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ABSTRACT

The impact of the work environment on employees has been well
researched, with little focus on the pathways of such relationships.
This study aimed to examine whether workplace incivility and
personality predict workplace stress and organizational citizenship
behavior (OCB). The role of John Henryism (JH), Probabilistic
Orientation (PO), work self-efficacy, and resilience on workplace
stress and OCB was also explored. The data were collected through a
survey using self-report measures of perception of fair interpersonal
treatment in the workplace, workplace incivility, work self-efficacy,
JH, PO, workplace stress, and OCB from 206 (M=120, F=86)
employees from the IT industry, aged 22 to 42 (M=30.47, SD=5.60).
Multiple regression analyses revealed that workplace incivility (from

supervisor and client) positively predicted workplace stress. At the
same time, coworker incivility did not predict workplace stress. On
the contrary, workplace incivility (supervisor, coworker, and clients)
did not predict OCB significantly. JH and work self-efficacy
positively predicted OCB, while PO negatively predicted OCB. This
research provides new directions for future research that workplace
stress is predicted by supervisor and client incivility, and OCB is not
predicted by workplace incivility.

Introduction

Workplace incivility refers to the exchange of what appears to be insignificant insensitive
words and actions that typically go against the traditional norms of how individuals should
conduct them in the workplace (C. Pearson & Porath, 2009). It is understood as a global
problem that affects employees across multiple professions (Schilpzand et al., 2016). Those
who observe incivility tend to have a negative reaction towards instigators, but their reactions
towards the targets remain unchanged (Reich & .Hershcovis, 2015). Various international
studies (Cortina et al., 2001; C. Pearson & Porath, 2009; Torkelson et al., 2016) and Asian
studies (D’Cruz & Rayner, 2012; Lim & Lee, 2011; Yeung & Griffin, 2008; Zhang et al.,
2018) have reported that most of the employees experience a shade of incivility at their
workplace. The present study will provide insight into how psychological factors and
workplace incivility can affect workplace stress and OCB, all of which have implications for
the employee as well as the organization.

Incivility may arise from different sources, including supervisors, coworkers, and even
clients or customers. Supervisor incivility is the low-intensity aberrant behavior by
supervisors to harm the subordinate with unclear intention to violate the standards for mutual
respect prescribed in the workplace (Andersson & Pearson, 1999). Coworker incivility
denotes the uncivil behaviors instigated by individual coworkers, such as hurtful remarks,
rude emails, shunning, and gossip (Reio, T. G. & Sanders-Reio, 2011). Customer incivility
I
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indicates deviant behaviors of low-intensity performed by someone who is a client or
customer that reflects unclear intent to hurt an employee and violates social norms of courtesy
and mutual respect (Sliter et al., 2010). Incivility develops a toxic workplace which causes
problems among the employees like depression (Lim & Lee, 2011), stress (Adams &
Webster, 2013; Beattie & Griffin, 2014), poor memory recall (Porath & Erez, 2007), low
affective trust (Cameron & Webster, 2011), intense aggressive behaviors (Blau & Andersson,
2005; C. M. Pearson et al., 2000), depletion in job performance (Blau & Andersson, 2005;
Porath & Erez, 2007; Rhee et al., 2017; Schilpzand et al., 2016), and low job satisfaction
(Cortina et al., 2001; Lim et al., 2008; Lim & Cortina, 2005; Wilson & Holmvall, 2013).
Thus, incivility affects the overall well-being of the employees and the organization.

A previous study found that workplace incivility contributes to job stress (Shabir et al.,
2014). John Henryism, for instance, refers to expending high effort in the context of
prolonged exposure to stress as a form of coping (James et al., 1983). John Henryism (JH)
refers to a strong behavioral predisposition to actively cope with psychosocial and
environmental stressors (Angner et al., 2011; James, 1994; James et al., 1983). Researchers
have found that African Americans may use JH to face psychosocial stressors (James, 1994;
James et al., 1983). JH is related to various lifestyle risk factors for cancer (Van Loon et al.,
2001). Moreover, men employed in lower rank professions who were high on JH had
significantly higher risks of acute myocardial infarction, even when adjusted for age (Mujahid
etal., 2017). Also, JH served as a protective factor against PTSD in intimate partner violence
experienced by White women (Kramer et al., 2015). JH can influence how one perceives and
responds to workplace stress.

Organizational citizenship behaviors (OCB) refer to behaviors voluntarily performed
by employees that contribute to an organization as a system to satisfy its functions
systematically (Organ, 1988, 1990). Workplace incivility can result in employees perceiving
that the social exchange relationship they shared with their organization is damaged, resulting
in poor OCB (Taylor et al., 2011). Research on workplace aggression and abusive supervision
also has found that higher workplace mistreatment results in less OCB in employees
(Greitemeyer & Rudolph, 2003; Zellars et al., 2002). Merely attending to or observing
workplace incivility events can result in employees engaging in less OCB (Porath & Erez,
2009). Incivility also negatively speculates individuals’ OCB (Mao et al., 2019).

In a work context, self-efficacy is an essential antecedent of motivation. Studies show
that individuals high on self-efficacy are more optimistic and determined about their ability
to reach goals by applying their knowledge to specific tasks (Bandura, 1997; Chen et al.,
2004). Self-efficacy and stress are two concepts that are connected. Individuals differ in how
they perceive external demand or pressure, with some perceiving them as a threat while others
perceiving them as a challenge. It is found that those who have high self-efficacy beliefs tend
to perceive such external demands as a challenge instead of seeing them as threats (Chemers
et al., 2001; Pintrich & De Groot, 1990). There is a significant negative correlation between
job stress and self-efficacy among psychiatric nurses' (El-Azzab et al., 2019; Zaki, 2016).
Self-efficacy controls the stress-strain association (Grau et al., 2000). Those with high job
self-efficacy and increased accountability have an increased incidence of OCB (Royle et al.,
2005), and general self-efficacy positively predicted citizenship behaviors in men
(Beauregard, 2012).

Resilience refers to the dynamic capacity of the system to successfully adapt to
conditions challenging its development, viability, and sustenance (Masten, 2013). It is
indicated by positive outcomes despite being exposed to factors that increase one’s
vulnerability (Carlton et al., 2006; Tiét & Huizinga, 2002). Nowadays, there is an increasing
interest in how employees in the business world manage the challenges they face in their
workplace (Badran & Kafafty, 2008; Caverley, 2005). Few studies have reported a positive
relationship between employee resilience and OCB (Paul et al., 2016; Sari & Wahyuni, 2019).
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Resilience is a phenomenon that indicates positive adaptation in the face of challenges or
adversity. However, it may also be possible that a resilient individual, in the context of
workplace incivility, may respond to it by positive behavior like organizational citizenship
behavior (OCB).

Probabilistic orientation (PO) represents a personality orientation indicating a neutral
locus of control (Annalakshmi, 2021; Narayanan, 1977). Several studies have shown that PO
is associated with mental health, wellbeing, and resilience (Annalakshmi, 2004; Priya, 1997;
Usha, 2005). Also, the relationship between PO and perceived self-efficacy is mediated by
ego-resiliency (Annalakshmi, 2020). Personality factors like JH, self-efficacy, resilience, and
PO can affect workplace stress and OCB. The rationale for the present study is that since
individual factors and one’s experience in the workplace can influence individual and
organizational outcomes, it may be worthwhile to examine how certain personality factors
and workplace incivility experiences influence outcomes like workplace stress and OCB.

Civility at the workplace helps create a favorable working environment for the
employees and thus aids in forming a stable and productive organization. Workplace incivility
grows up as a harmful habitat for employees to work, developing various physical and mental
health problems. Hence, studying the factors associated with workplace incivility, workplace
stress, and OCB deserves urgent attention, owing to its potential consequences on individual
employees and the organization. The present research examines the relationship between
workplace incivility and certain personality factors on the one hand and certain outcome
variables like workplace stress and OCB on the other end. Specifically, the study examines
the effect of personality factors (John Henryism, work self-efficacy, PO, and resilience) and
workplace incivility on two outcome variables, namely, workplace stress and OCB. Specific
to the current study, we operationalized work incivility in two ways: (a) the level of
interpersonal fairness perceived by employees in their organization and (b) employee
perception of unfair behavior or treatment by supervisors, coworkers, and customers. It is
hypothesized that personality factors included in the study will positively predict OCB and
negatively predict workplace stress. Further, it is also hypothesized that workplace incivility
will positively predict workplace stress and negatively predict OCB. These hypotheses are
tested in the study.

Method
Research Design

A quantitative research design was adopted for the study, and the data was collected from IT
employees across India via an online survey. The researchers sought permission from the
company officials to collect the data and obtained informed consent from the participants
before giving the survey. Participation in this study was entirely voluntary, and the data was
collected in an anonymized manner.

Participants

The study was conducted on 206 IT professionals (120 men and 86 women) aged 22-42 years
(M=30.47, SD=5.60). The mean number of years of work experience was 7.50 years
(§D=4.24), and the mean number of years worked in the organization there were serving
during this study was 5.13 years (SD=3.36). The participants were recruited from Kochi,
Bangalore, Coimbatore, Chennai, Kolkata, and Delhi IT-based industries. Out of this, 74.3%
of participants worked for Multi-National Companies (MNC), and 25.7% were from private
organizations. A brief description of the sample is presented in Table 1.
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Table 1
Description of Participants
No Variable Percentage
1 Marital Status
Single 49.0%
Married 41.2%
Divorced 6.4%
Engaged 3.4%
2 Religion
Hindu 78.3%
Christian 16.7%
Muslim 2.0%
Did not identify with any religion 3.0%
3 Community
FC/OC 61.2%
BC 28.6%
MBC 5%
SC 2.4%
Did not disclose 7.3%
4 Place where most parts of their life were spent
City 39.9%
Metro cities 33.8%
Small towns 20.2%
Rural area 6.1%
5 Education
Professional degree 39.8%
Bachelor’s degree 38.8%
Master’s degree 21.4%
6 Position
Manager 18.9%
Senior analyst 36.9%
Analyst 28.2%
Data Operator 4.4%
Web developers 5.3%
Consultants 6.3%

Note: FC, BC, MBC, and SC are categories currently recognized by the Government of India as categories
based on a historical hierarchy of caste in India to promote representation of the various equity groups in
education and employment.

Instruments

Perceptions of Fair Interpersonal Treatment Scale (Donovan et al., 1998). This 18-items scale
purports to measure employees' perceptions of the fairness of interpersonal treatment in their
work environment. Specifically, the scale assesses an employee's perceptions of how their
supervisors and coworkers in their organization treat them. The scale is composed of two
subscales, supervisor and coworker treatment. The respondents are asked to rate each
experience related to their workplace using a five-point rating scale, ranging from O (never)
to 4 (many times). A sample item from the scale is "Employees are treated with respect.” The
Cronbach's alpha for the scale on the present sample is.75.

Workplace Incivility Scale (Cortina et al., 2001). This scale measures uncivil behaviors
from supervisors, coworkers, and customers. The scale consists of 3 subscales: supervisor
incivility (7 items), coworkers incivility (7 items), and customer incivility (5 items). The
respondents are asked to rate each experience related to their workplace using a five-point
rating scale, ranging from 0 (never) to 4 (many times). A sample item from the supervisor
incivility subscale is "Your supervisor made demeaning or derogatory remarks about you.”
A sample item from coworker incivility is “Your coworker addressed you in unprofessional
terms, either publicly or privately.” A sample item from customer incivility is “Your

D
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customers/clients doubted your judgment on a matter over which you have responsibility.”
The Cronbach’s alpha for the scale on the present sample for the supervisor incivility,
coworker incivility, and customer incivility are .85, .90, and .86, respectively. The
Cronbach’s alpha for the overall scale is .93.

John Henryism Active Coping Scale (James, 1994). This scale is a 12-item scale that
measures active coping. The scale intends to capture predisposition toward active, high-effort
coping with psychosocial and environmental stressors. The respondents are asked to rate each
experience related to their workplace using five response options, ranging from 0 (completely
false) to four (completely true). A sample item from the scale is “When things don't go the
way [ want them to, that makes me work even harder.” The Cronbach's alpha for the scale on
the present sample is .84.

Probabilistic Orientation Questionnaire (POQ) (Narayanan, 1977). The POQ consists
of 30 items that purport to measure the phenomenological personality orientation of the
respondent. A short form of POQ consisting of 14 items from the original scale was used in
this study. The respondents are required to indicate their agreement with the items using a
'yes' or 'no' response. A sample item from this scale is “Event by themselves are just neutral
ones; we only label them ‘‘good luck’ or ‘‘odd-luck.” The Cronbach's alpha for the scale on
the present sample is .68.

Workplace stress survey (American Institute of Stress, 1998). The scale consists of 10
items that assess the workplace stress of the subject. The respondents are asked to rate each
item using a 5-point rating scale, ranging from 0 (strongly disagree) to 4 (strongly agree). A
sample item from this scale is “Most of the time, I feel I have very little control over my life
at work". The Cronbach's alpha for the scale on the present sample is .76.

Work Self-Efficacy Scale (WSEC) (Avallone et al., 2007). The original scale consists
of 10 items that assess perceptions regarding specific work domains. However, only the first
nine items were selected for this project. Since item 6 and item 10 were pertaining to working
with others and were overlapping, only item number 6 was included. The respondents are
asked to rate each item using a 5-point rating scale, ranging from O (not at all) to 4 (very well).
A sample item from this scale is “Thinking of future work, how well can you finish assigned
work.” The Cronbach's alpha for the scale on the present sample is .86.

Organizational Citizenship Behavior Checklist (OCB-C) (Fox et al., 2011). The scale
aims to measure the frequency of citizenship behaviors at the workplace. Only ten items from
the 20 items of the checklist that were most relevant to the culture and context of the sample
in the present study were selected for use in this study. The respondents are asked to rate each
item using a 5-point rating scale, ranging from 0 (never) to 4 (always). A sample item from
the scale is “How often have you done this in your present job - Volunteered for extra work
assignments." The Cronbach’s alpha for the scale on the present sample is.87.

Bharathiar University Resilience Scale (BURS) (Annalakshmi, 2009). The 30-items
scale purports to measure the resilience of an individual. Only ten items from the original 30
items scale were selected for this study. The respondents are asked to rate each item using a
S-point rating scale, ranging from O (strongly disagree) to 4 (very well). A sample item from
this scale includes “I always seek people and opportunity to overcome my difficulties and
grow up". The Cronbach’s alpha for the scale on the present sample is .75.

Procedure

A link to the online survey was shared via Google Forms to potential participants working in
IT companies, requesting them to share it with their contacts in the field. The researchers have
also circulated a few questionnaires by visiting various I'T companies.

Data Analysis

IBM SPSS Statistics version 21 was used to do the data analysis. A one-way ANOVA,
correlations, and hierarchical multiple regressions were used to analyze the data.
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Results

A one-way ANOVA was carried out to examine the gender differences with regard to study
variables. It was found that males and females differed on interpersonal fair treatment [F
(1,204) = 5.97, p < .05], supervisor incivility [F (1,204) = 5.30, p< .05], coworker incivility
[F (1,204) = 12.56, p< .05] and overall incivility [F (1,204) = 8.50, p< .05] respectively.
Males [M =26.23, SD = 8.46] were found to have higher scores on interpersonal fair treatment
than females [M = 28.95, SD = 6.98]. Females [M = 7.95, SD = 5.22] were found to have
higher scores on supervisor incivility than males [M = 6.14, SD = 5.81]. Also, females [M =
7.58, SD = 5.64] were found to have higher scores on coworker incivility than males [M =
4.79, SD = 5.52]. In addition to that, females [M = 19.51, SD = 12.51] have higher level of
overall incivility than males [M = 14.06, SD = 13.74]. In sum, males reported higher levels
of interpersonal fair treatment than females. Females reported higher levels of supervisor
incivility and coworker incivility than males. In addition to that, females have higher level of
overall incivility than males.

No significant gender difference was found on clients incivility [F (1,204) = 2.01, p >
.05], John Henryism [F' (1,204) = .06, p > .05], probabilistic orientation [F (1,204) = .01, p>
.05], workplace stress [F (1,204) = .13, p> .05], work self-efficacy [F (1,204) = .14, p> .05],
organizational citizenship behavior [F (1,204) = .00, p> .05] and resilience [F (1,204) = 1.55,
p> .05] respectively. It is interesting to note that males and females did not differ on any of
the personality factors or outcome variables included in this study. They also did not differ
with regard to clients’ incivility.

Two hierarchical multiple regression analyses were conducted to examine the unique
contribution of independent variables on the dependent variables, viz., workplace stress and
organizational citizenship behavior, respectively. Variables are entered as follows: gender,
interpersonal fair treatment, supervisor incivility, coworker incivility, client incivility, John
Henryism, probabilistic orientation, work self-efficacy, and resilience. The results are
presented in Table 2 and Table 3.

Table 2

Hierarchical Multiple Regression Analysis to Predict Workplace Stress
Variables Model 1 Model 2 Model 3

B B B B B B

Constant 19.21* 14.12* 17.47
Gender -33 -.030 -1.32 .10 -1.03  -.08
Interpersonal Fair Treatment .09 A1 .07 .08
Supervisor Incivility 28" 25 23" .20
Coworker Incivility -.02 -.02 .03 .03
Clients Incivility 34722 28" .19
John Henryism -.03 -.04
Probabilistic Orientation -.14 -.06
Work Self-efficacy -.15 -13
Resilience 17 .14
R? .001 21 .24
F 130 10.86%** 6.83%%*
AR? .000 VA S .03
AF 130 13.53 %% 1.63

*p <.05,"p <.01, ™"p <.001
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Table 3

Hierarchical Multiple Regression Analysis to Predict Organizational Citizenship Behavior
Variables Model 1 Model 2 Model 3

B i B i B i

Constant 25.41™ 30.2" 10.88"
Gender .02 .000 .62 .04 .53 .03
Interpersonal Fair Treatment -.18" -.19 -05  -.06
Supervisor Incivility .06 .05 A1 .08
Coworker Incivility -.08 -.06 =25 -.19
Clients Incivility -.01 -.01 17 .10
John Henryism .19 .19
Probabilistic Orientation -50" 17
Work Self-efficacy 38" .26
Resilience .16 .09
R’ .001 .04 25
F .001 1.65 7417
AR? .001 .04 217
AF .001 2.07 14.06™

*p <.05, "p <.01, ™p <.001

Hierarchical multiple regression was run to determine if the addition of interpersonal
fair treatment, supervisor incivility, coworker incivility, clients incivility, John Henryism,
probabilistic orientation, work self-efficacy, and resilience improved the prediction of
workplace stress over and above gender. A total of 24% variance in workplace stress was
accounted for the predictor variables [AR’= .03, F (9,196) = 6.83, p < .001]. Model 2 variables
(interpersonal fair treatment, supervisor incivility, coworker incivility, clients incivility)
contribute an additional 21% of the variance in workplace stress [R’= 21, F (5,200) = 10.86,
p < .001]. Model 3 variables (gender, interpersonal fair treatment, supervisor incivility,
coworker incivility, clients incivility, John Henryism, probabilistic orientation, work self-
efficacy, and resilience) accounted additionally 3% of the variance on workplace stress [AR?=
.03, F(9,196) = 6.83, p < .001].

Hierarchical multiple regression was run to determine if the addition of interpersonal
fair treatment, supervisor incivility, coworker incivility, clients incivility, John Henryism,
Probabilistic orientation, work self-efficacy, and resilience improved the prediction of
organizational citizenship behavior over and above gender. A total of 25% variance in
organizational citizenship behavior was accounted for the predictor variables [AR? = 21, F
(9,196) =7.41, p<.001]. Model 2 variables (interpersonal fair treatment, supervisor incivility,
coworker incivility, clients incivility) contribute an additional 4% of the variance in
organizational citizenship behavior [R? = .04, F (5,200) = 1.65, p< .001]. Model 3 variables
(gender, interpersonal fair treatment, supervisor incivility, coworker incivility, clients
incivility, John Henryism, probabilistic orientation, work self-efficacy, resilience) accounted
additionally 21% of the variance on organizational citizenship behavior [AR? = .21, F (9,196)
=7.41, p<.001].

Discussion

Recent years have seen a surge in the number of employees in the IT industry. With a growing
ratio of male and female employees, the preliminary analysis in the present study examined
the gender differences in workplace incivility, workplace stress, and OCB. The results of the
present study show that males perceived significantly higher interpersonal fair treatment but
lower supervisor incivility, coworker incivility, and overall incivility than females. The
results go in line with the findings of previous studies. Female employees report more
I
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workplace incivility than males (Andersson & Pearson, 1999; Cortina et al., 2001, 2013;
Gabriel et al., 2018; Smith et al., 2021; Young et al., 2021), especially supervisors (Clay,
2013; Hu & Liu, 2017; Hurst et al., 2017) and coworker incivility. Whether this may be due
to women being perceived as less threatful who may not retaliate and soft targets needs to be
examined in further studies.

It is also found that supervisor incivility and client incivility positively predicted
workplace stress. Supervisor incivility will trigger workplace stress in employees. Likewise,
substandard behavior of clients (Sliter et al., 2010), unnecessary work overload, negligence
of supervisors also can be a source of work-related stress (Lim et al., 2008). Further,
supervisor incivility has a significant negative effect on the value congruence of the
employees besides its influence on employees’ stress and recovery (Jiménez et al., 2015).
Workplace incivility is more pervasive than abusive behavior in high-context cultures (Liu et
al., 2019). Thus, supervisor incivility could lead to a host of negative factors, including high
workplace stress. The present study also found that client incivility was positively predicting
workplace stress. Customer incivility was positively related to emotional job demands and
burnout experienced by employees, and coworkers' incivility was also positively related to
burnout (Kim & Qu, 2018). The employees are under pressure to meet the client’s demands.
Hence, client incivility can significantly influence employees’ perceived workplace stress.
Further, work self-efficacy negatively predicted workplace stress in the present study. This
finding is in line with findings of previous studies (Dijk, 2009; Prahara & Indriani, 2019).
Employees who are confident in executing the course of action to manage a wide range of
work situations may experience less workplace stress.

Interestingly, workplace incivility did not predict OCB significantly in the present
study. This finding is contradictory to previous research findings. Workplace incivility had
significant indirect effects on OCB mediated through burnout (Liu et al., 2019) among
employees from different types of industries. The findings related to workplace incivility and
OCSB 1n this present study could be attributed to the professional context of the participants
who are from the IT industry. We hypothesized that workplace incivility would negatively
predict OCB since those subjected to workplace incivility may try to give it back to others by
not engaging in OCB. However, the present study's finding related to workplace incivility
shows that it did not predict OCB. It is possible that in the IT industry, the employees who
experience workplace incivility do not respond to it by engaging in incivil behavior avoiding
OCB but may be responding to it in different ways. It is also possible that the relationship
between workplace incivility and OCB is not a straightforward one; rather, it may be mediated
by several potential factors like work engagement (Jawahar & Schreurs, 2018).

All internal factors are chosen in the present study, John Henryism (JH) and work self-
efficacy significantly positively predicted OCB, while probabilistic orientation (PO)
negatively predicted OCB. A negative relationship is shared between stress and OCB (Soo &
Ali, 2017). Hence, individuals with higher active coping may adapt well and engage in OCB.
Previous studies have also found self-efficacy positively influenced OCB (Anfajaya &
Rahayu, 2020; Pratiwi & Nawangsari, 2021), and those engaging in approach coping
demonstrate higher levels of OCB (Lilly & Virick, 2013). Self-efficacy has a positive effect
on employee engagement, organizational commitment, and job satisfaction, all of which can,
in turn, positively influence OCB (Na-Nan et al., 2021).

In the present study, it was hypothesized that those high on PO would also report higher
levels of OCB. However, it is intriguing to note that we found a negative relationship between
PO and OCB. PO reflects a neutral locus of control (Narayanan et al., 1984), and the factors
of PO may be more relevant to an individual coping than interpersonal relationships. Further
studies may be needed to understand the dynamics involved in the relationship between PO
and OCB.
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There was no significant difference between males and females on the clients' incivility
they reported. The study is on IT employees, where gender may not play a prominent role
compared to other industries. It is plausible that clients' behavior towards employees in the
IT sector may depend more upon the competency and work efficiency of the individual, with
gender playing a minimal role. No gender difference is observed on JH and PO in the present
study. It indicates that irrespective of gender, expending high levels of effort to cope with the
stressors and accumulating physiological costs is the same for all employees. However, a
study has found that gender moderated the relationship between behavioral disposition of JH
and blood pressure (Dressler et al., 1998), and this contradicts the finding of the present study.
Further research is required to understand how gender influences JH. PO reflects matured
personality and a worldview that enables individuals to understand the big picture instead of
getting lost in minute details. It reflects an outlook that helps individuals perceive all
outcomes with equanimity. In this study, there is no gender difference in PO, both genders
included in the study were given to PO at similar levels.

This study has no gender difference in workplace stress and work self-efficacy. It
indicates that whatever be the stressor, the stress experienced by individuals depends on how
they perceive the event and not on the gender of the person. Certain studies (Geller & Hobfoll,
1994) have reported that women and men experience similar levels of work stress. In contrast,
some studies have found that women experience higher levels of work stress than men
(Antoniou et al., 2006; Michael et al., 2009), while others report that men experience higher
levels of stress than women (Loosemore & Waters, 2004; Rivera-Torres et al., 2013).
However, the present study's findings did not show any gender difference in workplace stress.
As the present study participants were from the IT industry, where mental competence matters
more than physical competence, gender may not have a significant role in workplace stress.
The same factor, 1.e., the nature of work in the IT industry, may be used to explain the lack
of gender difference in work self-efficacy.

It was also found from the present study that there is no gender difference in OCB. This
finding implies that OCB depends on each individual's voluntary commitment towards an
organization and is not predicted by gender. Previous studies have shown that altruism and
civic virtue lead to work self-efficacy, ultimately leading to engagement in OCB (Shahidi et
al., 2015), and perception of organizational justice also leads to OCB (Moorman, 1991). In
addition, studies have indicated that organizational involvement, task orientation, and
altruistic behavior are contributors to OCB (Turnipseed, 1996), and resilient individuals also
show responsibility and ownership, which predicts OCB (Paul et al., 2016). Psychological
factors rather than gender appear to influence OCB.

With regard to resilience, the present study found no significant gender difference. It
may indicate that despite any gender, people can bounce back from a threatening or stressful
situation. This finding is supported by other studies (Bezek, 2010). However, a few studies
have identified that women reported lower resilience than men (Erdogan et al., 2015; Hirani
et al., 2016). It is interesting to note that while men scored higher on resilience than women,
the association was not significant when trauma type was controlled (Portnoy et al., 2018).

Though the present study has some significant findings, the study also has a few
limitations that need to be duly acknowledged. First is the use of self-report measures for
collecting data. There is a possibility for social desirability bias in the study, which cannot be
ruled out entirely. Second, as it is an online survey, participants may try to provide answers
to present themselves favorably. They may also feel bored or exhausted while doing the
survey online on their own. Also, a qualitative study can provide better insight as it can
provide more elaborated information to describe complex matters.

In practical terms, the study provides a sense of urgency for an empirical investigation
of workplace incivility. It also highlights the importance of gender as a factor in
organizational behavior-related studies. From the study, organizations can understand the
importance of applying suitable OD interventions to create an effective work environment
I
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and nurture positive personality characteristics of the employees. If the management exhibits
fair interpersonal treatment, their employees will be committed to the organization's goals,
which will lead them to display positive employee actions. Management needs to epitomize
the behaviors they want their employees to take on. Higher active coping (JH) and work self-
efficacy of the employees should be boosted by offering professional development
opportunities and self-management training, which would help them cope effectively with
situations that cause stress. However, more studies are required to understand the relationship
dynamics between PO and OCB.

Conclusion

Findings of the present study indicate that females are more vulnerable to workplace incivility
than males. Females specifically faced higher supervisor and coworker incivility than males.
Therefore, it is important to address these issues efficiently and empower women to ensure
the sustainable development of society and remove gender inequality. However, workplace
incivility did not predict OCB significantly. John Henryism and work self-efficacy positively
predict OCB, while probabilistic orientation negatively predicts OCB.
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