubipwnbiny woluwwwuph Yupguyn-
pnup' npwbu wyu dnnbh Jpw wgnnn gnpdnu: SYjwiubiph Jbipndni-pyniupg
htwnn wwpqybg, np dwpnwdnwuinienut ppwlwunwd  hwugbgund £ wybih
npwywu punhwunyp  quwhwwwywuubiph:  Upryntupubpp  hwugbigpht - wju
Ggpwlwgnipjwu, np wju pGluwoén, nd wybh 2ww dwpnwdnun k, pwu
Yndwybwbuwn, puwnpdbp b quwhwwnnubph Ynndhg: Ywpgwuynpnwip qquih
thnfuwgnbigniejwu wgnbgnieiniu sh niubigh hwwnwuhoh hbwn' Ggpwlwgubny,
np  hbnwyw Ywd puybpngwt  gqpwubijwynd  wotuwwnbipn  sh wgnnwd
wwwnwufuwunnh punpnyejwu Yypw' ynnbughw) pEluwsdnih hwdwp Yndwbnbu-
wnipjntuhg gbpwnuwubiint hwpgnid:
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