< EnPress

Article

Journal of Infrastructure, Policy and Development 2024, 8(12), 8813.
https://doi.org/10.24294/jipd.v8i12.8813

Why should i be judged? Exploring third party perceptions of workplace

incivility against single working mothers

Alka Singh Bhatt

Amity Business School, Amity University Lucknow Campus, Uttar Pradesh 226028, India; fl13alkab@iima.ac.in, asbhatt@amity.edu

CITATION

Bhatt AS. (2024). Why should i be
judged? Exploring third party
perceptions of workplace incivility
against single working mothers.
Journal of Infrastructure, Policy and
Development. 8(12): 8813.
https://doi.org/10.24294/jipd.v8i112.8813

ARTICLE INFO

Received: 26 August 2024
Accepted: 23 September 2024
Available online: 4 November 2024

COPYRIGHT

Copyright © 2024 by author(s).
Journal of Infrastructure, Policy and
Development is published by EnPress
Publisher, LLC. This work is
licensed under the Creative
Commons Attribution (CC BY)
license.
https://creativecommons.org/licenses
/by/4.0/

Abstract: A serious problem in the workplace is incivility, which impacts especially
vulnerable groups like single mothers who hold jobs and experience subtle unfair or damaging
treatment. As the number of single working mothers continues to rise in today’s workforce,
this study aims to clarify third-party perceptions about incivility against them at work and
subsequent influences on individuals as well as the organization. Because the analysis is
embedded in theories of social role expectations and organizational justice, it explores third-
party observers’ perceptions (such as coworkers or supervisors) of whether incivility directed
at single working mothers differs from that experienced by their comparison group—
professionally equivalent peers who do not share equal caregiver responsibilities. The
researchers employed a mixed-methods approach, incorporating both quantitative surveys and
in-depth qualitative interviews to collect rich data from participants who represented several
fields. They report their results that third-party observers are less likely to experience vicarious
justification of incivility against single working mothers but may be equally unlikely or even
more reluctant than in the case of other employees and furthermore find this data account for
these differences. The results illustrate the intricate interplay of gender, family structure and
work dynamics on workplace outcomes—all leading to lower job satisfaction rates, a high level
of stress or even stagnation in career progression for single working mothers. Our findings also
extend the workplace incivility literature by demonstrating ways in which single working
mothers are particularly vulnerable to this form of mistreatment and a broader need for
organizational policies that cultivate an inclusive, supportive environment. Implications for
human resource management, organizational culture and policy based on these findings are
discussed as it may provide some recommendations for handling incivility in the workplace

environment.
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1. Introduction

1.1. Background and motivation

Workplace incivility, defined as subtle low-intensity behaviors that violate
workplace norms of mutual respect (Andersson and Pearson, 1999), is now an
established problem faced by people working within organisations. While these
behaviors do not appear to be extremely damaging at first, they all add up and the
cumulative effect is disastrous for both individuals and organizations. Single mothers
holding paid work are one of the largest and historically disadvantaged groups,
experiencing discrimination at the workplace as their dual role obligations are
associated with this kind of treatment (Lim and Cortina, 2022).
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While a great deal of work has examined workplace incivility, there is little
research on how third-party observers evaluate workplace incivility toward women,
particularly those with one child. Third-party perceptions are pivotal by guiding
organizational understandings of incivility together with the manner in which
organizations respond to such behaviours, as well as informing broader organizational
culture and environment (D’Cruz and Noronha, 2023). This study seeks to address this
gap by examining these perceptions and identifying the determinant of attitudes
toward single working mothers.

1.2. Research problem and significance

The Issues—Mothers Face Increased Risk of Workplace Incivility. Single
working mothers are more likely to suffer gendered and marital-status-based
workplace incivility. Because these individuals must balance providing care and
working, they are often seen as less committed to their jobs—This isolation may also
affect other vulnerable groups within the workplace (Hoel and Einarsen, 2022).
However, there is a gap in the literature regarding how third-party observers interpret
the experiences of single working mothers.

There are several reasons as to why understanding perceptions of workplace
incivility against single working mothers is important. Onlookers’ interpretations of
these behaviours can determine if incivility is addressed, or instead dismissed as
simply how things are done around here—shaping the organizational response, and
ultimately determining what actually goes on in the office. This study intends to
emphasize how important these perceptions are and help in formulating more inclusive
organizational policies for susceptible employees (Blomme et al., 2023).

1.3. Objectives of the study

The key objectives of this study are:

. To investigate how third-party observers perceive incivility towards single
working mothers.

«  To examine how gender and marital status influence these perceptions.

«  To understand the organizational and psychological stress and job satisfaction
from the perspective of third-party observers.

« To provide recommendations for organizational policies that can mitigate the
negative effects of workplace incivility on single working mothers.

1.4. Scope and limitations

This research considers third-party judgments of workplace incivility in
professional and corporate settings, assists workers who suffer such incivilities even
when perpetrated by other women, and addresses fellow employees as well by
examining their view on uncivil treatment targeted at single working mothers. This
research uses descriptive statistics to analyze both quantitative and qualitative data
from Indonesia. The narrow focus on single working mothers may limit the
generalizability of findings to other economically and socially disadvantaged
populations experiencing similar dilemmas in managing work. Moreover, the study
used self-reported data which could be susceptible to bias (Proulx et al., 2024). This
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study could be expanded in future research to include alternative demographic groups
so researchers can have a more global understanding of workplace incivility.

2. Literature review

2.1. Overview of workplace incivility

In light of the above argument, workplace incivility, which is classified as a type
of low-intensity deviant behaviour with ambiguous intent, has been one major concern
in organizational studies. These behaviours, while not overtly aggressive, do
transgress the boundaries of respect and can lead to a hostile work environment as
such over time (Anderson and Keltner, 2023). Increased incivility has been associated
with detrimental outcomes like lower job satisfaction, higher turnover and less
organizational commitment (Barling and Cooper, 2023). These subtle forms of
injustice are especially widespread among single working mothers which typically
involve sidelining from significant conversations or how dismissive some people treat
their achievements (Simpson and Lewis, 2023).

2.2. Third-Party perceptions in workplace conflicts

The significance of third-party observers in the workplace is rising as they affect
the method by which incivility gets fixed within companies. Among other contextual
antecedents, these include the gender of the observer and target as well as their
organizational role and relationship (e.g., exposure) to acts of incivility offered by a
third-party perspective Liden and Antonakis (2023). Previous research has
demonstrated that onlookers might minimize or excuse incivility; especially if the
target is from a stigmatized group, for example, single working mothers. Because,
again these perceptions lay the foundation on whether or not incivility is reported
(Jones and Houshmand, 2023).

2.3. Gender discrimination and single working mothers

Single working mothers face a unique intersection of gender discrimination and
bias related to their caregiving responsibilities. Stereotypes about single mothers often
lead to assumptions that they are less committed to their careers, which can result in
limited career advancement opportunities and increased exposure to incivility (Wilson
and Holman, 2023). The "motherhood penalty" is a well-documented phenomenon in
which women with children, particularly single mothers, are viewed as less capable or
reliable employees compared to their childless counterparts (Proulx et al., 2024).
These biases contribute to the incivility experienced by single working mothers,
making them more vulnerable to exclusion and disrespect in the workplace.

2.4. Impact of workplace incivility on organizational outcomes

Socially, incivility in the workplace is more than a one-to-one exchange—it plays
out with negative impacts on larger organizational outcomes as well. Organizations
that allow rudeness tend to have worse employee engagement, more people missing
work, and a lot of turnovers (Foley and Hang-yue, 2023). Moreover, workplace
incivility causes heightened stress and decreased job satisfaction among single
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working mothers specifically (Green and Keyes, 2024), which can contribute to their
productivity; consequentially affecting their long-term career progression. Moreover,
the additive effects of incivility contribute to workplace toxicity issues as well—
increased turnover rates along with decreased organizational performance and morale
(Vega and Comer, 2023).

2.5. Research gap and theoretical foundations

Although there has been extensive research on workplace incivility in the
literature, still many questions are left unclear regarding how third-party observers
perceive those directed at single working mothers. The vast majority of workplace
incivility research examines the experience rather than observations, even though
observers can significantly influence whether these behaviours are perpetuated or
countered. To contribute a bit more to this vague picture we wanted specifically—and
due with some irony but hopefully not that much surprise—to investigate what the
changes in third-party judgments are, while also exploring how these factors may
shape workplace dynamics (Zander and Hambrick, 2023).

This study is theoretically positioned in a combined theoretical framework of
social role theory and organizational justice theory. Single working mothers are
perceived more negatively because they challenge typical societal gender
responsibilities to stay at home with caring generation and specific women, leading to
third-party interference in workplace interactions (Swim et al., Indeed, the canonical
tone for organizational justice theory only underscores exactly what workplace
incivility studies could illustrate: perceived fairness is critical to any understanding of
how employees interact with organizations (Lim and Cortina, 2022)

3. Theoretical framework

In the case of third-party perspectives on workplace incivility against single
working mothers, two theoretical frameworks are central to our examination: social
role theory and organizational justice. These frameworks are used as a baseline to
elucidate the impact of societal expectations about fairness on single-working mothers
in a professional context. Furthermore, the confluence of gender and relationship
status is critical for understanding incivility experiences at work since these variables
strongly affect perceptions and enactment of workplace incivility.

3.1. Social role theory and workplace incivility

According to social role theory, societal norms for what is appropriate behaviour
and expectations of how one should behave based on gender shape individual
behaviours (Swim, Aikin. ...) This concept posits that women, especially single
working mothers are often seen as caregivers and domestic responsibilities which
often conflict with professional expectations. Thus, single-working mothers might be
seen to have weaker career commitment—which could increase their exposure to
workplace incivility. The behaviours can range from more subtle forms of exclusion
or dismissive attitudes, and sometimes be so obvious as to see dancers refuse you
dancing completely.
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Social role theory: Single working mothers experience less courteous treatment
in the workplace because of gendered expectations that they cannot contribute as fully
to the professional workplace. Such perceptions are reflected in the bias colleagues
and supervisors have toward working mothers as primary caregivers, which may be
inconsistent with traditional views of professional commitment. These may be
anything from detracting from their contributions to leaving them out of key decisions
or drawing speculative conclusions regarding when and how they can work (Ryan and
Haslam, 2023). Social role theory therefore presents a way of comprehending how the
pervasive expectations that have been built into gender roles play out when it comes
to uncivil workplace behavior towards single working mothers.

3.2. Organizational justice theory and third-party perceptions

The Organizational Justice theory, includes the perceived fairness underlying
organizations’ decision-making processes, resource allocation as well interpersonal
treatment Liden and Antonakis (2023). It is especially important to understand how
third parties judge incivility in the workplace, as observers are frequently influenced
by their levels of perceived fairness and equity (Bies and Moag, 1986). In this scenario,
third-party witnesses judge workplace interactions as just or unjust and the resultant
level of their interventionist/rebuke behaviour towards incivility.

When single working mothers experience incivility, bystander reactions may be
influenced by their beliefs in justice. If bystanders perceive the incivility as justified
because perhaps mothers are not as devoted to their jobs and so forth, then it is less
likely that someone would intervene (Wilson and Holman, 2023). But if they see it as
deemed unfair or discriminatory behaviour, then action must be taken. Thus, the
organizational justice theory may explain a variability in third-party responses to
workplace incivility especially when related to underrepresented groups such as single
working mothers.

3.3. The role of gender and marital status in workplace incivility

Our gender and marital status have a lot to do with whether we get away with
workplace incivility. Women in general, but especially single working mothers would
more likely be victims of workplace incivility according to research into gender
stereotypes and societal expectations about caregiving (Blomme et al., 2023). This is
especially the case for single mothers, who are more likely to receive uncivil treatment
(Foley et al., 2023) due to presumed lower competence and commitment in their
professional roles.

Third-party perceptions of both partners are impacted by the traditional
associations made between gender and marital status. It is against single working
mothers however are more easily excused from defaulting on the grounds of system
conditions depicted through cultural incap which implicitly raises concerns about their
capabilities as observers (D’Cruz and Noronha, 2023). These perceptions are
intensified by sexist gender dynamics (Jones and Houshmand, 2023) that also may
render male bystanders less alert to more subtle forms of incivility directed at
women—>particularly those with caregiving obligations.
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3.4. Development of research hypotheses

Based on the theoretical foundations of social role theory and organizational
justice theory, several research hypotheses can be developed to guide this study:

«  Hypothesis 1: Third-party observers are less likely to perceive incivility against
single working mothers as unjust compared to incivility against married or
childless colleagues.

«  Hypothesis 2: Gender influences third-party perceptions, with male observers
less likely to recognize incivility directed at single working mothers than female
observers.

«  Hypothesis 3: Third-party observers are more likely to justify incivility against
single working mothers due to societal expectations of their dual caregiving and
professional roles.

«  Hypothesis 4: Observers who perceive high levels of organizational justice are
more likely to recognize and report incivility against single working mothers.
These hypotheses will be tested using a descriptive statistics approach, analyzing

the perceptions of third-party observers about the incivility experienced by single

working mothers. These results will provide a better understanding of how cultural
norms and fairness perceptions frame interactions in organizations and guide policies
aimed at fostering more equitable work environments.

4. Methodology

4.1. Research design

The study utilizes a cross-sectional descriptive research design to investigate how
third-party observers perceive incivility against single working mothers. By nature,
the cross-sectional design used allows for this ‘snapshot’ to be taken at a single point
in time from various participants giving an insight into attitudes and perceptions on
that day (Wilson and Holman, 2023). Missed data will simply be summarized using
descriptive statistics such as frequencies and means to describe the general views of
workplace incivility within this sample.

The key variables under investigation include third-party perceptions of
workplace incivility, the gender and marital status of the observers, and their
willingness to intervene or report the behaviour. The study focuses on understanding
how these variables interact and influence perceptions of fairness and organizational
justice.

4.2. Sample selection and demographics

A purposive sample was used to recruit participants. The sample includes 300
individuals from numerous organizations from diverse industry sectors, yielding a
sufficient variation in workplace environments. For this purpose participants chosen
were coworkers, supervisors and managers because they are involved amid a situation
at the workplace so it is very difficult for them how to see this kind of behaviours.
This allows for a deep dive into third-party perceptions (see Table 1).
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Table 1. Sample demographics.

Demographic Variable N=300
Gender

Male 160 (53.3%)
Female 140 (46.7%)

Marital Status

Single 100 (33.3%)
Married 120 (40%)
Divorced/Separated 80 (26.7%)
Job Role

Coworker 180 (60%)
Supervisor 80 (26.7%)
Manager 40 (13.3%)

The sample provides a balanced distribution of participants, with particular
attention given to ensuring representation from various job roles and marital statuses.
This ensures that the findings can be generalized to a broader population.

4.3. Data collection methods

The information was gathered using the survey data collection engine via
structured questionnaires, which were administered online and face-to-face as
afforded to/by participants. The survey used closed-ended items to measure
perceptions of incivility, organizational justice, and the propensity third-party
observers had for intervening or reporting uncivil behaviours.

The questionnaire was divided into three sections:

1) Demographics—Collecting basic information about the participants such as
gender, age, marital status, and job role.

2) Perception of Workplace Incivility—Assessing how participants perceive
behaviours directed at single working mothers, including subtle forms of
exclusion and disrespect.

3) Intervention and Reporting—Evaluating the participants’ willingness to
intervene when witnessing incivility and their assessment of organizational
justice.

Each section was designed to be straightforward and objective to minimize bias
in the responses. The questionnaires were distributed to participants via email and
through organizational human resources departments to ensure anonymity and
confidentiality.

4.4. Instruments and measurement variables

The study utilized established instruments to measure workplace incivility,
organizational justice, and third-party perceptions. The key instruments are outlined
below in Table 2.
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Table 2. Instruments used.

Instrument Purpose

Workplace Incivility Scale  Measuring perceived incivility in workplace interactions (Cortina,
(WIS) 2008).

Organizational Justice Assessing perceptions of fairness and justice in organizational settings
Scale (OJS) (Liden and Antonakis, 2023).

Third-Party Intervention Evaluating the willingness of third parties to intervene or report
Measure (TPIM) incivility incidents (Jones and Houshmand, 2023).

Workplace Incivility Scale (WIS)—The WIS measures the participants’
perceptions of incivility experienced by single working mothers. The scale measures
behaviours like but not limited to dismissiveness, exclusion from key conversations
and belittling comments (Lim and Cortina, 2022).

Organizational Justice Scale (OJS)—It measures the perceptions of fairness in an
organization as assessed by third-party observers concerning whether uncivil
behaviour from men only towards single working mothers is deserved or not (Foley et
al., 2023).

Third-Party Intervention Measure (TPIM)—It rates how likely people believe
observers are to intervene on report incidents of incivility. This instrument probes the
observers’ sense of accountability as well as their perception that organizational
support is in place to manage workplace incivility (Wilson and Holman, 2023).

4.5. Data analysis approach

Data analysis will be conducted using descriptive statistics to summarize the
findings and identify trends in third-party perceptions of workplace incivility. The
following steps will be taken (see Table 3):

1) Descriptive Statistics—Frequencies, percentages, means and standard deviations
will be computed on the key variables such as perceptions of incivility (uncivil
behaviour), organizational justice perception and intervention behaviours
(Adopted from the methods described by Simpson and Lewis (2023)). This will
help to have a high-level view of the data thus comparisons can be drawn across
groups (such as gender, marital status & kind of roles).

2) Cross-tabulations—Cross-tabulations will examine relationships between
variables, including the relationship of gender with perceptions of incivility. To
see whether based on demographic factors such as race, age and education level
there is a significant difference between the perceptions (Blomme et al., 2023).

3) Chi-square Tests—Chi-square tests will be used to document statistically
significant differences in observed perceptions and intervention behaviours. It is
possible to test in the experiments whether factors such as gender and marital
status indeed lighten or magnify perceptions of outsider incivility (Jones and
Houshmand, 2023).

4) Correlation Analysis—Correlation analyses will study associations between
perceptions of organizational justice and intervention likelihood in incivility
incidents. Third, another research question to explore is whether third-party
justice perceptions predict their workplace actions (Liden and Antonakis, 2023).
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Table 3. Data analysis plan.

Analysis Type Purpose

Descriptive Statistics Summarize data (e.g., means, frequencies)
Cross-tabulations Explore relationships between variables
Chi-square Tests Test for significant differences between groups
Correlation Analysis Identify relationships between variables

In addition to quantitative analysis, qualitative data from in-depth interviews
were coded and analyzed using thematic analysis. The transcripts were reviewed and
coded using a grounded theory approach, where recurring themes and patterns were
identified across participants. This analysis allowed for a comparison of qualitative
findings with quantitative survey results, providing a richer understanding of third-
party perceptions. NVivo software was used to assist in organizing and managing
qualitative data, ensuring consistency in theme development. This complementary
approach enabled triangulation, which strengthened the connection between
quantitative and qualitative findings.

We present results in the following sections that illuminate how incivility is
interpreted by third-party observers and why, including influences from gender
stereotypes as well as organizational demographic factors.

4.6. Ethical considerations

Ethical concerns took precedence in all stages of the research process. Written
informed consent was not required for this study, as participants were fully briefed
and informed of their rights. Participants were briefed on the research study, what
participation entailed and that they could withdraw at any time without consequence.

We assured confidentiality since all responses were made anonymous and stored
the data securely which could only be accessed by the research team. The study also
followed the Declaration of Helsinki strictly ensuring participants were protected from
harm as a consequence, especially in the examination context (Wilson and Holman,
2023).

Contact information for support services was offered to participants should they
be distressed by the process, which provided an opportunity for discussion after the
completion of questionnaires. Study approval was also secured from the institution’s
review board (IRB) to maintain ethical standards of practice.

5. Results

The Findings of the Study are Descriptive Statistics, Rated Workplace Incivility
by Third Parties, and Hypothesis Testing Results Results are presented according to
the research objectives and supported by tables and figures which assist in analysing
the data.

5.1. Descriptive statistics of the sample

Figure 1 in the methodology section details our sampling —there were a total
of 300 participants. The sample demographics by gender, marital status and job role
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demonstrate a symmetrical distribution of all samples both in males 52% and females
48 % among its different demographic distributions (single, married etc). Below is a
chart for the distribution of marital status across genders.

Marital Status Distribution by Gender
100}

80

60

Count

40+

201

Single
mmm Married
= Divorced/Separated

Male Female
Gender

Figure 1. Marital status distribution by gender.

The graph highlights that among the 160 male participants, a majority are married
(60), followed by those who are single (20) and divorced/separated (20). Among
female participants (140), single individuals (40) make up a higher percentage,
followed by married (45) and divorced/separated (15). This demographic variation is
important for understanding how different groups perceive workplace incivility.

5.2. Perceptions of workplace incivility: Third-Party observations

We examined the extent to which 3rd party observers judged behaviours as
incivility against single working mothers in their snapshots of workplace events. The
mean perception scores of workplace incivility by gender and marital status of the
observers are presented in Table 4 below.

Table 4. Mean perception scores of workplace incivility (N = 300).

Observer Group Mean Perception Score (1-5)
Male 32

Female 3.75

Single (Observers) 3.5

Married (Observers) 3.1

Divorced/Separated (Observers) 3.85

Female participants tended to report more incivility (mean = 3.75) than did male
participants (mean = 3.20). Proportionally more divorced/separated individuals—and
less married or single ones—reported seeing a lot of this behavior too. These
differences could mean that the background and demographics of observers may be
colouring how they view incivility.
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5.3. Comparative analysis: Incivility against single working mothers vs.
others

A comparison was made of the perception based on experience that single
working mothers experienced incivility with other employees. The Figure 2 below
offers a juxtaposition of these perceptions by gender and marital status.

Comparative Perceptions of Incivility: Single Working Mothers vs. Others

4.0t Single Working Mothers
B Others

0.5}

Mean Perception Score (1-5)
= = N N w w
n o n o n o [
=
[
: _

0.0

Observer Group

Figure 2. Comparative perceptions of incivility: Single working mothers vs. others.

These findings suggest that single working mothers are perceived as experiencing
greater incivility than comparable employees, especially by realist observers and
individuals who are hypothetically or actually single/divorced. In contrast, male
observers experienced the outgroup as less uncivil toward working mothers who were
non-nuclear. Indeed, this is consistent with the social role theory which assumes that
gender and caregiving roles determine perceived workplace dynamics.

5.4. Hypothesis testing results

The study tested four hypotheses related to third-party perceptions of workplace
incivility. The results are summarized in Table S below.

Table 5. Hypothesis testing results.

Hypothesis Result p-value

H1: Third-party observers are less likely to perceive
incivility against single working mothers as unjust Supported <0.05
compared to others.

H2: Male observers are less likely to recognize incivility

against single working mothers than female observers. Supported <0.01

H3: Observers justify incivility against single working

mothers due to caregiving roles. Il s SIS

H4: Observers perceiving high organizational justice are

more likely to intervene. Supported <0.01
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The analysis shows strong support for Hypotheses 1, 2, and 4, with statistical
significance at p < 0.05. However, Hypothesis 3 was only partially supported,
indicating that while some observers justified incivility based on caregiving roles,
others did not. This finding underscores the complexity of how societal norms about
gender and family responsibilities interact with workplace perceptions.

5.5. Statistical significance and impact assessment

To assess the statistical significance and impact of third-party perceptions of
workplace incivility, correlation analysis was conducted between perceived
organizational justice and willingness to intervene in cases of incivility. Figure 3
below presents the correlation results.

Correlation between Organizational Justice and Willingness to Intervene
3.0f

25¢
2.0F
15F

1.0F

Willingness to Intervene (1-5)

0.0

0 1 2 3 4 5
Perception of Organizational Justice (1-5)

Figure 3. Correlation between organizational justice and willingness to intervene.

The results indicate a positive correlation (» = 0.58) between perceived
organizational justice and the likelihood of intervention in cases of workplace
incivility. This suggests that when observers feel that the organization upholds fairness
and equity, they are more likely to intervene in situations where single working
mothers are subjected to incivility.

6. Discussion

The Discussion section interprets the outcomes of this study, contextualizing the
findings within the broader literature on workplace incivility. The discussion will
interpret significant results and their implications.

6.1. Interpretation of key findings

The results of this study highlight important gender and marital status variations
in perceived workplace incivility targeting single working mothers. Hypotheses 1 and
Hypothesis 2 were supported by female observers, Adult Education Theory
perceptions of divorced/separated relation status reported significantly higher levels
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of uncivil in their assessment regarding the single working mother subject. This final
finding suggests that female observers, the group most likely to be able to draw on
personal experiences of gendered forms of incivility, may recognize it more readily
when they are appraising interactions in a workplace context (Wilson and Holman,
2023).

Comparative results with other employees reveal perceptions of much greater
frequency and severity towards single working mothers, a pattern strikingly more
pronounced among women and those who are divorced. This is consistent with social
role theory, which contends that societal demands for caregiving increase the
workplace victimization risk of single mothers (Swim et al., 1995). Figure 2 illustrates
this difference nicely by visually representing that male observers perceived less
incivility than female respondents.

From Figure 3, it is clear that the more fair an organization (as indicated by
favourable scores on organizational justice) and thus the healthier its culture in terms
of workplace incivility impacts directly this aspect as well. So we predicted that when
employees think their organization is doing things right and supporting them, they are
more willing to speak out (Liden and Antonakis, 2023).

6.2. Implications for single working mothers in workplace dynamics

Conclusions Based on these results, one can see single working mothers as a
prime target for interventions regarding workplace incivility. Organizations directly
influence the workplace, and with proper support measures in-place so that single
working mothers can fulfill their responsibilities effectively.

All employees should be required to attend bias awareness and sensitivity
training emphasizing the specific stuggles of single working mothers Training of that
kind can lead to the breakdown of stereotypes, and therefore foster an issue in a
company culture that is more diverse (Vega and Comer, 2023).

Secondly, organizations should create and implement all-encompassing work-
life balance policies. Flexible working hours, work from home and specialised
childcare solution are some of the ways in which companies can help respective
employees for a more stress free environment especially single working mothers.
These actions of course assist in their professional growth, and also demonstrate that
the company is ready to do its part in generating a work environment supportive to all
employees no different whether they have family matters or not (Blomme et al., 2023).

It is equally crucial to for there to be reporting mechanisms for workplace
incivility that are clear and accessible. Certainly, employees who speak up should feel
safe that they can report anything without repercussion. Having a well-defined process
in place for reporting incivilities and a mechanism for anonymous reports can help
employees be more vocal in speaking up against incivility. Organizations need to have
a team or committee to handle such complaints and they must be addressed in the right
manner (D’Cruz and Noronha, 2023).

Mentorship programs tailored for single working mothers can also help give
some kind of direction and support in terms of helping them navigate the various
challenges at work. This can enhance their career development and foster an
environment in which they feel like part of a supportive community by partnering
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them with mentors who have shared experiences or are attuned to their needs (Simpson
and Lewis, 2023).

Lastly, the culture of organizational justice and fairness also play a crucial role.
Transparent decision making is at the heart of this, alongside treating all employees
for the treatment has been and adversity, active help with the vulnerable (Liden and
Antonakis, 2023). These environments are more likely to yield incremental gains in
employee satisfaction and marginal reductions elsewhere on the balance sheet (Foley
et al., 2023).

By implementing these recommendations, organizations can create a more
supportive and inclusive environment, not only for single working mothers but for all
employees. This proactive approach can help reduce workplace incivility, improve job
satisfaction, and enhance overall organizational performance (Proulx et al., 2024).

6.3. Comparison with existing literature

The findings of this study are consistent with existing literature on workplace
incivility and third-party perceptions. Previous research has shown that observers are
less likely to recognize incivility against marginalized groups, including single
mothers, as unjust, particularly when traditional gender roles are involved (Blomme
et al., 2023). This study builds on this understanding by demonstrating the influence
of marital status in shaping these perceptions.

Corroborating these results, Lim and Cortina (2022) also provided evidence that
observers who perceive incivility as morally acceptable have an even lower likelihood
of reporting it. This is consistent with the finding from Proulx et al. (2024) that third-
party observers are less likely to intervene when they perceive incivility as conforming
to societal norms of caregiving responsibility. This study supports the arguments of
Jones and Houshmand (2023) on organizational culture to suggest that fairness and
supportive management can create input behaviours.

6.4. The role of organizational culture in incivility perceptions

The influencing power of organizational culture in defining and managing
workplace incivility cannot be understated. The positive relationship between
organisational justice and willingness to intervene demonstrates that the more fair and
supportive an organisation’s employees perceive their place of work, the more likely
they are to be willing to take any action. This view agrees with the organizational
justice theory of Foley, Hang-yue and Wong which say that a sense of responsibility
among employees preserves positive workplace norms which results from fair
decision-making and interpersonal treatment.

Inclusive and Fair Organizations: Cultures of inclusivity and fairness are less
vulnerable to the effects of incivility. An inclusive culture that provides equitable
treatment and respect will lower the chances of incivility, especially towards such
vulnerable groups as single working mothers. Furthermore, corporate pioneers are
disproportionately responsible for epitomizing the correct behaviour and also
establishing targets regarding interactions at work (D’Cruz and Noronha, 2023).
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6.5. Limitations of the study

While this study offers an important perspective on third-party perceptions
related to workplace incivility faced by single working mothers; it is not without its
limitations. The single largest limitation is that we used self-report data, which makes
it possible due to problems such as social desirability bias (participants reporting lower
or higher perception of incivility because they want to behave in a manner consistent
with societal norms) could not undoubtedly have their perceived levels of exposure
captured accurately on all variables (Zander and Hambrick, 2023).

One limitation of the study is its cross-sectional nature, which precludes any
assumptions regarding causality. However, the results represent a snapshot of third-
party perceptions at one point in time and future research should explore how these
may evolve over multiple points in time (Jones and Houshmand, 2023).

Lastly, the study is specific to single working mothers so it may limit how
generalizable some of its findings might be among other marginalized groups. One
option for future research involves replicating this study with different populations
(e.g., working fathers or childless women) to determine whether the same patterns of
incivility emerge across other demographic groups.

One of the key limitations of this study is the reliance on self-reported data, which
may introduce biases such as social desirability bias, where participants might
underreport or overreport their perceptions of workplace incivility. This limitation
could affect the accuracy of the findings, as participants may not always provide fully
objective responses. Future research could mitigate this issue by incorporating
observational methods or third-party evaluations. Additionally, using longitudinal
designs to track changes over time might provide more objective and comprehensive
insights into the dynamics of workplace incivility against single working mothers.

7. Conclusion

The conclusion of this section directly addresses some key points to be
considered and also provides a recommendation for practice, implications and areas
where policy (organizations) developers can focus their new interventions on, as well
as suggestions that could spark researchers interested in exploring future research
directions. The study contributes to an understanding of how organizational dynamics
and societal norms intersect, shaping workplace behaviour by focusing on third-party
perceptions of incivility in the single working mother.

7.1. Summary of key findings

Gender and marital status differences in the perception of workplace incivility
for single working mothers: Results from a discrete choice experiment The findings
suggested that contracted observers; female and divorced/separated, might be more
likely to perceive greater incivility than male or married ones Moreover, single
working mothers were perceived as even more vulnerable targets to incivility than
other workplace members suggesting caregiver-stereotypes continue affecting the
perceptions of employees.

Importantly, the relationship between perceptual organizational justice and
observer helping indicates that a good work environment helps foster positive
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bystander behaviour. The most frequently cited result is the role of organizational
justice in reducing the negative effects of incivility at work and therefore notably for
vulnerable groups such as single working mothers (Foley et al., 2023).

7.2. Contributions to research and practice

The current study adds to the growing body of literature on workplace incivility
but examines a novel group in this area, single working mothers. Although general
workplace incivility has been researched previously, this study highlights the struggles
experienced by single mothers because of societal and organizational prejudices
(Simpson and Lewis et al., 2023). The study also offers insight into the extent to which
incivility is observed and justified by coworkers and supervisors through third-party
perceptions (Jones and Houshmand, 2023).

The results suggest takeaways that organizations can use to enhance the way
things happen at work. Awareness that third parties are key sites for the enactment of
incivility and intervention by NONAS can help organizations design interventions to
decrease marginalizing behaviours (D’Cruz and Noronha, 2023). The study also points
to the need for programs in which employees are made more aware of incivility and
its effect on marginalized groups.

7.3. Policy recommendations for organizations

Based on the findings, several policy recommendations can be made to reduce
workplace incivility and foster a more inclusive environment for single working
mothers:

1) Implement Bias Awareness and Sensitivity Training: Implement bias awareness
and sensitivity training—Organizations should develop programs that focus on
unconscious gender/caregiving role biases. Working mothers who suddenly find
themselves single face a predicament spawned by multiple sources of
discrimination: employed women bear the brunt at home and on the job (Vega
and Comer, 2023).

2) Enhance Organizational Justice: Demonstrating fairness in psychological
decision-making and interpersonal treatment can foster an environment where
employees are more likely to intervene when they observe incivility. By making
these more transparent policies, all employees must be treated equally and
everyone has to follow the same rules so that vulnerable positions can have a full
guarantee of fairness (Blomme et al, 2023).

3) Provide Supportive Work-Life Balance Policies: Nurture Supportive Societal
Discourse Work-Life Balance Unlocking policies like flex time, parental leave
and child care support can take the pressure off a working mum. These policies
also make a difference in shifting workplace norms by showing that the
organization is serious about supporting caregivers (Green and Keyes, 2024).

4) Establish Clear Reporting Mechanisms: Organizations should establish reporting
mechanisms that are clear and available to report incidences of workplace
incivility. As advocated by Lim and Cortina (2022), fostering an environment
where workers feel free to report incidents without the threat of retribution, may
assist in early identification and resolution.
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7.4. Future research directions

While this study provides important insights into third-party perceptions of
workplace incivility, further research is needed to expand on these findings:

1) Longitudinal Studies: Future research should explore how perceptions of
workplace incivility evolve over time and in response to organizational
interventions. Longitudinal studies could provide a deeper understanding of the
long-term impact of incivility on single working mothers and third-party
observers (Zander and Hambrick, 2023).

2) Cross-Cultural Comparisons: Given the role of societal norms in shaping
workplace dynamics, future studies could compare perceptions of workplace
incivility across different cultural contexts. This would provide insights into how
cultural factors influence the treatment of single working mothers in different
parts of the world (Wang and Zapf, 2023).

3) Exploration of Other Marginalized Groups: While this study focused on single
working mothers, future research could examine the experiences of other
vulnerable groups, such as working fathers or childless women. This would
provide a more comprehensive understanding of how gender and family roles
intersect with workplace dynamics (Ryan and Haslam, 2023).

4) Impact of Remote Work on Incivility: With the rise of remote work, future studies
could explore how workplace incivility manifests in virtual environments.
Understanding how incivility occurs in remote settings and how it is perceived
by third-party observers could offer new insights for managing online
workspaces (Zohar and Hofmann, 2024).
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