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Results – The results showed that a moderate negative relationship
exists between teachers’ perceptions regarding workplace incivility and
their level of motivation. Teachers’ views on workplace incivility were
found to significantly predict their motivation levels. It is expected that
working towards decreasing incivility in schools will help to positively
contribute to teachers’ motivation levels.

Background/purpose – The main purpose of this study is to examine the
association between workplace incivility and teachers’ motivation levels.

Materials/methods – The sample comprises 355 teachers working in the
2020-2021 academic year in kindergarten, elementary, middle, and high
school types. The research was designed with the relational scanning
model, which is one of the quantitative research methods. As data
collection tools, the “Workplace Incivility Scale” developed by Cortina et al.
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Conclusion – Within the study, it was determined that the teachers with
the lowest level of motivation, according to their duration of service, were
novice teachers. For this reason, it may be especially beneficial to offer a
more qualified mentoring program to newly qualified teachers during the
early years of their professional service.
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1. INTRODUCTION
Kindness is one of the important factors that regulate and direct social relationships and
shape people’s perceptions of each other. Uncivil and disrespectful behaviors can cause
individuals to become restless and nervous. As in all areas of social life, one of the
indispensable elements of the work environment is the rules pertaining to courteous
behavior. Recently, globalization and technological developments have brought about
changes in the structure of organizations, and these changes have also affected the
psychological atmosphere of organizations and the organizational climate within the
workplace. Working environments and increased competitiveness have also had an
increasing effect on the stress levels found in workplaces. In this context, workplace incivility
has become one of the key factors in the happiness and motivation of employees at work.
It has been observed that emotional states such as unhappiness, anger, and anxiety
increase in the workplaces in line with the changing needs and demands of managers and
employees. (Altınkurt & Karaköse, 2009; Karaköse, 2008a; 2008b). Employees and managers
exhibit different attitudes and behaviors towards the uncivil behavior they experience.
Incivility experienced in the workplaces negatively affects the loyalty of individuals to their
job and to their institution, with potential negative effects including quitting their job, health
problems, and even negative effects realized within their family lives.
The changes seen in modern-day business life have resulted in institutions focusing
more on the human factor. This has been due to an understanding that fighting against the
increasing competition, and catching up with change and innovation is only possible through
the effective use of human resources. Employees at work and teachers at schools, of course,
require high levels of motivation in order to work efficiently. Highly motivated employees
value their jobs and institutions, undertake their work with devotion, and act in line with the
goals and aspirations of the organization. Because of its clear, direct impact on employee
performance, organizations care about the concept of motivation, and allocate generally
increasing financial resources to this issue. Within the framework of these cases, the
researchers of the current study aimed to determine the effect of teachers’ perceptions of
workplace incivility on their motivation levels. In this context, workplace incivility and
motivation are discussed in the current study according to the conceptual framework. Then,
quantitative research results are presented so as to determine the impact of teachers’
perceptions of workplace incivility on their motivation levels.

2. LITERATURE REVIEW
2.1. Workplace Incivility
Each and every community formed by human beings is based on some set of rules.
These rules may differ from society to society, and with it, the boundaries of the concept of
courtesy can differ from one culture to another. Civility is considered as a virtue among
individuals in terms of morality and manners (Andersson & Pearson, 1999). The word
“civility” in the Turkish language relates back to the word “gentle” in Persian when it was
introduced into the Arabic word patterns. Civility is expressed in the dictionary of the Turkish
Language Association as “being respectful and graceful towards others, grace, and kindness”
(Türk Dil Kurumu, n.d.). In contrast to the word civility, “incivility” can be put forward as an
individual’s disrespectful, thoughtless and careless behavior in their social relations (Kane &
Montgomery, 1998). Civility or incivility is a situation face throughout life. It is therefore also
possible to evaluate the behaviors we encounter within family life, whilst driving or
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encountering traffic (predominantly road-based, but any form of traffic), shopping, at work,
or even within our own home, and all within the concept of civility.
Civility has been defined as an important element of interpersonal relationships
throughout human history. It has been seen as the basis for social order and as a
precondition for cooperation (Yaylagül, 2005). The technology that has developed in recent
years and changes seen in working environments have also affected communication and
interaction between individuals, with a move away from accepted rules in working ethics,
cultural and social norms in individuals and instances of incivility seen to increase in line with
communication deficiencies (Delen, 2010). The rules, norms, and principles required by
social relations between people have always been and always will be. In his study, Hartman
(1996) explained civility as ways or norms that differ from culture to culture that regulate
social relationships between people. In this context, incivility is a low-level violation of the
rules in interpersonal relations. In addition, unkindness causes empathy erosion (Kumral,
2017).
Uncivil behaviors can be encountered both within general society and also in business
life. Andersson and Pearson (1999) defined the concept of incivility in the workplace as “lowintensity deviant behavior that is unclear in intention but harms the target person” (p. 457),
which is caused by the violation of respect rules in the workplace. Workplace incivility was
first expressed among anti-productive behaviors in working life. Some researchers associate
workplace incivility with concepts such as bullying, psychological terror, violence, aggression,
conflict, harassment, and also mobbing in the related literature (Toker Gökçe, 2010).
There are specific characteristics that differentiate incivility from other perceivable
behaviors encountered in work environments. First, there is a violation of the norm in
incivility. Organizations, institutions, and also social structures each have certain norms. Any
behavior deemed uncivil must somehow violate these rules. There are three other important
features of incivility, which are frequency, density, and uncertainty. Although rare in general,
serious incidents can occur when incivility becomes more frequent (Kumral, 2017).
Uncivil behaviors are mostly low-intensity behaviors that are passive, non-physical, and
indirect. However, the low density does not mean that they are insignificant, as they may
result in other negative behaviors and can trigger anxiety (Akcakavaklı, 2019). Pearson and
Porath (2005) stated in their study on Fortune 1000 businesses that incivility can harm the
organizational culture. In a study by Kumral (2017), it was reported that managers spend 7
weeks a year resolving conflicts based on some form of incivility. Another feature of incivility
is that its intention is ambiguous. The intention of the harm done to the target person is
often unclear. This uncertainty is an important factor that distinguishes incivility from other
deviant behaviors encountered within organizations for which the purpose of harm is more
obvious, such as aggression, violence, threat, or physical attack (Pearson et al., 2000).
In a study published by Andersson and Pearson (1999), parties in cases of incivility
within institutions were specified. In cases of incivility, it is stated by Gültaç (2019) that
individuals who are uncivil target both other individuals and also witnesses. Of course, these
sides are not always that clear. Incivility exhibited within institutions is an interactive process
involving the relevant parties. This interaction process has been described as a spiral of
incivility by Andersson and Pearson (1999, as cited in Akcakavaklı, 2019). In Hornstein’s
(2003) study, it was noted that one in five employees was subjected to uncivil behaviors. Not
only managers but also colleagues can exhibit uncivil behaviors at work (Delen, 2010). It has
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been found that lack of civility damages organizational commitment in institutions,
negatively affects job satisfaction, increases dismissal rates, increases job stress, and reduces
levels of employee productivity (Küçük & Çakıcı, 2018).
People conducting uncivil behaviors in the work environment, either intentionally or
unintentionally, out of ignorance or inattentiveness, are referred to as the provocative
(initiating) party. The person being subjected to incivility is referred to as the target, whilst
anyone having witnessed such behavior is simply a witness (Pearson et al., 2000). Individuals
exhibiting uncivil behaviors have a higher status than the victims (targets). The uncivil
behavior of superiors towards their subordinates is often observed. In fact, this situation is
generally considered as a requirement of seeking a managerial position (Pearson et al.,
2000).
In another study, Lim and Lee (2011) stated that young individuals working within
industrial institutions encounter more uncivil behaviors than do their more experienced
colleagues. Cultural and administrative differences may be considered as the reason for this
difference. In addition, the characteristics of the work can also be an effective factor
(Demirkasımoğlu & Arastaman, 2017). The probability of instigators being male within the
organization is higher than their being female (70%: male, 30% female). Again, the level of
rudeness exhibited by male managers towards their subordinates was found to be higher
than that of female managers. It can be said, therefore, that females exhibit more
harmonious types of behaviors within the institutional setting (Pearson et al., 2000).
Miner and Eischeid (2012) stated in their research that the way of responding to rude
behaviors often differs between males and females. Whilst males can react harshly and
show aggression in the face of incivility, it has been observed that females tend more to
steer away from such conflict. It was stated that if the protagonists of rude behavior within
the organization are male, the spiral of incivility can progress more intensely. It has been
stated that females experience more intense emotions when exposed to such behaviors in
their colleagues (Akcakavaklı, 2019). In addition, according to the findings of research
undertaken by Namie (2003), if the target individual is female, most of the time the
provocative party is also female (Kumral, 2017). Although individuals who often witness
uncivil behaviors are not the actual target of the incivility, they are often affected by the
event, although in different ways. They may experience negative emotions, with anxiety or
anger attacks, whilst their job stress levels may increase, and they feel tired. Over time,
witnesses can also take on the role of target or instigator (Akcakavaklı, 2019).
Various research in the literature has reported on the effects of incivility in the
workplace. Workplace incivility can positively affect employee burnout levels (Polatcı &
Özçalık, 2013), or it may cause organizational silence or organizational exclusion (Kumral,
2017), aggressive attitudes (Taştan, 2014), or it may trigger instances of stress (Akcakavaklı,
2019; Erol et al., 2018; Yıldız & Bayrakçı, 2020). It has been stated that workplace incivility
has a negative and significant correlation with employee satisfaction (Demirsel & Erat, 2019),
and that it can cause social loafing and quitting (Aydın Göktepe & Keleş, 2019; Kanten,
2014). In addition, a positive relationship has been established between workplace incivility
and organizational cynicism (Çoban & Deniz, 2018), and that it negatively affects creative
employee performance and leader-member interaction (Çiçek & Çiçek, 2020). It can also
cause organizational deviation (Gültaç, 2019). Workplace incivility negatively relates to the
organizational climate (Üstün & Ersolak, 2020), and can negatively affect the perception of
organizational justice (Aykan, 2020). Also, unfavorable outcomes of workplace incivility can
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be observed on organizational commitment (Guzel, 2019), subjective wellbeing (Küçük &
Çakıcı, 2018), perception of justice (Bozacı & İşcan, 2020), work motivation and emotional
fatigue (Jamal & Siddiqui, 2020), psychological climate (Kaplan et al., 2019), and on family
life (Ferguson, 2012). In addition, workplace incivility can result in health problems and even
suicide (Maclntosh, 2005). Considering the many negative consequences of workplace
incivility, this raises the importance and necessity to investigate the topic of incivility within
the school environment.
2.2. Motivation
In order for teachers to work efficiently within the school organizational environment,
their morale and motivation must be sufficiently high. Bureaucratic precautions should be
taken in order to maximize the motivation of individuals, and administrators and other
employees should set appropriate examples for each other (Tutum, 1979). Institutions aim
to reach a certain productive level in terms of the organizational goals by increasing the
performance of their personnel through motivation. The concept of motivation is important
both for the individual and also for society as a whole, as individuals with high morale are
more likely to undertake their work whilst having some degree of fun or enjoyment, and
which benefits both the individual and the organization. In this way, motivation can lead to
increases in the efficiency of an organization (Ayık et al., 2015).
As pointed by Vroom (1964), the word "motivation" is of Latin origin movere, which
means "to move". Motivation is the influencing and directing of employees in terms of the
quantity or quality of their work (Durmaz, 2004), and is also the state of taking action
according to people’s wishes, desires, or motives in order to reach an intended goal (Genç,
2004). Motivation is a process and purpose-oriented action that stimulates impulses that
start with physiological and psychological needs (Ülker, 2001, as cited in Deviren & Okçu,
2020).
Motivation is divided into two types, as intrinsic and extrinsic. Extrinsic motivation refers
to the rewards and punishments that can affect an individual from the outside, whilst
intrinsic motivation connects with an individual’s desires, interests, or curiosity (Solmus,
2004). One characteristic of motivation is that it should be personal. Factors that motivate
individuals can vary from individual to individual. Another feature is that motivation
manifests itself through behaviors. Therefore, managers should observe and interpret the
behavior of their personnel and plan appropriate studies that examine the phenomena
(Koçel, 2013).
Many theories have been raised with regards to motivation. Maslow saw motivation as
a process to meet a need, and that there are five basic needs; physiological, trust, social,
self-expression, and self-actualization. It is predicted that the unmet need will motivate the
individual knowingly or unknowingly (Peker & Aytürk, 2000). However, needs are not the
same for every individual, and not everyone can reach the higher needs in the hierarchy
(Cüceloğlu, 2005). As the lower needs are met, the higher needs tend to be directed.
Alderfer (1969) expressed the need for existence, relatedness, and growth in what is now
known as his “ERG theory.” Herzberg’s (1966) “Two-factor Theory,” McClelland’s (1985)
“Need for Achievement theory,” and also Vroom’s “Expectation theory” are among popular
motivation theories.
Herzberg (1966) explained that being successful in life can be achieved through two
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hygiene theory) and also the “Dual-factor theory.” The “hygiene factors” include an
individual’s situations such as salary and work life, whilst the “motivation factors” include
real incentives that can motivate the individual internally and through self-actualization.
Vroom et al. discussed motivation according to the concepts of business life, effort, success,
and reward (Polat, 2010). Institutions need motivation in order to continue and to develop.
Increasing the motivation of teachers and improving their commitment to their organization
is therefore in the school’s interest (Ertürk, 2016; Karakose, 2014; Yirci & Karakose, 2010).
The school principal is the party with the greatest responsibility as a source of motivation
with the school as an organizational setup (Aydoğar & Yirci, 2020; Karakose, 2005; Kocabas &
Karakose, 2005; Karaköse et al., 2009; Özdemir et al., 2014; Yirci & Berk, 2021; Yirci & Demir,
2019; Yirci et al., 2016). Knowing the needs of teachers within educational organizations and
conducting studies in this area can result in teaching staff acting more willingly in their jobs.
Bishay (1996) stated that high levels of teacher motivation can also positively affect the
students that they teach. It may be predicted that the performance of highly motivated
teachers may increase the academic achievement goals of the school.
The main problem sentence of the research is “Do teachers’ perceptions of workplace
incivility affect their motivation levels?” In this context, the current study aimed to
determine the effect of teachers’ perceptions of workplace incivility on their motivation. In
the literature, it has been seen that the concepts of workplace incivility and motivation have
been studied according to different concepts; however, the number of studies published
regarding the effect of workplace incivility on motivation has been very limited. Jamal and
Siddiqui (2020) studied the mediating role of motivation in the relationship between
workplace incivility and job satisfaction. In the study of Hur et al. (2016), the mediating role
of motivation in the effect of workplace incivility on creativity was studied. The current study
is consequently expected to be seen as important in terms of the scarcity of studies on this
topic, as no similar study has been found in the published literature based on teachers as the
sample.
The current study aims to examine the relationship between teachers’ perceptions of
workplace incivility and their motivation levels, with answers sought to the following
questions.
 What is the level of teachers’ views on workplace incivility?
 What is the level of teachers’ views on their motivation?
 Do teachers’ views on workplace incivility and motivations differ by;
a) type of school,
b) gender,
c) age,
d) marital status,
e) educational status,
f) branch,
g) seniority, or
h) teaching union membership.
 According to the teachers’ opinions, does workplace incivility influence teacher
motivation?
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3. METHODOLOGY
3.1 Research Model
The current study examined the effect of teachers’ perceptions of workplace incivility on
their motivation levels based on a relational survey within the quantitative research model.
This research model is used to describe a phenomenon that is either in the past or the
present. The relational survey model is a type of research that tries to determine the
relationship, change, and level of change of two or more variables (Karasar, 2005). In the
relational model, a certain level of results can be obtained related to the cause-and-effect
relationship.
3.2 Universe and Sample of Research
The universe of the research was 16,603 teachers working in public schools in the
Kahramanmaraş province of Turkey during the 2020-2021 academic year. A simple nonselective sampling method, one of the probability-based sampling methods, was used in the
sample’s selection. A simple method of selective sampling is to take participants from the
universe without any purposeful selection criteria being applied (Büyüköztürk et al., 2017).
The sample of the research comprises 355 teachers working in four different school levels.
The data were analyzed using IBM’s SPSS Version 22.0 statistics package program.
Variables
School level

Gender

Age

Marital Status
Education Level

Branch

Seniority

Union Membership

Table 1. Demographic Characteristics of Participants
Category
f
Kindergarten
39
Primary School
102
Secondary School
112
High School
102
Female
174
Male
181
20-30 years
110
31-40 years
173
41-50 years
67
51 years or more
5
Married
268
Single
87
Graduate
281
Postgraduate
74
Kindergarten
38
Class teacher
82
Branch teacher
168
School counselor/Guidance teacher
66
1-5 years
75
6-10 years
125
11-15 years
66
16-20 years
51
21 years or more
38
Yes
250
No
105
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%
11.0
28.7
31.5
28.7
49.0
51.0
31.0
48.7
18.9
1.4
75.5
24.5
79.2
20.8
10.7
23.2
47.5
18.6
21.1
35.2
18.6
14.4
10.7
70.4
29.6
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Table 1 shows the demographic characteristics of the study’s participants’ according to
their school type, gender, age, marital status, education level, branch, length of teaching
service, and union membership variables. When Table 1 is examined, it can be seen that the
ratio of male and female teachers that participated in the research is close. The number of
teachers in the 31-40 year old age range is higher than the other groups (n = 173). One of the
prominent features seen in Table 1 relates to the participants’ level of education, with
approximately one-fifth having completed a postgraduate level of education (n = 74). Most
of the teachers participating in the current study are branch teachers (n = 168), the majority
of the participants were teachers with 6-10 years of service (n = 125), and most of the
teachers hold membership of some teachers’ union (n = 250). It was also determined that
the majority of the participant teachers were married (n = 268).
3.3. Data Collection Tools
The data collection process in this study was conducted using two separate scales. The
first being the “Workplace incivility scale,” which was developed by Cortina et al. (2001) and
later adapted to the Turkish context by Polatçı and Özçalık (2013). It is a unidimensional
scale consisting of seven items. The Cronbach alpha reliability coefficient of the scale is .81.
As a result of the reliability analysis conducted within the current study, the Cronbach alpha
reliability coefficient of the scale was determined as .89. This 5-point, Likert-type instrument
is a scale evaluated according to 1 = never, 2 = once or twice, 3 = sometimes, 4 = often, and
5 = often.
The second data collection tool employed in the study was the “Teacher motivation
scale,” developed by Taşpınar (2006) and later revised by Polat (2010). The scale consists of
two dimensions, extrinsic motivation and intrinsic motivation, and 24 items. This 5-point,
Likert-type scale is evaluated from 1 = never through to 5 = always. The Cronbach’s alpha
reliability coefficient of the scale is α = .92, and the reliability coefficients of the subdimensions are between .87 and .77. As a result of the reliability analysis conducted within
the current study, it was determined that Cronbach’s alpha reliability coefficient of the scale
was .87, and the reliability coefficients of the sub-dimensions were between .82 and .77.
A “personal information form” was developed by the researchers in order to capture the
participants’ demographic data related to their school level, gender, age, marital status,
education level, branch, length of teaching service, and union membership. However, due to
the COVID-19 pandemic, the scales were created using Google Forms and delivered to the
participants online.
3.4. Data Analysis
The data collected from the 355 participant teachers were analyzed using IBM’s SPSS
Version 22.0 statistics package program. Descriptive analysis was conducted so as to
determine the participant teachers’ workplace incivility and motivation levels. The normality
of the distribution and homogeneity in terms of various variables were examined with
Levene’s test. Independent groups t-test and one-way analysis of variance (ANOVA) were
conducted in order to determine whether the teachers’ workplace incivility and motivation
levels differed in terms of related variables. The results of the analyses are presented in
tabular format in the following section, and attempted to be interpreted appropriately.
Pearson correlation method was applied to determine the relationship between teachers’
workplace incivility and motivation levels, and simple regression analysis was performed to
determine the predictive power of the relationships between the variables.
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4. FINDINGS
In this part of the study, the findings of the research are presented and explained. First,
the arithmetic means and standard deviations of each scale were calculated within the
research problems regarding the level of teachers’ views on workplace incivility and
motivation. The results of the findings are presented in Table 2.
Table 2. Teachers’ Workplace Incivility and Motivation Levels
Variable
SS
1
2

Workplace Incivility
Motivation

1.92
3.96

0.87
0.57

The teachers’ Workplace Incivility Scale mean score was 1.92, whilst the Teacher
Motivation Scale mean score was found to be 3.96. As can be concluded from the data
presented in Table 2, the teachers’ perceptions regarding workplace incivility are at a low
level. From this perspective, it may be said that individuals working in the school
environment act within the framework of respect and courtesy rules.
Normality assumption was attempted to be explained according to skewness
coefficients. The skewness coefficient of the Workplace Incivility Scale was 1.38; whilst for
the Teacher Motivation Scale it was -0.57. Skewness coefficients of the variables between
+2.0 and -2.0 (George & Mallery, 2010) are accepted as having normal distribution, hence
parametric tests could be used in the data analysis. In order to determine the differentiation
of teachers’ opinions on workplace incivility according to demographic variables,
independent groups t-test was applied, with the results presented in Table 3.
Table. 3. T-Test Results of Teachers’ Workplace Incivility Levels according to Demographic
Variables
Variable
Category
n
SD
df
t
p
Male
181
1.97
0.79 353
1.172
.242
Gender
Female
174
1.87
0.94
87
2.00
0.96 353
1.017
.310
Single
Marital Status
Married
268
1.89
0.84
BA
281
1.86
0.85 353 -2.597
.010
Educational
Degree
Master’s/ PhD
74
2.15
0.91
Yes
250
1.94
0.85 353
.667
.505
Union
Membership
No
105
1.87
0.92
Table 3 presents the results of the independent groups t-test conducted to determine
whether or not the Workplace Incivility Scale scores of the teachers differed according to
certain variables. As a result of the independent sample t-test, the level of workplace
incivility of participant teachers was not found to differ statistically according to the
variables of gender (t = 1.172), marital status (t = 1.017), or union membership (t = 0.667)
(p > .05). The level of workplace incivility shows a statistically significant difference with a
low-level effect value (η2 = .019) according to the variable of educational status (t = -2.597,
p < .05). The significant difference was in favor of those teachers who had completed their
postgraduate education. Based on this finding, it may be said that the expectations and
sensitivities of postgraduate teachers with regards to courtesy at school are higher than
those with other levels of education.
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One-way analysis of variance (ANOVA) was conducted to determine the variation of
teachers’ workplace incivility levels according to school type, age, branch and length of
service. It was seen that the change of teachers’ workplace incivility levels according to
school type (F = 0.212), age (F = 0.566), branch (F = 0.729), length of service (F = 0.418)
variables were not statistically significant (p > .05).
In order to determine the differentiation of teachers’ views on motivation levels
according to certain demographic variables, independent groups t-test was applied, with the
results presented in Table 4.
Table 4. T-Test Results of Teachers’ Motivation Levels According to Demographic Variables
Variable
Category
n
SD
df
t
p
Male
181
3.94
0.60
353
-.819
.413
Gender
Female
174
3.99
0.55
87
3.88
0.63
353 -1.575
.116
Single
Marital Status
Married
268
3.99
0.56
Educational
BA
281
3.98
0.56
353
.723
.470
Degree
Master’s/ Ph.D.
74
3.92
0.64
Yes
250
3.96
0.58
353
-.311
.756
Union
Membership
No
105
3.98
0.57
In Table 4, according to the results of the independent groups t-test conducted to test
the significance between the groups, the motivation levels of the participant teachers do not
show any statistically significant difference based on gender (t = -0.819), marital status (t = 1.575), educational status (t = 0.723), or union membership (t = -0.311). One-way analysis of
variance (ANOVA) was applied to determine the differentiation of teachers’ views on
motivation levels according to demographic variables, with the results presented in Table 5.
Table 5. ANOVA Results of Teachers’ Motivation Levels by Demographic Variables
Variable Category
n
SD
F
p
Post-Hoc
39
4.20
0.46
8.537
.000
Kindergarten
a–c
102
4.10
0.62
Primary School
a–d
School
112
3.94
0.52
Secondary School
b–c
Level
102
3.77
0.58
High School
b–d
c–d
110
3.96
0.57
.237
.871
20-30 years
173
3.97
0.58
31-40 years
Age
67
3.95
0.60
41-50 years
5
4.18
0.35
51 and over
38
4.13
0.57
4.271
.006
Preschool teacher
a–c
82
4.09
0.60
Classroom teacher
b–c
Branch Branch teacher
168
3.86
0.55
School Psychological
66
3.97
0.60
Counselor
75
3.91
0.54
.826
.509
1-5 years
Seniority 6-10 years
125
3.94
0.60
66
4.08
0.54
11-15 years
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Variable Category
16-20 years
21 years or more

n
51
38

3.96
3.95

SD
0.63
0.59

F

p

Post-Hoc

Table 5 shows the ANOVA results regarding the participant teachers’ motivation levels
according to their school type, their age, teaching branch, and seniority variables. The
teachers’ motivation levels were found to be statistically significant (p < .05) according to the
school type variable. When examined by school type, it was seen that the motivation levels
of those teachers working in kindergartens were higher than those working in secondary
schools and high schools, the motivation levels of teachers working in primary schools were
higher than those working in secondary schools and high schools, and that the motivation
levels of teachers working in secondary schools were higher than those working in high
schools. The motivation levels of the participant teachers did not show any statistically
significant change according to the age variable (p > .05). According to the branch variable,
the change in the motivation levels of the participant teachers was found to be statistically
significant (p < .05), and that when analyzed, it was seen that the motivation levels of
preschool and classroom teachers were higher than those of branch teachers. The change in
the motivation levels of the teachers according to the variable of seniority was not found to
be statistically significant (p > .05).
Pearson correlation analysis was applied to determine the relationship between
teachers’ workplace incivility levels and motivation levels, and the results are presented in
Table 6.
Table 6. Relationship between Teachers’ Workplace Dishonesty and Motivation

Workplace Incivility

Intrinsic Motivation Extrinsic Motivation

Motivation

-.368*

-.335*

-.263*

* p < .05
In Table 6, a negative, moderate, and statistically significant relationship can be seen to
exist between the participant teachers’ workplace incivility levels and motivation levels (r = .335, p < .05). Although the relationship between workplace incivility and intrinsic
motivation sub-dimension is moderately negative (r = -.368, p < .05), a negative, low-level
significant relationship is seen between workplace incivility and extrinsic motivation (r = .263, p < .05).
Linear regression analysis was applied to test the effect of the level of workplace
incivility (as the independent variable) on the level of motivation (as the dependent
variable), with the results presented in Table 7.
Table 7. Linear Regression Analysis Results
Independent Dependent
Variable
Variable
Workplace
Motivation
Incivility

B

SH

β

t

R

105.414 1.688 -.335 62.456 .335a

R2

F

.112

44.661 .000b

p

Table 7 presents the analysis results that predict the relationship between workplace
incivility and the motivation levels of the participant teachers. As a result of the analysis, the
regression model was found to be statistically significant (F = 44,661, p = .000); accordingly,
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11% of the teachers’ motivation levels can be explained by the workplace incivility variable
(R2 = 0.112, p = .000). In light of this finding, it may be concluded that workplace incivility is
an important factor for the school climate, and that it significantly impacts upon the
psychological atmosphere on the school.

5. CONCLUSION, DISCUSSION AND RECOMMENDATIONS
This study, which aimed at determining the effect of teachers’ perceived workplace
incivility on their motivation levels, was designed according to the relational survey model,
one of the quantitative research methods. The sample of the research included 355 teachers
from the Kahramanmaraş province of Turkey. The obtained data were analyzed using IBM’s
SPSS Version 22.0 statistics package program.
The findings indicates that incivility is an occasional phenomena affecting educational
institutions. Some studies reported that the phenomenon of incivility is rarely seen in
working environments (Aykan, 2020; Çiçek & Çiçek, 2020; Demirkasimoğlu & Arastaman,
2017; Demirsel & Erat, 2019; Erol et al., 2018; Kanten, 2014; Kaplan et al., 2019; Polatcı &
Özçalık, 2013; Tortumlu & Taş, 2020; Üstün & Ersolak, 2020; Yıldız & Bayrakçı, 2020). On the
other hand, Çoban and Deniz (2018), Lim and Lee (2011), and also Taştan (2014) concluded
that incivility in working environments is seen more intensely. It can be thought that this
situation is caused both by the diversity of the sector and the dynamics of the institutions
that are the subject of research.
It was observed that the motivation levels of the teachers were at the “mostly” level;
however, other similar research offered differing results on the subject. While Ayık and Ataş
(2014) and also Sucu (2016) found the motivation of teachers was medium or below
average, some other studies found motivation levels to be high (Çevik & Köse, 2017; Ertürk,
2016; Gömleksiz & Serhatlıoğlu, 2013; Karakose & Kocabaş, 2006; Yılmaz, 2009).
As a result of the findings obtained in the current research, it was determined that no
significant difference was found to exist between the variables of teachers’ gender, marital
status, school type, age, branch, length of service, union membership, and workplace
incivility. In the study conducted by Lim and Lee (2011), young employees were seen to face
a greater level of incivility situations than their more experienced colleagues. In the study of
Zurbrügg and Miner (2016), it is reported that females are exposed to more instances of
incivility than males in the workplace. Again, some studies (Cortina et al., 2001, 2013) found
that women are exposed to incivility more than men, and that the age factor has no effect
on incivility. It is thought that the different situations that arise are caused by the structure
of the work of the organizations that are the subject of the research, the cultural elements
and the diversity in management styles.
Within the current research, it was determined that teachers with postgraduate
education thought more about uncivil behaviors in the workplace than those with
undergraduate education. In a study conducted by Demirkasımoğlu and Arastaman (2017), it
was found that teachers’ views on incivility did not change according to the variable of
educational status. On the other hand, Akcakavaklı (2019) found that the incivility scores of
those participants with an associate degree and a bachelor’s degree were significantly higher
than those whose education finished with their high school education. It may be concluded
that as the education level increases, people expect more courtesy in the workplace
environment.
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The current study also found the motivation levels of the teachers showed a statistically
significant difference according to the school type and branch variable. It was seen that
teachers working in kindergarten and primary school have higher levels of motivation than
those working in secondary schools and high schools, whilst teachers working in secondary
schools had higher motivation than those working in high schools. In addition, it was found
that the motivation levels of preschool and classroom teachers were higher than branch
teachers. The results of the current research can be said to show similarities with studies
such as those by Candoğan (2015), Çevik and Köse (2017), Sarıca (2013), and Urhan (2018).
In a study entitled “High school teachers’ motivation level and the relationship between
motivation level and school culture” by Dur (2014), it was determined that the motivation of
teachers unsatisfied with their working environment decreased significantly. This may be
due high schools mostly being largescale operations, where official relations are considered
intense and disciplinary incidents frequent.
Another result of the current research showed that the group with the lowest
motivation level according to the seniority variable were those teachers who each had 1-5
years of seniority, as in those teachers having only recently qualified. This may be because
newly-appointed teachers are appointed only on a contract basis, that the majority of them
are assigned to work in disadvantaged regions of the country, that their service scores are
low, and their working conditions deemed inadequate. Karadeniz and Beşir Demir (2010)
stated in their study titled “A General Assessment of Contracted Basis Teacher
Appointment” that the differences in personal rights between permanent and contracted
teachers negatively affect the job satisfaction and motivation of contracted teachers. In
similar studies, contracted teachers were not satisfied with their personal rights, stating that
permanent teachers had greater privileges in terms of personal rights (Çalışoğlu & Tanışir,
2018; Demirkaya & Unal, 2017; Gündüz, 2008).
As a result of the current research, it was revealed that a statistically significant and
moderately negative relationship was found to exist between teachers’ workplace incivility
and their level of motivation. The results of the current study’s analysis are similar to those
of studies published by Hur et al. (2016) and also Jamal and Siddiqui (2020). Teachers’ views
on workplace incivility were found to be a significant predictor of their motivation levels. It
can therefore be concluded that undertaking studies to reduce levels of incivility in schools
will positively contribute to the motivation levels of serving teachers. Teachers with high
levels of motivation will more likely undertake their job with increased satisfaction and
willingness to work towards achieving the goals of the institution. For this reason,
educational institutions should work to develop and implement institutional courtesy rules
as a priority. In addition, the management of incivility throughout the school should be
considered among the priorities of serving school administrators.
Based on the findings of the current research, the following suggestions are put
forwards:
 As studies on the phenomenon of incivility in schools are deemed insufficient in the
current literature, further studies should be encouraged.
 Courses on the subject of courtesy could be developed and added to existing
curricula. A nationwide courtesy movement could be initiated in order that
awareness may be raised with the participation of all stakeholders.
 Prior to studies on motivation being conducted within educational organizations, the
effects of incivility should be considered and the programs planned accordingly.
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 Social, academic, and psychological support units could be established in order to
increase the motivation of newly-appointed teachers. In addition, a qualified
mentoring program could be provided in order to help them resolve problems
encountered during their initial years of teaching.
 Institutional standards of courtesy could be established in order to ensure all school
staff increase adherence to such a standard.
 The current study examined the effect of workplace incivility on teachers’ motivation.
Additionally, the relationships between incivility in educational institutions and
corporate culture, organizational justice, organizational support, and psychological
climate issues could also be investigated. Also, qualitative research in this subject
area could help to provide more in-depth findings.
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