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Speaking Points

Incivility, as a contemporary phenomenon, is prevalent within the modern workplace and
is bad for business. Managers are an organizations’ first line of defense in the face of the
contemporary threat. Managers do not possess equal understanding of the definition and
scope of workplace incivility, nor do they have a common frame of reference for
understanding its impact upon organizational productivity or the organization’s climate.

Research suggests that managers’ self-awareness is a contributing factor toward
recognizing, moderating, and mitigating the antecedents and consequences of workplace
incivility. Furthermore, managers’ levels of interpersonal awareness frame and moderate
the prevalence and consequences of workplace incivility within the organization.
Managers may contribute to workplace incivility through suboptimum levels of self-
awareness and interpersonal awareness or may cause the deviant behaviors to spiral and
escalate. Managers profess to embrace the underlying principle of the Golden Rule
within the work environment, but may not be aware of the gap between personal
intentions and desired outcomes.

Possible Questions

1. Is managers’ self-awareness a contributing factor toward recognizing, moderating,
and mitigating the antecedents and consequences of workplace incivility?

2. Does managers’ level of interpersonal awareness frames and moderates the
prevalence and consequences of workplace incivility within the organization?

3. Do managers as leaders contribute to workplace incivility through suboptimum
levels of self-awareness and interpersonal awareness or may cause the deviant
behaviors to spiral and escalate?

4. Could managers employ individual levels of sophistication within an
organization’s hierarchy to perpetrate yet purposely obfuscate acts of workplace
incivility?

5. Do managers, as representative employees, seek out, and flourish in a work
environment imbued with positive workplace behaviors, yet is it possible that they
do not always recognize that their personal leadership style serves as both a
productivity enabler and contributes to the tone and tenor of the organization
toward creating a civil workplace?

6. Managers profess to embrace the underlying principle of the Golden Rule within

the work environment, yet is it possible that they may not be aware of the gap
between personal intentions and desired outcomes?
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