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Abstract: Any job where the work, the environment, the people, or any combination of those factors produces significant 

disruptions in the rest of your life is considered a toxic workplace. According to a recent essay by coach and professor of human 

behavior Melody Wilding, these disruptions can manifest as a variety of physical symptoms. A few factors that contribute to a 

burnout work culture include underappreciation, partiality, unhealthy communication, gossiping, and frequent turnover. Ineffective 

management, a lax code of behavior, weak leadership, and a lack of communication are also toxic workplace practices. A toxic 

workplace might also be one that pays badly, fails to acknowledge or promote great performance, puts customers before employees, 

forbids internal mobility, silences employees, betrays trust, or hinders employees from speaking up. 
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INTRODUCTION 

A harmful work environment is one where negative, adversarial, or bullying behavior is prepared into the exceptional culture. In a 

harmful work environment, representatives are focused, communication is constrained, fault culture is overflowing, and individuals 

are compensated (implicitly or unequivocally) for deceptive, hurtful, or terrible demeanors and activities. 

Working environments and directors who don't address harmful behaviors and poisonous culture may get formal complaints, e.g., 

due to bullying and harassment, see increasing takes a toll due to nonattendance, debilitated clears out, burnout, etc. Not to say 

having to bargain with the negative effect on the image of the organization as a working environment. 

A harmful work environment is one where representatives discover it troublesome to work or advance in their careers due to the 

negative environment made by colleagues, administrators, or the company culture itself. Breaking down responses by company, 

survey results appeared Intel within the lead for having the foremost poisonous work environment, agreeing to 48.5% of its 

representatives 

 

 

Who is capable of a harmful work environment? 

People at each level of an organization can contribute to work environment harm. Poisonous quality can start with trade pioneers, 

awful directors, or withdrawn representatives. Frequently it's all three at once. Fair as anybody can create poisonous quality, 

anybody can fathom the issue as well. Toxic working environments seldom remain at work. They ordinarily take after you 

domestically. They take over your discussions with cherished ones, take absent much-needed rest, and for the most part cause stress 

and stress. Harmful work environments can lead to push, burnout, discouragement, harm to your self-esteem, and genuine 

disturbances in your typical life.    
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 REVIEW OF LITERATURE 

1.Pimenta, F. X. E. (2022). Toxicity at Work Place: Coping Strategies to Reduce Toxins at Work Place. 

Employee or leader negativity affects the performance of the workforce, thus leading to loss and poor growth of the organization. 

The purpose of this research is to understand toxins at work place and their impact on performance of employees. This research 

reviews the literature associated with factors leading to toxicity at work places. The study also provides an overview of the issues 

faced by the organizations due to toxic behavior of the employees, especially those working in IT firms. Data was collected from 

IT employees and was analyzed by using Structural Equation Modeling (SEM). Their results indicated that these toxins had a 

negative relationship with employee engagement. Toxins present in organizations lead to a feeling of dissatisfaction, and 

unwillingness to take initiative. Dynamic changes in the IT sector with behavioral issues were not addressed adequately in the 

reported literature. With newer generations, Gen Z and centennials, taking up key positions in the organizations it was imperative 

to conduct such study. Keywords: Employee toxicity, employee engagement, IT employees 

 

2.Kurtulmuş, B. E. (2020). Toxic leadership and workplace bullying: The role of followers and possible coping strategies. 

The Palgrave Handbook of Workplace Well-Being,  

Toxic leaders and toxic leadership practices cause many problems for organizations and individuals. It has become apparent that 

such leaders consistently lead organizations to failure in the long run and hurt the personal and health well-being of individuals. 

They would be witnesses to the process, and they either vaguely accept or try to stop the process. However, if it does not stop, one 

of the possible solutions for victims may come in the form of coping strategies. It is the argument that coping strategies may not be 

able to stop abusive behavior of bullies but it helps victims to alleviate stress-related mental and health issues in the short and long 

term. This chapter looks for answers to the question of how under toxic leadership workplace bullying victims struggle and engage 

into coping strategies in order to reduce stress-related health and mental problems and what is the role of followers in this process 

if there is any. 

 

3.Anjum, A., Ming, X., Siddiqi, A. F., & Rasool, S. F. (2018). An empirical study analyzing job productivity in toxic 

workplace environments. International journal of environmental research and public health, 15(5), 1035. 

This empirical study aims to determine the effects of a toxic workplace environment, which can negatively impact the job 

productivity of an employee. Methodology: Three hundred questionnaires were randomly distributed among the staff members of 

seven private universities in Pakistan with a final response rate of 89%. For analysis purposes, AMOS 22 was used to study the 

direct and indirect effects of the toxic workplace environment on job productivity. Confirmatory Factor Analysis (CFA) was 

conducted to ensure the convergent and discriminant validity of the factors, while the Hayes mediation approach was used to verify 

the mediating role of job burnout between the four dimensions of toxic workplace environment and job productivity. A toxic 

workplace with multiple dimensions, such as workplace ostracism, workplace incivility, workplace harassment, and workplace 

bullying, was used in this study. Findings: By using the multiple statistical tools and techniques, it has been proven that ostracism, 

incivility, harassment, and bullying have direct negative significant effects on job productivity, while job burnout was shown to be 

a statistically significant mediator between the dimensions of a toxic workplace environment and job productivity. Finally, we 

concluded that organizations need to eradicate the factors of toxic workplace environments to ensure their prosperity and success. 

4.Thielsch, M. T., Meeßen, S. M., & Hertel, G. (2018). Trust and distrust in information systems at the workplace. PeerJ, 6, 

e5483. 

Digitalization of work processes is advancing, and this is increasingly supported by complex information systems (IS). However, 

whether such systems are used by employees largely depends on users’ trust in these IS. The resulting integrative model of trust in 

IS at work was validated in Study 2 using an online questionnaire with N = 179 professionals. Based on regression analyses, 

reliability (system quality) and credibility (information quality) of IS were identified as the most important predictors for both trust 

and distrust in IS at work. Contrasting analyses revealed diverging qualities of trust and distrust in IS: whereas well-being and 

performance were rated higher in trust events, experienced strain was rated higher in distrust events. Together, this study offers a 

first comprehensive model of trust in IS at work based on systematic empirical research. In addition to implications for theory 

advancement, we suggest practical implications for how to support trust and to avoid distrust in IS at work. 

 

5.Zhang, X., & Venkatesh, V. (2013). Explaining employee job performance: The role of online and offline workplace 

communication networks. Mis Quarterly, 695-722. 

By distinguishing between employees' online and offline workplace communication networks, this paper incorporates technology 

into social network theory to understand employees' job performance. Specifically, we conceptualize network ties as direct and 

indirect ties in both online and offline workplace communication networks, thus resulting in four distinct types of ties. We theorize 

that employees' ties in online and offline workplace communication networks are complementary resources that interact to influence 

their job performance. We found support for our model in afield study among 104 employees in a large telecommunication 

company. The paper concludes with theoretical and practical implications. 

 

NEED OF THE STUDY. 

The poisonous quality has ended up being common these days. This study looks into the issues confronted by the IT male 

representatives in their working environment. The study is conducted to outline the impacts, situations, circumstances and counter-

measurement.    

 
Population and Sample  

The sample collected is primarily from various male employees working in the IT sector. The sample had been brought together by 

the convenience sampling technique. Precisely 105 respondents filled the questionnaire virtually. 
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Theoretical framework 

Variables of the study contain dependent and independent variables. The study used a pre-specified method for the selection of 

variables. The study used demographic factors as the dependent variable. Factors like Motivation, Credibility are independent 

variables. 

 TOOLS FOR ANALYSIS: 

 

Percentage analysis 

Every time a research question is answered, a descriptive statistic is used, usually either a percentage or a mean. When it's crucial 

to know how many participants chose a particular response, using a percentage is suitable. When replies fall into distinct groups, 

percentages are typically presented. 

1.Sector 

S. No Sector No Of Respondents 

1 Hardware 10 

2 Software 33 

3 Semiconductors 16 

4 Telecommunications 21 

5 others 18 

 

Interpretation 
According to the table, it can be inferred that 10.5% of the respondents work in hardware, while 33.3% work in software, 16.1% 

work in semiconductors, 21.9% work in telecommunications, and 18.1% work in other sectors. 
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Inference 

It can be concluded that the largest number of respondents representing 33.3% work in the software sector. 

 

2.Career growth 

S. No Career growth No Of respondents 

1 Very Successful 8 

2 Successful 28 

3 Neutral 36 

4 Unsuccessful 20 

5 Very Unsuccessful 7 

 

Interpretation 

According to the table, it can be inferred that 8.6% of the respondents consider themselves "very successful," while 28.6% consider 

themselves "successful." Additionally, 36.2% of the respondents were "neutral," 20% considered themselves "unsuccessful," and 

7% considered themselves "very unsuccessful." 

 

Inference 

It is inferred that the highest no of responses is for Successful at 36.2% 
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3.Period of disappointment 

S. No Period of disappointment No of Respondents 

1 Appreciating for work done 33 

2 Depromotion 12 

3 Increment 27 

4 Onsite 15 

5 Others 11 

Interpretation 

Based on the table, it can be concluded that 33.3% of the respondent’s received appreciation for their work done, while 12.4% 

experienced demotion. Moreover, 27.6% of the respondents received an increment, 15.2% were given an opportunity for onsite 

work, and 11.4% received other types of responses. 

Inference 

It can be concluded that the largest number of respondents at 27.6% felt disappointed at the time of increment  
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4.Allowances 

 

S. No Allowances No of respondents 

1 Strongly agree 7 

2 Agree 25 

3 Neutral 25 

4 Disagree 31 

5 Strongly Disagree 9 

Interpretation 

According to the table, it can be inferred that 9.5% of the respondents "strongly agree" with a statement, while 25.7% "agree." 

Additionally, 25.7% of the respondents were "neutral," 31.4% "disagree," and 9.5% "strongly disagree" with the statement. 

Inference 

It is inferred that highest no of responses is for Strongly disagree at 31.4% 
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5.Experiencing of problem 

 

Interpretation  

According to the data, the following issues are being faced by the employees: 

❖ Frequent Headaches-The vast majority of respondents said they never had headaches 

❖ Prolonged Fatigue-The majority of respondents said they occasionally suffered from Prolonged Fatigue 

❖ Irritability-The majority of respondents said they occasionally get irritable. 

❖ Hypertension. -The majority of respondents said they occasionally have hypertension. 

❖ Oversensitivity- The majority of respondents said they occasionally feel oversensitivity. 

❖ Insomnia-The majority of respondents said they occasionally have Insomnia 

❖ Anxiety-The majority of respondents said they only occasionally suffer anxiety. 

❖ Depression- A large majority of respondents said they occasionally suffer depression. 

Inference 

❖ Majority of response for headache is 34 

❖ Majority of response for prolonged fatigue-35 

❖ Majority of responses for irritability is -37 

❖ Majority of responses for Hypertension-31 

❖ Majority of responses for over sensitivity-25 

❖ Majority of responses for insomnia -35 

❖ Majority of responses for Anxiety-29 

❖ Majority of responses for Depression-37 
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6.Handle of stress 

 

S. No Handle of stress No of respondents 

1 Yoga 12 

2 Meditation 12 

3 Listening to music 45 

4 Talking to close circle 20 

5 Other 9 

 

Interpretation 

According to the preceding table, 12.4% of respondents did not mention yoga. 12.4% of respondents selected the meditation option. 

45.7% of people responded that they listen to music. 20% of people responded to the question about talking to close friends. 9.5% 

of other respondents fall into this category. 

Inference 

It is inferred that highest no of responses for handling of stress is Listening to music at 45.7%  

 

Findings 

1. The biggest percentage of responses at 33.3% appear to be for software. 

2.It is implied that at 36.2% of respondents is Successful in career growth 

3.The biggest percentage of responses is 27.6% were disappointed at the time of increment. 

4.Strongly disagree received the biggest number of responses with 31.4% for allowances 
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5.It is inferred for the following health problems 

❖ Majority of response for headache is -34 

❖ Majority of response for prolonged fatigue-35 

❖ Majority of responses for irritability is -37 

❖ Majority of responses for Hypertension-31 

❖ Majority of responses for over sensitivity-25 

❖ Majority of responses for insomnia -35 

❖ Majority of responses for Anxiety-29 

❖ Majority of responses for Depression-37 

6.According to the data, 45.7% of respondents indicated that listening to music helped them cope with stress. 

 

SUGGESTIONS & RECOMMENDATIONS 

❖ This Project, titled "The workplace incivility faced by IT male employees," establishes that the majority of married men 

experience hazardous work environments. 

❖ They fall within the 25–30 age group and they are all working in software sector  

❖ Moreover, they are both motivated and neutral. 

❖ Their level of happiness is neutral since they are equally happy and depressed. 

❖ They believe their career development has been effective. 

❖ The majority of them believe that working late at night spoils their valuable time. 

❖ Also, their frequency of allowances is not in a decent place. 

❖ They receive direct communication for the work to be done. 

❖ The majority of them concurred that they have been under stress for 4 to 6 months. 

❖ They occasionally deal with major health conditions such chronic weariness, irritability, hypertension, oversensitivity, 

insomnia, and depression. 

❖ The majority of respondents said that they use music to manage their stress. 

❖ Everyone has stress, but those working in the IT industry deal with a particularly serious one. Serious health problems like 

eyesight loss, hair loss, diabetes, heart disease, and obesity may result from it. So, if anyone is under stress, they should 

consult their doctor or take the required action. 

  Conclusion: 

Workplace intoxication must have repercussions since it can seriously harm relationships, productivity, and safety. 

Recurrent infractions may necessitate suspension or termination. Employees can be motivated to change by learning about 

these effects and realizing the seriousness of the situation. the state of having physical or mental control that has been 

significantly weakened by drink or drug use. drunk to the point of being drunk. a cocaine overdoses. a great elation or 

excitement. Many manifestations include fatigue, obesity, depression, irritability, and insomnia. The committee in their 

company may be consulted by the employees to address those issues. 
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