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Abstract

Previously, a great stream of research is based on the study of workplace incivility and its
impact on outcomes, but a very few studies were conducted to check the effect of different
moderators and mediators that could affect the relationship of workplace incivility with
outcomes. With the sample (N=100) of employees from telecommunication companies of
Pakistan, current study carries out with the aim of exploring the effect of workplace incivility
and psychological capital on job stress. We also examined the moderating influence of the
psychological capital in the workplace incivility and job stress relationship. Self-administered
surveys were conducted and results of the questionnaire were analyzed by using SPSS
software. Results provided good support for the proposed hypothesis. While workplace
incivility was associated positively with job stress, psychological capital had a significant
relationship with job stress. As hypothesized, the result for the moderation was counter to
expectation where incivility, job stress relationship was stronger when psychological capital
was high. Our study provides a few approaches into the generalizability ideas and concepts
such as workplace incivility and psychological capital in Faisalabad. However, there is a need
to make further efforts to expand and test complex models in different cultural contexts.
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Introduction:
Over the past decade, researchers were documented the harmful effect of interpersonal abuse
and mistreatment in the workplace (Caza & Cortina, 2007, Willness et al., 2007; Cortina et al.,
2001; Lim & Cortina, 2005; Porath & Pearson, 2010). Interpersonal mistreatment refers to
behaviors such as aggression in verbal (e.g., curse), lack of respect (e.g., public humiliation,
and interruption), and isolation (e.g., main task). Interpersonal mistreatments directly affect
employees, and organizational outcomes (Caza & Cortina, 2007; Willness et al., 2007;
Cortina et al., 2001; Porath & Pearson, 2010).
However, in past year has interest increased in “milder” forms of interpersonal mistreatment,
which is known by different names: emotional abuse, intimidation, workplace abuse, and
workplace in-civility (Cortina et al., 2001). Different forms of the interpersonal mistreatment
such as workplace incivility. The literature has shown particular views as an important aspect
of incivility (Cortina & Magley, 2009). Incivility in the workplace, found a relatively new
topic within the interpersonal mistreatment research, one of the most common type of
antisocial behavior in the regulatory environment.
The basic argument is that the lack of civility in some cases, not “general” at all, but
represents the modern gender and racial discrimination in the workplace (Cortina, Kabat-Farr,
Leskinen, Huerta, & Magley, 2011). Namely, with the increase of taboos policies and law that
prohibit discrimination against certain groups in society, acknowledged intentions and efforts
to distance women and minorities in organizational life tolerable anymore (Cortina, 2008;
Cortina, Leskinen, Huerta & Magley, 2011).
However, the difference mask (though unintentionally) back from daily actions rudeness and
still maintain an objective viewpoint. This would be consistent with research showing that
biases continue secret society in the overall and in particular organizations
The prominent feature of workplace incivility, disrespect the rules of the organization
(Pearson et al., 2001), or a violation of the “network contractual and moral obligations that
people stay” (Lim et al., 2008). When uncivilized incidents happen, particular employees do
not explain along the same route. Although the basic standard in respect reactions
organizations, workers has different (if only slightly) to understand these rules and violated
the types of behavior among people.

Review of Literature

Workplace Incivility:

Workplace incivility has been defined by Andersson and Pearson (1999) as “the low intensity
deviant with ambiguous intent to harm the target, in violation of workplace norms of mutual
respect” (p. 457). The general definition of incivility is uncivil, rude, or discourteous behavior.
Uncivil behaviors are characteristically rude and discourteous, displaying a lack of regard for
others (Cortina, 2008; Ismail & Zakuan, 2012; Andersson & Pearson, 1999). Incivility related
to rejected preference. Incivility demonstrated by disrespectful behavior. It undermines the
dignity, lordliness and self-esteem of employees, suffering unnecessary conditions (Cortina,
2008; Ismail & Zakuan, 2012).
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Incivility focused on gender and race. Interpersonal mistreatment in the workplace can based
on social dimensions like that age, disability status and sexual orientation. In an organization,
workplace incivility is increasing the effect in externally and internally. Workplace incivility
is a low level form of deviance in which workplace norms of respect are violated (Cortina et
al., 2011).

A human being targeted with rude and uncivil work behavior related to high job stress,
dissatisfaction, absenteeism, distraction and low productivity, creativity, job satisfaction, job
performance, organizational citizenship behavior and cooperation and lose the commitment
and peoples leave the organization (Cortina et al., 2001; Lim, Cortina & Magley, 2008;
Pearson et al., 2000). Even employees who only the experience incivility another (e.g., seeing
the mistreatment of colleagues) show low job commitment and satisfaction and greater
turnover intention and job burnout (Cortina et al., 2011).

Cortina et al., 2001 differentiate between two classes of deviant behavior (a) directed to
toward organization (b) directed toward Co-workers. Workplace incivility may be
differentiating abusive supervision and petty tyranny. Both abusive and petty tyranny refers to
supervisors or leader mistreatment of subordinates (Taylor, 2010). Workplace incivility is
negatively worked related mental health and physical outcomes.The workplace is affecting on
the employee’s performance, satisfaction, well being and employee attitudes (Cortina et al.,
2001.

Literature suggests that these forms of low intensity verbal abuse are more general place in
the job environment (Sakurai, 2011).The second, the intent behind the acts of incivility are
ambiguous. Can be the instigators of incivility behave in an uncivil manner as a means to
harm the organization, goal, to advantage themselves or may inadvertently conscious
(Sakurai, 2011).

Some Common Examples of workplace incivility such as disrupt the meeting (coming in late,
ignoring the others and inappropriate behavior) and interrupting and neglecting others,
talking down to others, not listening, withholding information, breaking equipment and
paying little attention or showing interest in others’ opinions and passing blames for own
mistakes and avoiding anyone (Ismail, & Zakuan, 2012).

Incivility in the workplace often well known from other forms of interpersonal deviance such
as abusive supervision, and workplace bulling based on two characteristics (Sakurai, 2011).
The first, consisting of incivility low intensity of interpersonal mistreatment. In other words,
if the deviation between persons classified along a continuum of intensity or severity,
incivility would comprise lower closing stages of this continuum (Sakurai, 2011).

Incivility in the workplace is that the problem becomes more important and relevant for
employees and organizations. With more and more jobs in the services become based in the
United States, it is inevitable for most of the staff working in isolation, and thus avoid
unpleasant interactions with all their colleagues as well as’ with clients and customers
(Cortina, Magley, Williams, & Langhout, 2001).

A\ Macrothink International Journal of Human Resource Studies

Psychological Capital:
Psychological capital is defined as “One’s positive assessment of circumstances and chance
for success based on tenaciousness and motivated effort” (Luthans et al., 2007; Harms and
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Luthans, 2012). The study of positive organizational behavior first time introduced in the
Journal of Organizational Behavior about 12 years ago and considerable attention through its
major construct of psychological capital (Harms & Luthans, 2012). Positive psychological
capital is a multidimensional construct of an individual as characterized by high hope,
optimism, self-efficacy and resilience. Taken together, four components of psychological
capital resources are the thread of implicitly reflecting (Luthans et al., 2007; Harms &
Luthans, 2012).

Self-efficacy and hope are important factors than resilience and optimism in foreboding
organizational citizenship behavior and attitudes. Self-efficacy and optimism related to health.
Three facets of psychological capital, hope are a strong facet of work related outcomes and
self-efficacy is share the strongest underlying common denominator (Abbas et al., (2012).

In addition, keep in view the relevance of psychological capital with coping, creativity and
innovation; we test for the impact of psychological capital of supervisory rated innovative
performance and job stress. Psychological capital differentiated from human resources,
physical or technological resources and financial resources (Luthans et al., 2007).

In prior research, positive psychological capital further positive work results and cut back the
counterproductive work behavior (Avey et al., 2009; Luthans et al., 2007). Psychological
capital is helping in facilitating positive organizational change and moderating the
relationship between incivility and job stress.

Recently, scholarly research in the area of positivity of organizational behavior taking into
consideration that there is need to be focused on the individual’s well being and his positive
strengths at the workplace (Abbas et al., (2012). Conducting this type of positive
psychological research resulted with the factors that focused on positives within the people
rather than traditional research that focused only on the negatives within the people (Abbas et
al., (2012).

This is not the equivalent of psychological capital organize the implied knowledge that
employees and managers to build over time by putting in their time and delve into the process
of socialization. In other words, psychological capital is more than just important to know
how things are going (Luthans, Youssef, & Avolio, 2007Db).

Hope:

Hope is a one of the important component of positive organizational behavior. Hope includes
Pathways (I am able to produced the routes to my goals), Agency (I am able to initiate and
sustain movement along those pathways). It is not cognitive and thought. It has volitional and
effective. It has effects on emotion and will. It's not desire some unrealistic wishes but
reasonable expectation. It is reality and anticipates. Hope is longer and believing in
something that is sure but sat least possible (Clarke, 2003). Hope positivity affects multiple
life domains and positively related to health outcomes and physical health (Robinson &
Snipes, 2009). Adults having high hope so utilizing more adaptive problems solving and
changing behaviors (Robinson & Snipes, 2009).

Hope is the anticipation of student’s high achievement across all educational approaches
(Robinson & Snipes, 2009). Hope also anticipates choice study skills and the aliments of
goals in opposing academic situations (Robinson & Snipes, 2009). Admitting the relationship
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between hope and academic achievement is well established, hoping beyond ideology into
the white population is mostly non-existent and additional research is needed (Robinson &
Snipes, 2009). Which is clearly false assumptions course to expect or at least hope it is not
likely a false or foolish optimist called on (Clarke, 2003).

Optimism:

Optimism is the second component of the psychological capital (Robinson & Snipes, 2009).
Optimism is a moderate belief involving view process relates positive thinking and holding a
positive attitude to life situations and events (Robinson & Snipes, 2009). Optimism is a
general expectation of positive consequence that a related to greater success in achieving
goals and optimism viewed as a foundation for well being across life domains (Robinson &
Snipes, 2009).

Optimism is influential in psychological adjustment, educational, occupational, and positively
related to outcomes like that coping strategies, accomplishment, achievement and adjustment
to college (Robinson & Snipes, 2009). Optimism purportedly influences the situation specific
peoples’ thoughts when people are pursuing a goal.

Optimism is expecting a positive outcome in any given goal pursuit and whereas pessimists
expects a negative outcome. Positive expectations set a positive emotion and negative
expectations set a negative emotion (Rand, 2009). Optimism focuses on the positive outcome
but paths identify the routes to achieve the outcomes.

Self-Efficacy:

Self-efficacy is people’s confidence in their ability to achieve a specific goal in a specific
situation. Peoples beliefs about their capabilities to produce designated levels of performance
that exercise influence over events that affect their lives, determines how people feel, think,
motivate themselves and behave (Jude, Jackson, Shaw, Scott, & Rich, 2007). In previous
research, self-efficacy is a considerable impact on performance results (Luthans et al., 2010).
Efficacy differs from the other positive psychological constructs in important ways.
Self-efficacy is the judgments of the personal capability and self-esteem is the judgment of
self worth. Self-efficacy is one’s capabilities to organize and execute the courses of action
required to manage prospective situations (Robinson & Snipes, 2009; Abbas & Raja, 2011).
Previous research shows that self efficacy anticipate various important job related outcomes,
that includes, job performance, job attitude, job stress, and training competencies (Jude et al.,
2007).

A previous research suggests the importance of self-efficacy among American African
students for achievement and well-being (Robinson & Snipes, 2009). Some study of
self-efficacy on childhood disability on parents. Low self-efficacy is associated with
symptoms of depression and anxiety, additionally to lower levels of well being (Karademas,
2006).

Resilience:
Resilience is the last component of positive psychological capital defined as “positive
psychological capacity to rebound, to ‘bounce back’ from adversity, stress, conflict, failure or
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even positive change, uncertainty, progress and increase in responsibility” (Abbas & Raja,
2011). Therefore, resilience characterized by coping responses to not only adverse events, but
also to extreme positive events as well. Resilient people are the ability to positively adapt
new things during risk, adversity and cope (Abbas & Raja, 2011).

Resilient people tend to bounce back from difficult or failure and setback. Resilient person is
peculiar, energetic toward life and open to new experience. Resilient persons are humorous
and use of the creative geographic expedition (Abbas & Raja, 2011). These individuals are to
ability for adaptation and adjustment of positive change (Luthans et al., 2007; Abbas &
Raja, 2011).

Resilient leader is likely to encourage themselves and subordinates to take the risk and to
exhibit innovative behaviors (Abbas & Raja, 2011). Resilience is the difference between
recovering after adversity and remains distressed and do not move ahead. In many research,
resilience stemmed from clinical psychology where the healer focuses interference on both
level assets and risk factors (Luthans et al., 2010). Resilience thinking based upon positive
beliefs, characterized by capacity to see another point of view, thinking that is flexible and
accurate, creative problem solving and ability to continue with daily life, despite obstacles.

Outcome:
Job Stress:

Job stress has been marked in the search for work and one of the occupational hazards and
the most dangerous in the modern era in the industrialized countries. For work related stress
affects health leased 50-80% of mental illness is the nature or related stress (Jamal & Baba,
2000). Job stress influenced from one perception.

Although the perception of the individual affects the pressures of work related, but the
features and time and excessive workload, long working negative effects have employees.
Referred work related stress in the previous study to the demands and challenges caused by
the impact of employee represent (Ching et al., 2011).

Work related stress is compared to always negative, and employee well being, job satisfaction,
and organizational commitment. In addition, associated work related negatively with stress
job satisfaction, and organizational commitment (Ching et al., 2011). Stress direction at work,
and negatively related to job satisfaction, and organization. Work related stress affects job
satisfaction, and organization, in the meantime, director of physical and mental well invested
(Ching et al., 2011).

Job stress is a main concern in the workplace and focus of many organizational researchers
(Jamal & Baba, 1992). Situation that creates tension and stress, such as technology, violence,
and downsizing, are the part of the existing business environment. Additional sources of
stress and anxiety in the workplace includes incompetent supervisor, role ambiguity and work
overload, among other (Jamal & Baba, 1992).
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Theory and Hypotheses:
Workplace Incivility and Workplace Outcome:

Workplace Incivility and Job Stress:

Workplace incivility associated with the employee’s experience of frustration and
intervention with the ability to achieve goals (Spector, 1998). This frustration seen as a form
of experienced job stress, caused by environment stresses like that over plus workload
demands. Employees respond to work stress with a negative emotional react anger,
frustration that results in behavioral (strain), psychological, and physical (Penney & Spector,
2005).

Job stress (positive and negative) expected to relate to a behavior strain reaction outcomes
from cognitive effort, and emotional related to assessing work stresses, and process of coping
(Lazarus and Folkman, 1984). Stress reactions hostility, fatigue, and exhaustion are decrease
performance (LePine et al., 2005). High stress and workload are positively related to
incivility and teamwork behaviors (LePine et al., 2005).

Hypothesis 1: Workplace incivility is positively related to job stress.

Psychological Capital and Work Outcome:

Psychological capital is negatively related to job stress. High psychological capital in persons
is believed to own the cognitive capability of self-regulation those offers the opening, self
discipline, and energy essential to reach one goal (Abbas et al., (2012).

Positive psychological capital resource capability to help the employees by innovative
behaviors and helping the employees to put their efforts to reach the goals by using will
power and way power to face many initial failures, problems, and setback.

The demands for innovation or creativity is high frustration, tenseness, and stress among
employees, positive psychological capital is the potential to get by with stressful demand on
one hand and on the other hand, development and implements ideas (Abbas, & Raja, 2011).
The resources are delusional, cognitive, motivational, and affective components, which help
to successful development and implement ideas in their workplace (Abba & Raja, 2011). In
any case, psychological capital persons, as the definition propose, own the cognitive
capability of self-regulation that provide restiveness and initiative, and self-discipline to reach
the goals (Abbas & Raja, 2011).

Psychological capital, given persons more confidence and excite the positive thinking, which
should result in low job stress. Based on above-mentioned literature, present study proposed
that:

Hypothesis 2: Psychological capital is negatively related to job stress.
Moderating effect of Psychological Capital on Workplace Incivility and job stress:
This theory helps in defining the procedures by those resources like that psychological capital

assists the persons in coping with stress (Abbas, et al., (in press). Self-efficacy beliefs depress
problems behaviors, (e.g. Aggression, and depression) and achieve a greater grade (Abbas et
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al., (2012).

Highly efficacious and effective persons are less likely to expect a loss and failure of
confidence when they faced uncertainties, negative feedback, difficulties, and setbacks.
Psychological capital resources are capacities from the emotional, motivational bases, and
cognitive, through which persons extenuate the malevolent effects of negatively (Abbas et al.,
(2012).

When persons comprehend organizational activities, and process to incivility driven,
psychological capital is helping to minimize the salience of resource loss related to activities,
to cope better the stressors, thereby reducing the incivility and job stress.

Hypothesis 3: Psychological capital is moderate the relationship between incivility and job
stress, such that the relationships become weaker when psychological capital is high.

Theoretical Framework:
Figure 1.1 shows the proposed theoretical framework, which was study in current research.

Conceptual model of the study:

Psychological Capital
(Hope, Self efficacy,
Optimism, Resilience)

Workplace

Incivility > Job Stress

Figure 1.1

Methods:

Sample and Procedure:

The sample consisted of employees working in six well-established public and private sector
organization. The research site included all telecom companies that were (Waird telecom,
Mobilink, Ufone, Telenor, Zong and PTCL) were working in Faisalabad and customer
services offices of Telecommunication Company in Faisalabad, and a large number of call
centers of these telecoms were working in Faisalabad. Faisalabad is the third major city of
Pakistan.

Surveys spread to employees working in clerical, secretarial, or top level positions, high level
designated and trained worker in their respective organizational. Respondents completed
self-report edition that contained items associated workplace incivility, psychological capital
and job stress.

In adding, every one respondent reported her or his name, gender, age, organization,
education, work experience and designation in the demographics component of the survey. Of
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the 160 distributed questionnaires, | received 100 completed self-responses. The response
rate for telecommunication sector was 63%. The greater part of respondents 81% were male
had a mean age of 28 years (SD = 6.37). The average work experience was 4.84 (SD = 5.20).

Measures:
All measurements obtained from a self-report questionnaire. The responses to the entire
variable were measured using a Likert type 5 point anchor

Workplace Incivility:

Workplace incivility measured by Workplace Incivility Scale (WIS) developed by Cortina et
al., (2001). Workplace Incivility Scale 7 questions were assesses workplace incivility of
participants with their supervisors and peers in during last five years. The sample questions
were “Put you down or condescending to you”, “Made demeaning or insulting remarks about
you”, “Addressed you in unprofessional terms” and so on. Responses were taken from five

point scale ranges from “I= strongly disagree”, “3= Neutral” and “5= strongly agree”. The
reliability of workplace incivility was .95.

Psychological Capital:

Luthans et al., (2007) used twenty-three item scales to measure psychological capital.
Psychological capital questionnaire developed to measure four sub dimensions of positive
psychological capital, these dimensions were hope, self-efficacy, optimism, resilience. Six
items were use to assess hope, the sample items were “At the present time, | energetically
pursue my work goals”, “Right now I see myself as being pretty successful at work™ and “At
this time, and I am meeting the work goals that I have set for myself”. Six items were use to
assess self-efficacy. The sample items were “I feel confident analyzing a long term problem
to find a solution”, “I feel confident in representing my work area in meeting with
management” and “I feel confident presenting information to a group of colleagues”. Six
items were use to assess resilience. The sample items were, “When I have a setback at work, I
have trouble recovering from it, moving on”, “I can be “on my own,” so to speak, at work if [
have to” and “I can get through difficult times at work because I have experienced difficulty
before”. Five items were use to assess optimism. The sample items were, “when things are
uncertain for me at work, | usually expect the best”, “I always look on the bright side of
things regarding my job” and “I am optimistic about what will happen to me in the future as it
pertain to work™. Responses were taken on the five point Likert scale which ranges from “1=
strongly disagree”, “3= Neutral” and “5= strongly agree”. The internal consistency
reliability of psychological capital was .85.

Job Stress:

Research used 13 items to measure job stress. Parker and DeCotiis (1983) developed the
scale. The sample items were “I felt nervous as a result of my job”, “Working here leaves
little time for other activities” and “I have too much work and too little time to do it in”.
Responses were taken on a five point Likert scale which ranges from “1= strongly disagree”,
“3= Neutral” and “5= strongly agree”. The reliability of job stress was .91.
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Control Variable:

| used age, gender and work experience as control variables because of their possible effects
on job outcome. Hence, I created a dummy variable (1 = “Male,” 2 = “Female”) to control for
the impact of organizational type on the study reported below. Finally, | included gender, age,
and organization type and work experience as controls for the entire outcome.

Results:

Table 1 shows the mean, standard deviations, and coefficient alpha reliability estimate and
vicariate correlation among all measures. Table two shows regression analyses and table 3
shows main effects and moderated regression analyses.

Correlations:

The table 1 shows correlations between all the variables of the study that separated the
sources and internal consistency of each scale. There were alpha coefficients along the core
diagonal. According to Shultz and Whiteney (2005), and a common standard should be a
good estimate of reliability, including the alpha coefficient is .70 or higher, at least.
Preliminary analyzes indicate that workplace incivility was a significant negative, and
moderate relationship with psychological capital. Additionally, psychological capital was

M SD 1 2 3 4 5 6

1 Age 28.81 6.375 1

2 Gender 1.19 0.394 -0.239* 1

3 Experience 4.8497 5.20277 .823** -0.142 1

4 Incivility 29314 114403 -0.176 -0.012 -292*  (.95)

5 Psycap 3.7591 0.41369 0.048 0.03 0.106  -.334** (.85)

6 Job Stress  3.1838 0.79279 -.208* 0.019 -.283** .706** -.434** (.91)

significant and negatively related to job stress and positively to organizational citizenship
behavior. As hypothesized in this current study, workplace incivility has a significant and
moderates the relationship with job stress, potentially providing support for hypothesis 1, 2,
and 3.

Table 1
Means, Standard Deviations, Correlations and Reliabilities:

Note. N=100; Alpha reliability are presented in parentheses. Psycap= psychological capital.
* Correlation is significant at p <.05
** Correlation is significant at p < .01.
Hypothesis Testing:
linear regression model was used to test all main effect hypotheses (Hypotheses 1, 2, and
3).
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The relationships between the variables of interest in the hypothesis tested using correlation
coefficient, regression and moderated regression. Hypothesis 1, workplace incivility was
positively related to job stress (B =.61, p<.001). This result support Hypothesis 1.

In the same way, Table 2 represents that Psychological capital was negatively related to job
stress (P =-.22, p < .01). This result supports to Hypothesis 2.

Table 2
Results for Regression Analyses:

Job Stress

B R2 A R?
Step 1
Control Variable 0.08
Step 2
Incivility B61***  0.55 A6F**
Psycap -0.22**

Note. N=100; Psycap= psychological capital; Control variable= job stress.
* Correlation is significant at p < .05

** Correlation is significant at p < .01

*#% Correlation is significant at p < .001.

Results for Main Effects an;jral\tjlfd?;rated Regression Analyses:

Job Stress
B R2 AR?

Step 1

Control Variable 0.08

Step 2

Incivility B1F** 0.55 0.46***

Psycap -.22**

Step 3

incivilityxpsycap .27** 0.59 0.04

Note. N=100; Psycap= psychological capital; Control variable= job stress.
* Correlation is significant at p < .05

** Correlation is significant at p < .01

*#* Correlation is significant at p <.001.
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Moderating Influence of Psychological Capital:

| used moderated linear regression analyses to test hypotheses 3 (Cohen et al., 2003).
Analysis of the moderated regression used to study the interactive impacts of workplace
incivility and psychological capital and job stress. First, | entered control variables (age,
gender and experience) in the first step. In the second step, | entered independent, and the
moderator variable. Then, in the third step, | entered the product term of independent and the
moderator variables, that if significant, hypothesis 3 confirmed.

Presented result in table 3 (step 3) show that, controlling for the effect of workplace incivility
and psychological capital, interaction term of workplace incivility x psychological capital for
job stress (B = .27, p <.01). This result supports to Hypothesis 3.

A\ Macrothink International Journal of Human Resource Studies

Discussion:

Despite general conformity among researchers, observed evidence has exposed variations in
the impact of workplace incivility on job stress.

My finding obviously support assertion that when incivility in the workplace, it increase the
job stress (r=.61) and increases the possibility of leaving their organization. In addition,
psychological capital was negatively related to job stress (r=.22). These findings give good
support for the idea of workplace incivility and psychological capital being detrimental to
preferred outcomes at the workplace.

Consistent with earlier research, it considered incivility in the workplace generally related to
employee attitudes (Cortina et al., 2001; S. Lim et al., 2008). Hypothesis 1, indicating that
incivility in the workplace was significant related to job stress. Thus, it seems that in this case,
the experiences aversive workplace such as incivility in the workplace can elicit negative
feelings strong.

The results of my research support the idea that psychological capital has positive and helpful
achieve on desired outcome like that job stress, but not on organizational citizenship behavior.
In addition, | found support for the moderating influence of psychological capital in the
workplace incivility and outcomes relationship. It was interesting, and contrary to my
expectations, the negative association between workplace incivility and job stress was
stronger when psychological capital was high. Similarly, my findings also show that people
with high psychological capital was description job stress low, for high working pressure of
individuals with mental psychological capita is low. These results provide initial support of
features related to creativity and innovation among individuals in psychological capital high.
Effects of stressors also tested out in the current study. Whether the sleeplessness is the effect
of job stress or not, the analysis of this phenomenon reveals that, nearly half of the
respondents relate sleeplessness to the job stress with less agreement on it. This concludes in
the fact that sleeplessness is a problem that changes from person to person which makes it a
more personality issue rather than that of the effect of job stressor.

Theoretical Implication:

Despite the theoretical appeal and the importance of theory in the workplace today, | found
no any studies that examined the relationship between workplace incivility, psychological
capital and job stress. The paper provides extensions to the theory of emerging by exploring
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the link of psychological capital with workplace incivility, and job stress.

The results of the current study have numerous theoretical implications. First, to my
knowledge, this is first study to found a relationship between workplace incivility,
psychological capital and job stress. In addition, discuss the positive psychological capital
traits such as hope, optimism, self-efficacy and resilience.

In addition, the current study helps to establish a model of workplace incivility, psychological
capital and job stress. | was examining the all variables. My finding that psychological capital
moderating the relationship between workplace incivility and work related outcomes.

In addition, given that majority of the research in the organizations focused on addressing the
causes and negative results of work related stress as an employee’s anxiety, depression,
burnout and fatigue (Harrison, 1998).

Practical Implications:

As discussed, mistreatment in the workplace in a variety of shapes with variable frequency,
were bullied studies indicating 37% of American workers at work and approximately 15% of
workers have been deal with to insulting and abusive supervision (Tepper et al., 2006).
Incivility in the workplace, however, may happen in as many as 70% of the organizational
(Cortina et al., 2001).

It is hoped that a better understanding incivility in the workplace leading to the development
and growth of interventions to help alleviate the negative effects on organizations and
employees. This study has suggestions for practicing managers. Since psychological capital is
a comparable state and open to development, mangers can help their employees through
training involvements to develop the psychological capital (Luthans et al., 2008).

Managers could deal with the contributing factors of workplace incivility in the ways such
that by making clear procedures and policies, effective communication plans and information
infrastructures and good governance, guidance and feedback, to reduce the effect of incivility
on employees. Managers should reexamine there hiring and selection procedures, selection
criteria should include checking personality characteristics that could add buffering effect in
dealing with a stressor at workplace.

The staffs help to promote new ways to accomplish their duties and tasks. People can be seen
psychological capital, because of the positive psychological resources as a competitive
advantage for their organizations. In adding, managers must be careful in the allocation of
managers is relatively cumbersome for those who are low psychological capital that these
individuals are more possible to statement job stress.

The management should recognize that incivility in the workplace is a problem between its
employees or workers. Incivility in the workplace may seem like trivial problem for
management studies, but showed earlier that incivility in the workplace can be detrimental to
many individual and organizational efforts (Porath, & Pearson, 2010; Lim, Cortina, &
Magley 2008). Recognizing the significance of incivility in the workplace as a problem at
work, and can take other measures to prevent acts of incivility occurrence.

Management can use different methods for the communicating of guideless and rules of
incivility in the workplace. For example, they can establish guidelines and rules in place
within the organization where all members of the organization can access them or they can

13 www.macrothink.org/ijhrs



: b ISSN 2162-3058
Institute 2014, Vol. 4, No. 2

write the guidelines and rules on the intranet Web page for the organization. Similarly,
management can communicate the guidelines and rules in the public meetings of the
orientation program for new employees and the organization.

A\\ Macrothink International Journal of Human Resource Studies

Future Research:

Future research should be in this area examines the role of individual monitors and other
contextual moderators in the connection between workplace incivility and job stress. For
example, exploring the effect to five major attributes on the workplace incivility and job
stress the relationship can provide insight into our understanding of the interaction of the
individual and circumstances factors in determining the different behaviors and attitudinal
outcomes.

Future researchers in this domain of research that focused on effects of workplace incivility
across different nations, in future a direct comparison of culture-to-culture or western to
non-western culture samples be used to dig into the moderating effect of cultural aspects.
Future studies, could effort to capture directly the point of view of the initiator, which require
innovative and modern methods to overcome the desire for social bias. It would be also
interesting to connect the instigators of their emotions, thoughts, and context shares, which
are still testing the theory Cortina and help us to understand the social and personal factor or
features that fuel incivility.

Apply this study on other cultures as well. The direct comparison of western and non-western
cultures while studying this model. Take psychological capital as moderator with other
stressors and check the effect. Take other personality contextual factors as moderator in the
relationship of workplace incivility and job stress.

Conclusion:

The study reported demonstrates that the experience of incivility in the workplace affect
employee well being and attitudes, may experience incivility in the workplace indirectly
affect the feeling and employee behavior, and responses employee to incivility vary
depending on the source (for example, coworker or supervisor incivility).

Initial research examined the direct relationship between incivility in the workplace and job
stress. In particular, I have proposed and found support for the model linking incivility in the
workplace to job stress through the moderating effects of psychological capital.

These results extend the investigation before by showing that the link between workplace
incivility and job stress is more complex than previously thought, and thus contributes to the
pursuit of the development of an integrated model to explore the impact of the negative
effects of incivility.

My study provides a few approaches into the generalizability ideas and concepts such as
workplace incivility and psychological capital in Faisalabad. However, there is a need to
make further efforts to expand and test complex models in different cultural contexts.
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