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Abstract. This study investigates the transformative influence of civility in promoting constructive 

dialogue within the unique context of the Islamic University in Iraq. In an environment where 

diverse perspectives, values, and cultures intersect, cultivating a respectful and open platform for 

dialogue becomes a crucial factor for success. Through an extensive review of academic literature, 

interviews, and surveys conducted at the Islamic University, this study examines how civility affects 

communication dynamics, employee engagement, and overall productivity in this specific setting. 

The findings illuminate that civility plays a pivotal role in creating a workplace culture that values 

diverse opinions and encourages open dialogue. Civility fosters a sense of psychological safety, 

allowing faculty, staff, and students to express their views, beliefs, and concerns without 

apprehension. Moreover, it enhances trust, forging stronger interpersonal relationships across 

cultural and professional boundaries. Leadership's commitment to modeling and promoting civility 

has been identified as a key driver in shaping the dialogue climate at the university. 
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1. Introduction 

 Civility and dialogue in the workplace are crucial components of a healthy and productive work 

environment. In today's fast-paced and diverse professional world, fostering respectful interactions 

and open communication is essential for the well-being of employees and the success of 

organizations. This introduction will provide an overview of the importance of civility and dialogue 

in the workplace, highlighting their significance, benefits, and the challenges they address. Civility 

in the workplace refers to the practice of showing respect, politeness, and courtesy towards 

colleagues, superiors, and subordinates. It involves treating others with dignity and empathy, even 

in the face of disagreements or conflicts. Dialogue, on the other hand, entails open and constructive 

communication. It is a platform for sharing ideas, exchanging information, and resolving 

differences in a respectful and considerate manner. The significance of civility and dialogue in the 

workplace cannot be overstated. They create a positive atmosphere that promotes employee well-

being, job satisfaction, and mental health. When employees feel respected and valued, they are more 

motivated, engaged, and likely to stay with their organization. Moreover, open dialogue encourages 

the free flow of ideas and creativity, leading to improved problem-solving and innovation. It helps 

in conflict resolution, prevents misunderstandings, and fosters a sense of belonging and inclusivity 

among the workforce. However, despite their numerous advantages, cultivating civility and 

dialogue in the workplace can be challenging. The fast-paced nature of many workplaces, coupled 

with diverse backgrounds and perspectives of employees, can sometimes lead to 

miscommunication, conflicts, and incivility. To address these challenges, organizations need to 

prioritize fostering a culture of respect and open communication, providing training and resources, 

and setting clear expectations for behavior. In this exploration of civility and dialogue in the 

workplace, we will delve deeper into these topics, offering insights, strategies, and best practices to 

create a more harmonious and productive work environment. Ultimately, by embracing civility and 

dialogue, organizations can reap the benefits of enhanced collaboration, increased innovation, and 

improved employee satisfaction, ultimately contributing to their overall success.  
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2. Literature Review 

2.1 Civility 

"Civility" refers to the practice of treating others with respect, courtesy, and politeness, even in challenging or 

contentious situations. It involves showing consideration for the feelings and perspectives of others and engaging in 

constructive and civil discourse [1] . Civility is a fundamental aspect of a healthy and functional society, as it promotes 

cooperation, tolerance, and the peaceful resolution of conflicts [2] .  

Civility identification refers to the practice of recognizing and promoting civil behavior and interactions in various 

settings, such as in public discourse, social interactions, and online communities [3] . Civility is characterized by 

politeness, respect, and consideration for others, even in the face of disagreements or differing opinions  [4] . It involves 

maintaining a respectful and courteous tone when communicating with others and refraining from engaging in harmful 

or offensive behavior [5] . In today's world, civility identification is important for several reasons: Promoting Respectful 

Discourse: Civility identification encourages individuals to engage in discussions and debates while maintaining a level 

of respect for others' opinions and perspectives [6] . Reducing Conflict: Civility can help de-escalate conflicts and prevent 

confrontations by encouraging people to communicate their thoughts and concerns in a non-hostile manner [7] . Fostering 

Inclusivity: Civil behavior can create a more inclusive environment where individuals from diverse backgrounds and with 

differing views feel comfortable expressing themselves [8 ] . Online Community Management: In online communities, 

civility identification is crucial for moderating and managing discussions, preventing harassment, and maintaining a 

healthy and welcoming atmosphere [9] . Workplace Environment: In a professional setting, civility identification can lead 

to a more productive and harmonious workplace, as employees treat each other with respect and professionalism [10] .  

Identifying civility typically involves monitoring and addressing instances of uncivil behavior, promoting and enforcing 

community guidelines or codes of conduct, and providing education and awareness about the importance of 

civility [11] .Civility can be recognized through behaviors such as active listening, empathy, avoiding personal attacks, 

and using respectful language and tone. Efforts to encourage civility may include training, public awareness campaigns, 

and community guidelines that set expectations for respectful behavior. Ultimately, civility identification aims to create 

a more respectful and considerate society in which individuals can engage in meaningful discussions and interactions 

while maintaining a sense of respect for one another [12] . Civility is not about suppressing one's own beliefs or opinions 

but about finding a way to express them respectfully and engage in open and productive dialogue with others .It is essential 

for the well-being of both individual relationships and society as a whole  [13] , Suggest [.14]  Civility in the workplace and 

in society, in general, can be understood and measured through various dimensions. While the specific dimensions of 

civility may vary depending on the source and context, a common framework includes the following three dimensions: 

2.2 Civility as Politeness 

Civility, when described as "politeness," refers to the practice of using courteous and considerate behavior in one's 

interactions with others [15] . Politeness is a fundamental aspect of civility and is characterized by showing respect, 

courtesy, and good manners when engaging with people in various social and professional settings. Politeness in the 

context of civility involves actions such as saying "please" and "thank you," using appropriate forms of address, showing 

patience and understanding, and generally being mindful of the feelings and comfort of those with whom you are 

interacting [16] . It can encompass a wide range of behaviors, including holding doors for others, waiting your turn in a 

queue, and refraining from using offensive language [17] . Politeness is a key component of civility because it helps 

create a more respectful and harmonious social environment. It fosters positive interactions, reduces tension and conflict, 

and makes it easier for people to communicate and work together effectively. In this sense, politeness and civility go 

hand in hand, with politeness being one of the practical expressions of civility in daily life  [18] . 

2.3 Moral Civility 

"Moral civility" refers to the practice of conducting oneself with both civility and ethical principles in mind  [19] . It 

involves not only being polite and respectful in one's interactions with others but also adhering to a set of moral or 

ethical values and principles  [20] . Key aspects of moral civility may include: Respect for Others: Treating individuals 

with respect and valuing their inherent worth as human beings [21 ] . This involves refraining from behaviors that may 

harm or demean others [22] . Ethical Behavior: Acting in accordance with a personal or societal code of ethics or moral 

principles. This may involve making choices that align with notions of right and wrong. Honesty and Integrity: Being 

truthful and transparent in your interactions, even in situations where it might be tempting to deceive or manipulate. 
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Empathy and Compassion: Showing understanding and compassion for the feelings and perspectives of others, 

particularly in situations where individuals are vulnerable or in need [23] . Justice and Fairness: Advocating for and 

practicing justice and fairness in interactions, and promoting equity and equality. Responsibility: Taking responsibility 

for one's actions and their consequences, particularly when those actions impact others. Moral civility encompasses both 

the ethical and interpersonal dimensions of behavior. It reflects an approach to interactions that prioritizes both ethical 

values and the principles of civility, resulting in a respectful, just, and empathetic approach to engaging with others [24] . 

2.4 Justificatory Civility 

Justificatory civility is a concept rooted in political and moral philosophy that pertains to how individuals in a 

pluralistic society engage in discussions and debates about their differing beliefs and values. It emphasizes the 

importance of conducting these conversations in a manner that is respectful, rational, and aimed at reaching a shared 

understanding or consensus [25] . Here are some key aspects of justificatory civility: Respect for Diverse Perspectives: 

Justificatory civility encourages individuals to respect the diversity of opinions, worldviews, and cultural backgrounds 

present in a society [26] . It emphasizes that people should approach discussions with an open mind and a willingness to 

listen to others, even when they strongly disagree. Rational Discourse: It promotes the use of rational arguments and 

evidence-based reasoning in discussions [27] . Instead of resorting to ad hominem attacks, emotional outbursts, or 

fallacious arguments, individuals should engage in thoughtful and logical discourse. Mutual Justification: In justificatory 

civility, the goal of a conversation is to provide reasons or justifications for one's beliefs and actions [82] . Participants 

should be willing to offer and evaluate reasons for their positions and be open to having their own beliefs subjected to 

critical examination. Sincerity: Participants are expected to be sincere in their engagement. This means that they should 

express their true beliefs and not engage in manipulative or deceitful tactics during discussions. Openness to Revision: 

Justificatory civility encourages a willingness to revise one's beliefs or positions when confronted with compelling 

counterarguments or evidence [29] . It acknowledges that, in the process of engaging with others, one's own perspective 

may evolve. Public Reason: The concept of public reason is closely related to justificatory civility. It suggests that in 

the public sphere, people should rely on reasons and arguments that are acceptable to all reasonable citizens, regardless 

of their specific comprehensive doctrines (philosophical or religious beliefs). This ensures that public debates are 

inclusive and respectful of diverse viewpoints. Tolerance: While justificatory civility promotes critical engagement with 

differing views, it also emphasizes the importance of tolerance for disagreement  [30] . It recognizes that in a pluralistic 

society, complete agreement is often unattainable, and individuals should learn to coexist and collaborate despite their 

differences. Democratic Deliberation: Justificatory civility is often associated with democratic principles. It provides a 

framework for how citizens in a democratic society should engage in public deliberation, ensuring that decisions are 

made through a process that is respectful, rational, and inclusive [31] . In summary, justificatory civility is a framework 

for constructive, respectful, and rational discourse in pluralistic societies. It seeks to enhance the quality of public 

debates, foster understanding among diverse groups, and promote the democratic ideal of making collective decisions 

through reasoned discussion [32] . 

2.5 Dialogue in the Workplace 

The historical development of dialogue in the workplace has evolved over time, reflecting changes in organizational 

structures, communication technology, and societal norms [33] .  In pre-industrial societies, workplaces were often small-

scale, with limited formalized communication structures [34] . Workplace dialogue was largely based on face-to-face 

interactions, as there were no advanced communication tools or technologies [35] .The Industrial Revolution brought 

about significant changes in the workplace, including the growth of large factories and organizations [36] . Hierarchical 

structures and formalized communication channels emerged, with a clear divide between management and labor. In the 

early 20th century, the rise of scientific management, as advocated by Frederick Taylor, emphasized efficiency and 

standardization in the workplace [37] . Communication was still largely top-down, with little room for dialogue or input 

from employees [38] . The mid-20th century saw the emergence of human relations theory, which stressed the importance 

of interpersonal relationships in the workplace. This period marked the beginning of efforts to improve workplace 

dialogue, with an emphasis on employee engagement and feedback [39 ] .The late 20th century brought significant 

advancements in communication technology, such as email, intranets, and later, the Internet. These tools facilitated more 

immediate and varied forms of workplace communication, enabling greater interaction and collaboration [40] .The 21st 

century has witnessed a dramatic shift in workplace dialogue with the advent of social media, video conferencing, and 

instant messaging platforms. These technologies have made remote work and global collaboration more feasible, 
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changing the dynamics of workplace dialogue [41] . In recent decades, there has been a growing emphasis on employee 

engagement and empowerment, with organizations recognizing the value of open dialogue. Initiatives like employee 

feedback programs, open-door policies, and regular performance reviews have become more common [42] . There is also 

a growing focus on diversity and inclusion in the workplace, which has led to increased dialogue surrounding these 

issues [43] . Dialogue and communication are vital for addressing issues related to diversity, equity, and inclusion  [44 ] . 

Modern workplaces face challenges such as information overload, the need for remote collaboration, and in-person 

balancing and virtual communication. Effective workplace dialogue now encompasses a mix of formal and informal 

channels, including meetings, emails, instant messaging, and social platforms [45] . 

A literature review on the topic of "Dialogue in the Workplace" explores the importance of effective communication 

and dialogue within organizational settings [46] . It delves into various aspects of workplace dialogue, including its 

impact on employee engagement, productivity, conflict resolution, and overall organizational performance  [47] .  

Workplace dialogue refers to the open and constructive exchange of ideas, information, and feedback among employees, 

managers, and other stakeholders within an organization [48] .  Effective dialogue involves active listening, clear 

communication, and the willingness to engage in meaningful conversations. Effective workplace dialogue is crucial for 

several reasons: Dialogue fosters a sense of belonging and involvement, leading to increased employee engagement and 

satisfaction.  Dialogue serves as a tool for addressing and resolving conflicts, enhancing workplace harmony  [49] . Open 

dialogue encourages idea sharing and innovation, which can benefit the organization [50] . Effective leaders use dialogue 

to inspire and motivate their teams. and Literature often highlights the use of various communication channels for 

workplace dialogue, including face-to-face meetings, emails, instant messaging, and collaboration tools suggest that 

training programs in communication and dialogue skills can improve interpersonal relationships and overall 

communication within the workplace [51] .It suggest [52] that training programs in communication and dialogue skills can 

improve interpersonal relationships and overall communication within the workplace. In the context of workplace 

dialogue as identified by [53] , the three dimensions are: 

Mutuality: "Mutuality in the dialogue" refers to the idea that communication between two or more parties should 

involve a sense of shared understanding, respect, and engagement [54] .It suggests [55] that a conversation should be a 

two-way or multi-way exchange where all participants have an opportunity to speak, listen, and be heard. 

Propinquity: is a term that refers to the state of being close to someone or something in terms of physical proximity, 

nearness, or closeness [56] . It can also refer to the social or emotional closeness between individuals [57] . 

Empathy: is a fundamental element of effective communication and dialogue. It involves understanding and sharing 

the feelings and perspectives of others [58] , From the information provided, the research hypotheses for the study can be 

formulated as follows: 

Hypothesis(H1): There is a statistically significant positive impact relationship between "civility as politeness" and 

"Dialogue in the Workplace" in the study sample. 

Hypothesis(H2): There is a statistically significant positive impact relationship between " moral civility" and 

"Dialogue in the Workplace" in the study sample. 

Hypothesis(H3): There is a statistically significant positive impact relationship between " justificatory civility" and 

"Dialogue in the Workplace" in the study sample. 

Based on the hypotheses, formulated is the hypothetical model for the study (See figure1): 

 
Figure 1 : Study Model 
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In this diagram, "Civility as Politeness," "Moral Civility," and "Justificatory Civility" are depicted as independent 

variables that each have a statistically significant positive impact relationship with "Dialogue in the Workplace," which 

is the dependent variable. This represents the three hypotheses you've mentioned. The arrows indicate the direction of the 

relationships, showing that each form of civility is expected to positively impact dialogue in the workplace. 

3. Data and Methodology 

3.1 Sample and Data Collection 

Through a survey of a sample of leaders at the Islamic University in Iraq, and to obtain the primary data for this study, 

questionnaires were distributed to individuals in the sample, with a total of (120) respondents out of the total study 

population, which amounts to (172). It was found that (8) questionnaires did not contain complete data and were therefore 

excluded. In addition, an outlier test was conducted, which revealed the presence of (5) outlier and extreme data points. 

Therefore, these data points were also excluded from the dataset, resulting in a final sample size of (107) valid 

questionnaires for statistical analysis, which represents (89%) of the initial sample, a acceptable and high percentage.  

The questionnaires were filled out, processed, and analyzed using the statistical software SPSS. The researchers 

determined the sample size based on the statistical source [59] .   The researchers also ensured the reliability of the study's 

questionnaire in all its domains using the Cronbach's alpha coefficient, which was found to be (0.885), with a total of 30 

questionnaire items. This indicates a high level of reliability, and the questionnaire in its final form is considered suitable 

for distribution. This confirms the questionnaire's validity and reliability, providing the researchers with full confidence 

in the questionnaire's accuracy and suitability for analyzing the results and testing the study's hypotheses. 

3.2 Measures 

The measures used to assess the variables in this study are as follows: 

Civility: This variable  comprises three sub-variables, which are (civility as politeness, moral civility, justificatory 

civility). Participants were asked to rate their agreement on a Likert scale consisting of 5 points: ("1" = "totally disagree" 

and "5" = "totally agree"). 

Dialogue in the Workplace: This variable also contains three sub-variables, which are (Mutuality, Propinquity, Empathy). 

Participants were asked to express their agreement on a Likert scale with 5 points: ("1" = "totally disagree" and "5" = 

"totally agree"). 

4. Results 

Table (1) presents the results of the responses of the sample individuals, including the means and standard deviations for 

all the civility variable items. The means for these items ranged from (2.19) to (3.99), and the standard deviations varied 

between (0.109) and (1.89). It was revealed that the overall mean for all civility dimension items was (3.49). 

Table 1. illustrates the arithmetic means and standard deviations for the items of the " Civility" 

N paragraphs arithmetic 

mean 

standard 

deviation 

ranking an assessment 

civility as politeness 

1.  The spirit of cooperation and teamwork prevails in 

the workplace. 

3.99 1.17 1 High 

2.       

3.  Leadership works to resolve conflicts fairly. 3.82 1.41 2 High 

4.  Leaders take a personal interest in employees. 3.52 1.56 4 Average 

5.  Leaders can be relied upon when needed. 3.60 1.10 3 High 

6.  Leadership does not tolerate discrimination. 3.48 1.25 5 Low 

7.  Differences among employees are respected and 

valued. 

2.19 0.134 6 Low 
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moral civility 

1.  Leadership deals with employees honestly and 

sincerely. 

3.37 1.80 3 Average 

2.   Leadership encourages ethical conduct and respect 

among employees. 

3.72 0.181 1 High 

3.  Leadership fosters positive traits like fairness and 

self-control. 

2.83 1.75 5 Low 

4.  Leadership helps unlock human potential. 3.61 0.601 2 High 

5.  Leadership encourages tolerance and consideration 

of others' feelings and beliefs. 

3.00 1.06 4 Average 

justificatory civility 

1.  Leadership treats employees as free and equal in 

rights. 

3.89 1.65 3 Average 

2.  Upholding values and beliefs while balancing them 

reasonably. 

3.97 1.57 1 High 

3.   Setting policies that satisfy employees to the best 

extent. 

3.35 0.109 4 Low 

4.  Rules are justified to each employee based on 

convincing reasons. 

3.96 1.89 2 High 

5.  Leadership mindset is characterized by general 

justification of organization rules. 

2.91 1.74 5 Low 

 arithmetic mean of all the paragraphs in the civility. 3.49 1.78  Average 

Table (2) illustrates the results related to the responses of the sample individuals, along with the mean values and standard 

deviations for all the "Dialogue in the Workplace" items. These responses ranged from low to high, with mean values 

ranging from (2.32) to (3.90) and standard deviations ranging from (0.103) to (1.119). It became evident that the overall 

mean value for all the "Dialogue in the Workplace" items was (3.59).  

Table 2. illustrates the arithmetic means and standard deviations for the items of the "Dialogue in the Workplace" 

N paragraphs 
arithmetic 

mean 

standard 

deviation 
ranking an assessment 

Mutuality   

1.  leadership and employees share the same 

goals. 

3.76 1.23 2 High 

2.  leadership collaborates with employees to 

create a better work environment. 

3.90 1.03 1 Average 

3.  Employees have equal relationships with the 

leadership. 

3.08 1.37 3 Low 

Propinquity   

1.  Employees' opinions are taken into 

consideration in matters that affect them. 

3.01 1.82 3 Low 

2.  Employees have the opportunity to express 

their concerns. 

3.48 1.31 2 Average 

3.  leadership encourages enhancing employee 

participation. 

3.64 1.52 1 High 

Empathy 

1.  leadership continuously supports the 

employees. 

3.80 1.119 1 High 

2.  leadership listens to the employees' concerns. 3.09 1.05 3 Low 

3.  leadership values and respects the employees. 2.32 0.103 2 Average 

 arithmetic mean of all the paragraphs in the 

workplace dialogue. 

3.59 1.75  Average 
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It appears from Table (3) that the dimensions of civility (the independent variable) have a statistically significant effect 

on enhancing "Dialogue in the Workplace" (the dependent variable). This is evident from the calculated F-value, which 

was (11.102), and the significance level (Sig) is (0.000), which is less than (0.05). Additionally, the value of the 

determination coefficient (R2) is (0.527), confirming the significance of the regression. 

For the "civility as politeness" variable, the coefficient (B) was (315), and the t-value was (3.101) with a significance 

level of  (0.014), which is also less than (0.05), confirming the significance of the regression coefficient. 

Regarding the "moral civility" variable, the coefficient (B) was (296), and the t-value was (2.681) with a significance 

level of (0.012), which is less than (0.05), further confirming the significance of the regression coefficient. 

As for the "justificatory civility" variable, the coefficient (B) was (0.415), and the t-value was (3.198) with a significance 

level of (0.009), which is less than (0.05), indicating the significance of the regression coefficient. 

Based on the results mentioned above, the study's hypotheses are accepted, indicating a statistically significant positive 

impact of civility dimensions on "Dialogue in the Workplace" at the Islamic University in Iraq.  

Table 3. Results of Regression Model 

D.V 2R F 
 

Sig F  I.V 𝛽 Error T 

 

P - Value 

dialogue in the workplace .527 11.102 0.000 civility as 

politeness 

315 . .165 3.101 0.014 

    moral civility 296 . .106 2.681 0.012 

    justificatory 

civility 

.415 .129 3.198 0.009 

 

5. Conclusions 

   Promoting constructive dialogue in the workplace for university leaders at Islamic University Najaf, Iraq, is of 

paramount importance. A respectful and inclusive work environment not only enhances productivity but also strengthens 

the institution's reputation and fosters a sense of community. Here are some key takeaways and conclusions regarding 

this endeavor: University leaders play a pivotal role in setting the tone for the workplace.  Their actions and attitudes 

influence the behavior and attitudes of the entire community.  Embracing diversity and fostering an inclusive environment 

is central to dialogue civility. By appreciating and respecting different perspectives and backgrounds, the university can 

harness a wealth of knowledge and experiences. Clear and open communication is vital in dialogue civility and dialogue.  

University leaders should ensure that expectations, policies, and information are communicated transparently and 

consistently.  Employees should have access to processes that allow them to address disputes or concerns in a fair and 

respectful manner. Encouraging debates and discussions within an atmosphere of mutual respect is a balancing act 

university leaders must navigate. Nurturing leadership skills and fostering respect within the workplace should be an 

ongoing process. Promoting   dialogue in the workplace is important for fostering a healthy and productive environment, 

particularly in an academic setting like Islamic University Najaf in Iraq. Here are some considerations  for university 

leaders to enhance  dialogue in the workplace:  University leaders should model respectful and civil behavior in their 

interactions with faculty, staff, and students.  Effective communication is crucial for maintaining a respectful workplace.  

Leaders should encourage open and honest dialogue. Employees should know where to turn when they face issues, and 

they should have confidence in the process. Provide mentorship programs to help employees develop their leadership 

skills and foster respectful workplace behavior. Encourage aspiring leaders to understand the importance of civility. 

Creating a workplace culture that values civility and open dialogue is an ongoing process. University leaders play a 

pivotal role in setting the tone and creating an environment where everyone feels respected and heard. By implementing 

these strategies, you can contribute to a more harmonious and productive workplace at Islamic University Najaf, Iraq. 

References 

[1] Kesler, C.R. (1992) ‘Civility and Citizenship in the American Founding’, in E.C. Banfield (ed.) Civility and Citizenship, pp. 57–

74 . 

[2] Kennedy, R. (1998). Civility in the House of Representatives. American Prospect, 41, 84-91. 



Baqer Khudair Al-Hadrawi 

 108  

Journal of Production and Industrial Engineering                                                                                                                       

[3] Fehr, E., & Fischbacher, U. (2004). Social norms and human cooperation. Trends in cognitive sciences, 8(4), 185-190. 

[4] Carter, S. L. (1998). Civility: Manners, morals, and the etiquette of democracy. (No Title). 

[5] Shils, E. (1997). Civility and civil society: Good manners between persons and concern for the common good in public affairs. 

The virtue of civility. Selected essays on liberalism, tradition, and civil society, 63-103. 

[6] Papacharissi, Z. (2004). Democracy online: Civility, politeness, and the democratic potential of online political discussion groups. 

New media & society, 6(2), 259-283. 

[7] Clark, C. M., Gorton, K. L., & Bentley, A. L. (2022). Civility: A concept analysis revisited. Nursing Outlook, 70(2), 259-270. 

[8] Walker, L. O., & Avant, K. C. (2005). Strategies for theory construction in nursing (Vol. 4). Upper Saddle River, NJ: 

Pearson/Prentice Hall. 

[9] Arnett, R. C., & Arneson, P. (1999). Dialogic civility in a cynical age: Community, hope, and interpersonal relationships. SUNY 

Press. 

[10] Al-Hadrawi, B. K., & Al-Zulfi, A. R. (2022). Gratitude in Organizations and its Effect on Reducing Organizational Cynicism. 

Akkad Journal of Contemporary Management Studies, 2(1), 15-26. 

[11] Kulari, G., Laneiro, T., Ribeiro, L., Leiter, M. P., & dos Santos, M. S. F. (2023). Relationship between authentic leadership and 

burnout: the mediating role of civility in healthcare sector in Portugal. Management Research: Journal of the Iberoamerican 

Academy of Management, 21(3), 265-283. 

[12] Smith, C. M., Allan, B. A., & Blustein, D. L. (2023). Decent Work and Self Determination Needs: Exploring Relational Workplace 

Civility as a Moderator. Journal of Career Assessment, 10690727231186768. 

[13] Zhang, C., & Liu, L. (2023). Exploring the role of employability: the relationship between health-promoting leadership, workplace 

relational civility and employee engagement. Management Decision, 61(9), 2582-2602. 

[14] Bonotti, M., & Zech, S. T. (2022). Conspiracism and Civility. Political Studies Review, 14789299221140987. 

[15] Vilkki, L. (2006). Politeness, face and facework: Current issues. A man of measure. 

[16] Xie, C. (2003). A Critique of Politeness Theories-Review of Gino Eelen, Manchester: St. Jerome Publishing, 2001, viii+ 280 

pages, paperback, &17. 99. Journal of Pragmatics, 35(5), 811-818. 

[17] Vilkki, L. (2013). Politeness, face and facework: Current issues. A man of measure. 

[18] Rapport, N. (2023, August). ‘Life is Individual’: Outline of a Cosmopolitan Civility and its Anthropology. In Anthropological 

Forum (pp. 1-18). Routledge. 

[19] Bonotti, M., & Zech, S. T. (2021). Recovering civility during COVID-19 (p. 250). Springer Nature. 

[20] Zurn, C. F. (2013). Political civility: Another illusionistic ideal. Public Affairs Quarterly, 27(4), 341-368. 

[21] Andrew Peterson.(2019). Civility and Democratic Education (Singapore:   Springer), 29. 

[22] Tiso, G. (2017). On Polite Nazis and the Violence of Speech. 

[23] Blitvich, P. G. C., & Fernández-Amaya, L. (2023). The offline/online nexus and public spaces: Morality, civility, and aggression 

in the attribution and ratification of the Karen social identity. In The Discursive Construction of Place in the Digital Age (pp. 121-

151). Routledge. 

[24] Harrison, T., & Polizzi, G. (2022). (In) civility and adolescents’ moral decision making online: Drawing on moral theory to 

advance digital citizenship education. Education and Information Technologies, 27(3), 3277-3297. 

[25] Nussbaum, M. C. (2015). Extending Political Liberalism: A Selection from Rawls's Political Liberalism, edited by Thom Brooks 

and Martha C. Nussbaum. Columbia University Press. 

[26] Andrew, E. (2021). The Theology of Liberalism: Political Philosophy and the Justice of God: by Eric Nelson, Cambridge, MA, 

The Belknap Press, 2019, 224 pp., $29.95/£ 23.95. 

[27] Patterson, A. M. (2016). A construct analysis of civility in the workplace (Doctoral dissertation, University of Guelph). 

[28] Walker, L. O., & Avant, K. C. (2005). Strategies for theory construction in nursing (Vol. 4). Upper Saddle River, NJ: 

Pearson/Prentice Hall. 

[29] Peeters, R. (2014). ‘You’re Either with Us or against Us’: Manufacturing Civility in the Netherlands. In Manufacturing Civil 

Society: Principles, Practices and Effects (pp. 15-33). London: Palgrave Macmillan UK. 

[30] Mower, D. S. (2019). The real morality of public discourse: Civility as an orienting attitude. A Crisis of Civility? Political 

Discourse and Its Discontents, 211-12. 

[31] Al-Hadrawi, B. K., Al-Awsat, A. F., Jawad, A. R., & Al-Zurfi, A. R. (2023). Transformational Leadership and its Impact on 

Realizing Organizational Happiness. Journal of Production and Industrial Engineering, 4(2), 60-73. 

[32] Dishon, G., & Ben-Porath, S. (2018). Don’t@ me: Rethinking digital civility online and in school. Learning, Media and 

Technology, 43(4), 434-450. 

[33] Burbules, N. (1993) Dialogue in Teaching. Theory and Practise. New York: Teacher Collage, Columbia University. 



Promoting Productive Dialogue in the Workplace: The Profound Influence of Civility 

 

 109  

Journal of Production and Industrial Engineering                                                                                                                  https://www.rame.org.in/jpie 

[34] Al-Hadrawi, B. K., & Al-zurfi, A. R. (2021). Workplace Spirituality, Self-Empowerment and Efficiency: A Religious 

Perspective. Akkad Journal of Contemporary Management Studies, 1(1), 21-31. 

[35] Ajonbadi, H. A., Mordi, C., & Adekoya, O. D. (2023). The Realities of Social Dialogue and Trade Unions in Morocco. In 

Employee Relations and Trade Unions in Africa: A Critical Approach (pp. 159-174). Cham: Springer Nature Switzerland. 

[36] De Maré, P.,Piper, R.,Thompson S. (1991) Koinonia, From Hate, through Dialogue to Culture in the Large Group. Karnac Books. 

[37] Isaacs, W. (1996, January-February). The process and potential of dialogue in social change. Educational Technology, 20-30. 

[38] Bohm, D. (1996) On Dialogue. Routledge, London and New York. 101 p. 

[39] Burbules, N. (1993) Dialogue in Teaching. Theory and Practise. New York: Teacher Collage, Columbia University. 

[40] Nonaka, I., Takeuchi, H. (1995) The Knowledge-Creating Company. New York: Oxford University Press.  

[41] Reed, K., Goolsby, J. R., & Johnston, M. K. (2014). Extracting meaning and relevance from work: The potential connection 

between the listening environment and employee’s organizational identification and commitment. International Journal of 

Business Communication, 51, 1-17.  

[42] Kent, M. L., & Taylor, M. (2002). Toward a dialogic theory of public relations. Public Relations Review, 28, 21–37. 

[43] Kent, M. L., Taylor, M., &White,W. J. (2003). The relationship betweenWeb site design and organizational responsiveness to 

stakeholders. Public Relations Review, 29, 63–77. 

[44] Holtzhausen, D. R., Petersen, B. K., & Tindall, N. T. (2003). Exploding the myth of the symmetrical/asymmetrical dichotomy: 

Public relations models in the new South Africa. Journal of Public Relations Research, 15, 305–341. 

[45] De Prins, P., Stuer, D., & Gielens, T. (2020). Revitalizing social dialogue in the workplace: The impact of a cooperative industrial 

relations climate and sustainable HR practices on reducing employee harm. The International Journal of Human Resource 

Management, 31(13), 1684-1704. 

[46] Ajonbadi, H. A., Mordi, C., & Adekoya, O. D. (2023). The Realities of Social Dialogue and Trade Unions in Morocco. In 

Employee Relations and Trade Unions in Africa: A Critical Approach (pp. 159-174). Cham: Springer Nature Switzerland. 

[47] Cionea, I. A., Kavya, P., & Wyant, M. H. (2021). Dialogue Orientations in Workplace Meetings. Management Communication 

Quarterly, 35(2), 315-331. 

[48] Hair Jr, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A primer on partial least squares structural equation modeling 

(PLS-SEM). Sage publications.  

[49] Axén, I., Sennehed, C. P., Eek, F., & Stigmar, K. (2022). Can a workplace dialogue impact the perceived influence of neck and/or 

backpain on everyday activities and performance at work? A secondary analysis from the randomized controlled trial WorkUp. 

BMC Musculoskeletal Disorders, 23(1), 1-9. 

[50] Nasser, Q. O., & Al-Hadrawi, B. K. (2023). Innovation and its Impact on Reducing Customer Condescension Study at AL-Qasim 

General Hospital/Iraq. 

[51] Al-Hadrawi, B. K., & Jawad, A. R. (2022). Internet Of Things And Workers Engagement Of Asia Cell Telecommunications 

Company: Iraq. Journal of Management Information & Decision Sciences, 25(6). 

[52] Ajonbadi, H. A., Mordi, C., & Adekoya, O. D. (2023). The Realities of Social Dialogue and Trade Unions in Morocco. In 

Employee Relations and Trade Unions in Africa: A Critical Approach (pp. 159-174). Cham: Springer Nature Switzerland. 

[53] Bruning, S. D., Dials, M., & Shirka, A. (2008). Using dialogue to build organization–public relationships, engage publics, and 

positively affect organizational outcomes. Public Relations Review, 34(1), 25–31. doi:10.1016/j.pubrev.2007.08.004. 

[54] AXELHO, F. (1996). Asymmetry and mutuality in the analytic relationship: Contemporary lessons from the Freud-Ferenczi 

dialogue. Ferenczi's turn in psychoanalysis, 107. 

[55] Endre, K. (2020). The present dialogue between nature and society or the mutuality of nature preservation and society protection. 

Journal of Globalization Studies, 11(1), 86-101. 

[56] Ruck, K. (2021). Employee voice and internal listening: Towards dialogue in the workplace. Current trends and issues in internal 

communication: Theory and practice, 93-111. 

[57] Remnant, J., Sang, K., Myhill, K., Calvard, T., Chowdhry, S., & Richards, J. (2023). Working it out: Will the improved 

management of leaky bodies in the workplace create a dialogue between medical sociology and disability studies?. Sociology of 

Health & Illness, 45(6), 1276-1299. 

[58] van Lierop, M. E., Meijers, J. M., van Rossum, E., Rutten, J. E., Thoma-Lürken, T., & Zwakhalen, S. M. (2022). How to establish 

workplace learning in long-term care: results from a World Café dialogue. BMC nursing, 21(1), 1-12. 

[59] Hair Jr, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2021). A primer on partial least squares structural equation modeling 

(PLS-SEM). Sage publications. 


