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Abstract – Workplace bullying remains a pervasive issue globally, 

affecting employee well-being and organisational performance. This 

study explores the phenomenon of workplace bullying from a contextu-

alised South African perspective, employing a narrative approach to 

capture the nuanced experiences and perspectives of individuals within 

the workplace.  Based on a qualitative design, purposive sampling was 

used, and 21 employees were interviewed. Thus, semi-structured inter-

views were conducted, and data was analysed using the content analy-

sis method. Two themes and four subthemes were identified. Firstly, re-

sponse to bullying Behaviour with two subthemes (passive response & 

active response). Secondly, managing bullying Behaviour with four sub-

themes (personal management, organisational management, responsi-

bility for managing bullying & managing bullying Behaviour through pre-

vention). Most participants managed workplace bullying by “doing noth-

ing”. The data also showed that age and gender played a significant role 

in the African contexts, taking into consideration shared cultural believes 

and customs. The study further provided a practical model for managing 

workplace bullying from an African perspective. Furthermore, the study 

proposes a need for workplace bullying legislation to further increase the 

severity of bullying Behaviour. The study also highlights a need to incor-

porate indigenous knowledge when managing workplace bullying. 

Based on the results, this study also proposed model of managing work-

place bullying from a South African perspective. The findings contribute 

to both theoretical understandings of workplace bullying, and practical 

interventions tailored to the South African context, ultimately fostering 

healthier and more supportive work environments.    

Keywords – Bullying Model, Indigenous Knowledge, Semi-interviews, 

Passive Response, Active Response, Management.   
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1 Introduction 

Over the years, studies on workplace bullying have been conducted all over 

the world (Xu et al., 2019; McCaben & Garavan, 2020; Conway, Høgh, Bal-

ducci, & Ebbesen, 2021; Tuckey, et al., 2022). As state by Mabasa, Setati, 

Maluka and Nethavhani (2023), the phenomenon was first investigated in ed-

ucational settings where students were victims of peer bullying. Currently, bul-

lying Behaviour is studied in work settings (Badenhorst & Botha, 2022; Lange-

veldt, 2023). 

However, to date, with rare exceptions (Conco et al., 2021; Badenhorst & 

Botha, 2022; Langeveldt, 2023), workplace bullying research is fairly western-

centric. Very little information is available on what constitutes bullying beyond 

some Western and European countries. Thus, studies have been conducted 

in the West but workplace bullying was also documented in Africa (Adebayo 

& Juliet, 2014; Conco et al., 2021; Badenhorst & Botha, 2022; Langeveldt, 

2023). The focus of these studies was not only on the prevalence and man-

agement of workplace bullying, but also on the effect on targets, bystanders 

and the organisation and they used western developed scale (Negative Act 

Questionnaire). 

Nevertheless, studies on managing bullying Behaviour in the South African 

contexts is still limited. Thus, this means that very little information is known 

about how workplace bullying is managed in South Africa.  

In addition, in the South African context, understanding of the concept of 

workplace bullying is not indigenous (South African perspective), like other 

phenomena. Meaning that most studies focused on bullying behaviour from 

Westen perspective. Therefore, the organisation's workplace bullying policies 

and practices on managing it are more likely to be developed using western 

awareness and understanding of the phenomenon. As such, Western 

knowledge of bullying in the workplace may not be sufficient to generalize Af-

rican understanding of bullying in the workplace because they have cultural 

differences. 

South Africa, a nation marked by its diverse cultural tapestry and historical 

complexities, presents a particularly intriguing backdrop for studying work-

place dynamics. The legacy of apartheid and ongoing socio-economic dispar-

ities contribute to a distinctive organizational environment where power differ-

entials and cultural norms intersect with modern workplace dynamics (Vareta, 

2022). Within this framework, exploring narratives of workplace bullying not 

only provides insight into individual experiences but also sheds light on 

broader organisational and societal implications. 

Therefore, by adopting a narrative approach, this study seeks to move be-

yond traditional quantitative assessments and delve into the rich, personal ac-

counts of individuals affected by workplace bullying. Narratives research offer 

a powerful means to capture the subjective realities of victims, bystanders, 

and even perpetrators, offering a holistic understanding that quantitative met-

rics alone may fail to provide. This approach not only humanizes the issue but 

also provides a platform for voices often marginalized in organisational dis-

course. 
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Therefore, this paper aims to explore how workplace bullying is managed 

from South African perspective through a narrative approach.  Narrative re-

search focuses on stories or events narrated or told by participants on partic-

ular situations and events. According to Ntinda (2020: 1), “Narrative research 

aims to unravel consequential stories of people’s lives as told by them in their 

own words and worlds”.  In this current study, participants were asked to nar-

rate a story how workplace bullying events that took place in their work envi-

ronment were managed.  

 

2 Literature review  

This section of the paper will present both theoretical and empirical litera-

ture.  

2.1 Theoretical Literature  

Novak’s (1998) Learning Theory Novak (1998) 

Novak’s (1998) Learning Theory Novak (1998)’s learning model may help 

to further understand workplace bullying. Altman (2010) stated that Novak’s 

model provides an understanding of how actions of bullying and responses to 

bullying can be seen deriving from individualized understanding of workplace 

bullying by those involved. In other words, on the off chance that we apply the 

concept of workplace bullying from Novak’s (1998) theory, we can compre-

hend the phenomenon through how a distinctive individual conceptualizes this 

phenomenon which may originates from earlier learning about bullying Behav-

iour, which itself derive from past encounters. This individual understanding of 

bullying Behaviour may affect decision of action on workplace bullying, which 

thus adds to personal encounters of bullying Behaviour and how it can be 

managed. Therefore, these new encounters or experiences inform knowledge 

and meaning (Altman, 2010). To take a straightforward illustration, maybe an 

individual employee's initial experiences of bullying Behaviour were through 

the bullying of a colleague, who was publicly humiliated by his manager during 

a meeting. Because of this experience, bullying in the workplace became a 

significant and real issue as the employee understood workplace bullying to 

be a concept that came to have meaning for the employee. As a result of this 

experience, an individual employee might come to understand bullying Be-

haviour as a phenomenon that might occur during meeting. 

Mezirow’s Transformational Theory  

Another theory that underpins the phenomenon of workplace bullying is Me-

zirow’s transformational theory. Transformational model happens when some-

one’s perception has changed as a result of a life changing event or experi-

ence (Hadeed, 2014). Being a victim of bullying Behaviour within the work-

place may be considered as a life changing experience because of the degree 

of damage which bullying may have on the person emotionally or psychologi-

cally. For example, after being bullied, someone might need psychological 

help from a psychologist. Thus, this can also be seen as a way of managing 

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

bullying Behaviour. Based on the effect that bullying Behaviour might have on 

the victims, it is rational to comprehend the phenomenon from the transforma-

tional theory perspective. Some of the victims of workplace bullying may have 

significant low job performance; their attention span may be reduced; some-

times they might turn to drugs and alcohol; and some might have suicidal 

thoughts (Hadeed, 2014: 6). Hadeed (2014) further states that transforma-

tional theory for these victims occur because of a reaction to a stimulus. How-

ever, it is important to note that Mezirow’s transformational theory only explain 

the effect of workplace bullying on only the targets or victims not the perpetra-

tor. 

2.2 Empirical Literature  

Responses to Bullying Behaviour  

The responses to bullying Behaviour can be characterized by responses of 

both targets of bullying Behaviour and the organisation, taking into consider-

ation how workplace bullying incidences are managed. Targets of bullying in 

the workplace can respond to it passively or actively (Poilpot-Rocaboy, 2006, 

Munro & Phillips, 2020). Literature classified victims’ responses into four clus-

ters; assertive responses, seek help, avoidance and do nothing (Johannsdottir 

& Olafsson, 2004; Salin, Tenhiälä, Roberge & Berdahl, 2014; Goh, Hosier & 

Zhang, 2022). As such, these can be orchestrated on a passive versus active 

dimension of managing workplace bullying events.  

Organisational responses to bullying Behaviour can be inaction or action. 

Inaction is a passive coping style (Poilpot-Rocaboy, 2006; Hodgins, MacCur-

tain & Mannix-McNamara, 2020). For instance, supervisor or manager might 

decide not to take any action on bullying Behaviour reported by the victim. 

Therefore, the organisation appears not take bullying Behaviour as an im-

portant issue that should be handled effectively. On the other hand, supervisor 

or manager can actively respond to workplace bullying cases. Thus, this is an 

active style of coping (Poilpot-Rocaboy, 2006). Organisational policies on 

workplace bullying can also be regarded as active responses to bullying Be-

haviour. 

 

Workplace Bullying Prevention  

Wherever there are two or more people, working together there is a possi-

bility of bullying in the workplace. According to Richards and Daley (2003), 

organisation management needs to at least try eliminating workplace bullying 

by providing each employee with awareness training on how to handle bullying 

in the workplace, by ensuring that there are policies available to handle bully-

ing and grievance procedures.  

They should provide support for all victims of bullying, commit to promptly 

investigating complaints and make sure that proper disciplinary procedures 

are taken against an employee who harasses and bullies another employee 

(Hoel & Einarsen, 2020).  

 Grievances found to be irritating and distressing might make the accuser 

responsible for disciplinary action (WorkSafe Victoria, 2012). For an 
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organisation to develop workplace bullying policies and procedures as strate-

gies for eliminating workplace bullying is a good starting point.  

3 Methodology 

The study employs a qualitative approach to explore how bullying Behav-
iour can be managed. The purpose of the current study, the constructivist 
worldview formed the basis of the study. In constructivist perspective, the re-
searcher relies on the participant’s views of the situation or circumstances be-
ing studied as much as possible. Thus, the constructivist worldview is suitable 
to understand the experiences of bullying in the workplace as ‘lived experi-
ences’ of respondents. Therefore, when using a narrative approach, subjec-
tive meaning and experiences of how workplace bullying can be managed 
was generated through narration of occurred event/s. Furthermore, both pur-
posive and snowball sampling were used to obtain the sample. The sample 
consisted of individuals who have experienced bullying Behaviour in the work-
place. Thus, what is important to note is that all participants had a story to tell 
about their lived experiences of how bullying in the workplace was managed. 
Participants were recruited in two different stages. In the first stage, partici-
pants were recruited through a different source, including WhatsApp status 
post, colleagues and friends in the second phase, flyers were used to attract 
more participants. Additionally, snowball approach was used by asking each 
interviewee at the end of each session to mention other people who have ex-
perienced bullying behaviour and willing to participate. Therefore, participants 
were deliberately selected based on the fact that they are employed black 
(African) people and they have the story to tell. 

Upon obtaining ethical clearance certificate to collect data, face-to-face, 
semi-structured interviews were conducted to engage employees in telling a 
story on how bullying Behaviour was managed. Alshenqeeti (2014: 39) states 
that semi-structured interview “allows depth to be achieved by providing the 
opportunity on the part of the interviewer to probe and expand the interview-
ee's responses. All the data sourced from the interviews was analysed quali-
tatively through Microsoft Excel. Microsoft Excel was used in the study to or-
ganise and analyse written responses from interviews. Interviews conducted 
were transcribed using Microsoft Excel, to develop themes. Data analyzed 
came from stories told by 21 participants, which consisted of 31,341 words of 
transcribed interviews and themes were generated. 

4 Findings and Discussion 

The primary objective of the study was to explore how bullying Behaviour 

is managed from contextualized South African perspective. This study further 

aimed to develop a model of managing workplace bullying from a South Afri-

can perspective. Through thematic analysis, two themes and four subthemes 

were identified. These themes are discussed below. 

http://www.ijarbm.org/
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4.1 Theme one: Response to Bullying Behaviour  

When workplace bullying incident occurs, victim can make decisions on 
how to respond to it. Usually, the victim can respond to bullying behaviour by 
acting out certain behaviours (Poilpot-Rocaboy, 2006). Nevertheless, the re-
sponsibility does not only lie on the victim, but organisations and bystanders.  
All these role players may either respond passively or actively.   

The results of the study shows that most organisations which participants 
worked for did not take any initiative to respond to bullying Behaviour. It is 
significant to note that most of the incidents were not reported meaning that 
the organisations had minimum knowledge on what was happening. Those 
who knew what was happening, mostly just “turned on a blind eye”. For ex-
ample, participant 5 said: “the organisation did not make any respond. I tried 
to report to the senior manager many times but it seems like he already knew 
what was happening because when I reported to him he told me that he knows 
that people from my section are always complaining. But then, nothing is being 
done to eradicate such behaviour. I think is because of my age and gender”. 
Furthermore, participant 18 stated: “nothing is being done. They chose not to 
do anything about it. Even if you can call the head office now telling them 
about what has been happening they won’t do anything. They will make sure 
they protect our manager. They don’t value the employees at all”. Participants 
1,4, 7, 19 and 21 shared the same sentiment. 

In situations where the organisations responded to bullying Behaviour, par-
ticipants were of an opinion that the initiative by organisation did not really 
yield adequate results. participant 8 said: “counselling was conducted for the 
victims.  For him (the perpetrator), we were informed that he will attend anger 
management classes. So we were supposed to give him time. Before we knew 
it, I was telling the administrator that “you annoy me”. He went to an extent of 
saying “one day when I own this company none of this will happen”. Partici-
pant 12 mentioned that “the senior manager called a meeting and we spoke 
about it and that is how it was handled.  

Furthermore, the theme response to bullying Behaviour include two sub-
themes: passive response and active response. 

 
Passive Response   

This sub-theme explains the passive response to bullying behaviour which 
refers to a situation where the victim, organisation and bystander basically 
‘do nothing’ about the incidents occurred, and it is justified by a lack of reac-
tion of the role players involved. Half of the participants talked about how 
victims, organisations and bystanders passively responded to unwanted 
negative behaviour. Thus, participants stated that “I did not do anything. Am 
still young. I tried to explain myself to her. To try and control the situation, 
every day when I walked to the office I would mind my own business and 
kept quiet trying to avoid my supervisor, she thought I had mood swings” 
(P1, P5, P6, P15 & P19). The first participant also stated that she kept eve-
rything to herself, meaning that she did not even report or tell anyone about 
the bullying incidents because she knew that the internship was not going to 
last forever.  

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

In reflecting on passive response to bullying behaviour, participant 3 
talked about the reasons why he did not do anything. “The problem is that 
the senior management knew because many people resigned before me and 
they did not do anything. Even those who are currently working there have 
opened grievance cases against the very same person. During my intern-
ship, if I recall very well, there was one person who resigned after opening a 
bullying case against the manager. Meaning that, senior management were 
well aware of such behaviour. They just ignored me due to my age”. Thus, 
the organisational response did not exist. Such behaviour was a norm. Par-
ticipant 4 also said nothing was done. However, participant 5 cited that “I 
tried to report to the senior manager many times but it seems like he already 
knew what was happening because when I reported to him he told me that 
he knew that people from my section are always complaining. But then, noth-
ing is being done to eradicate such behaviour.  But I have realised that in 
this organisation they don’t like people who defend themselves and if you do 
you will be in trouble”.  

For participant 6, desperation of a job played a significant role, so nothing 
was done. Participant 6 also said: “I have a sister who was working here and 
she told me about such incidents, when they occur I should be careful be-
cause they start at the top level management so when i report this i must be 
very careful, so that was the reason why I didn’t do anything. This is an or-
ganisational culture”. Participant 9 did not do anything about what she was 
going through. She just took it as if it was just an old lady being over protec-
tive. In some instances, money served as great motivation for participants 
not to do anything. For example, participant 11 said: “I did not do anything. I 
needed the money”. Participants 16, 18 and 21 shared the same point of 
view.   

One research participant (13) said that “I did not do anything. This person 
was protected elsewhere, in higher offices. I endured the pain until she left”. 
In other words, she waited patiently until the perpetrator left. Fear of the un-
known also played a significant role when it comes to taking an active action 
against bullying Behaviour. For example, participant 15 said: “I did not do 
anything. Even if I were to try, they were not going to listen to me”. Further-
more, participant 16 mentioned: “as a new employee, there was no way I 
would want to go head to head with him. Despite what he was putting me 
through, I still needed him as a referral to when I was seeking for employ-
ment elsewhere. Me going head to head with him by taking legal steps was 
not a good idea. I just left things on the hands of God”. Thus, the perpetrator 
had too much power and control over the victim.   

In other incidents where bystanders were involved they just turned a blind 
eye. For instance, participant 16 said: “They would just observe and not do 
anything because they did not want to be victimised as well. Which I would 
understand, if we are all desperate for employment we were all beggars, I 
can’t say we were employees, we just wanted the slices of bread”. In addi-
tion, participant 17 stated: “What I have realised is that they are scared of 
him. This other time I tried to raise something and those who have been 
there for years warned me. They told me to mind my steps if I don’t want to 
lose my job”. Furthermore, participant 19 said: “It is because I do not try to 
involve myself in other people’s fights. I keep my distance. The thing is you 
will fight for someone who won’t do the same when you start experiencing 
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the same thing. What I have realised is that everyone is scared”. Therefore, 
fear was a controlling factor.   

 In one situation where the victim tried to take an action against bullying, 
things got worse. For example, participant 18 said: “Mostly I kept quiet. Some-
times I got upset and I defended myself. I asked him why he was treating me 
that way. What is it that I had done to him? It became worse”. In other situa-
tions, the participant does not take any internal measure but an external ac-
tion. For example, participant 20 said: “I just kept quiet and looked at her. It 
got to a point whereby I started hating her. I did think that was what pushed 
me to see a psychologist”.   

Active Response  

This sub-theme explains active response to bullying behaviour which refers 

to immediate response to bullying behaviour by victim, organisation and by-

stander. Thus, this is illustrated by present action to bullying behaviour by role 

players. Few participants highlighted how active response was demonstrated. 

The second participant was a bystander. Participants 2, 6, and 9 cited that “I 

tried raising it during our general meetings, so that we could deliberate on it, 

but I failed because most people who were victimised did not say anything 

during the meeting. Very few talked about what they were going through. But 

I think that those who could not talk is because of the fact that their line man-

ager was present and they may have been scared to talk about their prob-

lems”. The second participant further concurred that the line manager re-

sponded by establishing a team to deal with such incidents. But this did not 

yield any results since nothing was done about the reported incidents (partic-

ipant 2). In other words, the organisation’s response was weak. “Even the 

senior managers, reporting to them is useless because they are also perpe-

trators, so many people are being bullied but they can’t say anything” (P2, P5 

& P13). 

Participant 4 claimed that the incident was reported to the manager, but 

manager seemed not to care. Participant 4 also cited that “we did raise such 

matters. For talking about it has resulted into three staff members not being 

appointed. We were told that since you got mouth to speak then we shall see 

what is going to happen to you. That is how the organisation responded”. The 

way other organisations respond to bullying behaviour does not provide any 

solution but make situation even worse. 

Defensive mechanism plays an important role on active response to bully-

ing behaviour for the organisation to take measures. For example, participant 

7 said: “I was vocal about what we were going through. I remember at some 

point, my line manager and the director had a meeting almost every month 

and the agenda was “me”, that I am disrespectful, that I go to the director’s 

office to throw tantrums, I tell the director what to do. Participant 7 further cited 

that “I remember one scenario that I will never forget; I complained so much 

to an extent that I escalated may issues all the way to the senior management. 

The Senior management sent an email to both the line manager and the di-

rector, informing them that what they are doing is exploitation and it is against 

the law”. Nevertheless, in some instances, that is not the case. For example, 
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participant 8 tried to be defensive but that did not yield positive results. Partic-

ipant 8 said “he was called by the senior manager and he came back and 

apologised to us. The whole process was so informal. Nothing was signed 

though. But everyone who was involved at the launch of the grievance he used 

that against them. Nothing changed, things became worse. As for me, I 

wanted to resign because it is not nice to be told that you can be easily re-

placed.  
Participants 10 and 12 defended themselves by being vocal. Participant 

12 said: “I did report it anonymously and the senior manager called a meeting 
and we spoke about it and that is how it was handled”. With participant 14 
reporting such incidents did not provide any solution. Relevant offices do not 
respond effectively. Participant 14 alluded:  

“I tried to report it. I reported to the supervisor and nothing was done be-
cause she was friends with the people who I was working with. So she was 
afraid to stop them.  I also reported it to the CEO and he said he will fix it and 
he did not do anything about it.  

4.2 Theme Two: Managing Bullying Behaviour  

 Catley, et al. (2013) postulate that a number of studies have sought to in-

vestigate the antecedents of workplace bullying. This is done to come up with 

strategies and mechanism to manage workplace bullying. Nevertheless, 

“while many studies have described the extent of bullying Behaviour, relatively 

few have focused on the management of bullying in organisations” (Catley, et 

al., 2013: 602). But managing bullying behaviour starts at the ground level. In 

other words, victims’ management strategies before the organisations can 

manage bullying behaviour.  This theme describes how bullying Behaviour in 

the workplace was managed. Furthermore, the theme managing bullying be-

haviour include four sub-themes: personal management, organisational man-

agement, responsibility for managing bullying and managing bullying behav-

iour through prevention   

Personal Management  

This sub-theme relates actions which participants took to manage bullying 

Behaviour from a personal point of view without reporting the perpetrators, 

such as talking to other people about the bullying they experienced. Most par-

ticipants cited that “there were some people who I worked with, I used to talk 

to them about my problems who also understood my situation because keep-

ing quiet does not help. So, it is better to talk to people who are experiencing 

the some behaviour in there are bystander. Talking to them made things eas-

ier. As much as they were my colleagues, they became friends. We have 

made jokes and laugh about it. It is easy to make a joke about it rather than 

taking it personal” (P1, P13, P18 & P21).   
Similarly, participant 16 cited that “I managed it through talking with other 

colleagues. It was sort of a therapy when we share our experiences, like the 

AA meetings for people with alcohol addiction. For example, we would sit 

down with other colleagues and discuss “do you think this is fair?  They would 

tell me previous incidents about my manager”. In addition, participant 17 also 

managed bullying behaviour by talking to a fellow staff member out of trust. 
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Participant 20 was seeing a psychologist. Contrary, participant 4 reported that 

“I just go home and talk to my husband and he calms me down. If I can talk to 

my fellow colleagues, I would know where this could end”.   

Other participants managed bullying Behaviour differently.  For instance, 

participant 5 cited that “I tried to be strong. I think it came to a point were by 

“everyone for himself”. I just said to myself that I am waiting for my things to 

be in shape so that I can leave this place. I just sit back and live everything to 

God. God will deal with those people”. Participant 9 said: “I just brushed it off 

and did not take it personal. Because other people (colleagues) would say 

“she is used to doing such things, don’t mind her”. Furthermore, participant 18 

stated: “I just told myself that it was OK. While I was still looking for employ-

ment I will just be strong for the time being”. Furthermore, participant 21 con-

curred: “I tried by all means to look at the bigger picture. In this case money. I 

had bills to pay so I was willing to do whatever they want me to do”. Participant 

7 alluded that “I managed it by trying to defend myself. Like I said I was too 

vocal”.  

Thus, from the above findings, victims of bullying behaviour can manage 

bullying behaviour in several ways. One of such is to talk to trusted people 

who may be facing the same situation or who may have dealt with such situ-

ations before. Fapohunda (2013) claims that “another strategy may be to con-

front the bully in a professional manner without threatening one’s physical 

safety”. Contrary, participant 8 stated that “I believe that the only way it can 

be managed is through violence. A person like that needed to be beaten. What 

is the point of telling him one thing over and over again”?   

Organisational Management   
This sub-theme explains how organisations managed workplace bullying. 

According to Catley et al. (2013), several studies have described the extent of 

the workplace bullying; relatively few have focused on the management of 

bullying in organisations, particularly in a South African context. The partici-

pants detailed out how the organisations managed bullying Behaviour. Partic-

ipant 3 stated that “the problem is that the senior management knew because 

many people resigned before me and they did not do anything”. Thus, bullying 

behaviour was not taken as a serious phenomenon. Furthermore, participant 

4 mentioned that “We did raise such matters.  Talking about it has resulted 

into three staff members not being appointed. We were told that since you got 

mouth to speak then we shall see what is going to happen to you. Nothing 

was done”.  
In situations where bullying Behaviour is reported, the management of bul-

lying behaviour is not adequate. For instance, participant 5 said that “I tried to 
report to the senior manager many times but it seems like he already knew 
what was happening because when I reported to him he told me that he knows 
that people from my section are always complaining. But then, nothing is being 
done to eradicate such behaviour.  But I have realized that in this organisation 
they don’t like people who defend themselves and if you do, you will be in 
trouble”. Similarly, participant 14 cited that “I report to the supervisor and noth-
ing was done because she was friends with the people who I was working 
with. So she was afraid to stop them.  I also reported it to the CEO and he said 
he will fix it and he did not do anything about it”.  

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

Fear also appears as a standing force against the management of bullying 
behaviour since it is not reported. For example, participant 11 mentioned that 
“senior management always ask about our wellbeing when they are around. 
But we hide our feelings, thoughts and what we are going through. Even now, 
there is a survey that we need to complete about our work and submit it to our 
manager so that she can take it to senior management. I am sure that she will 
go through the documents before submitting”. Similarly, participant 15 said: 
“nothing was done about it. I remember the other 2 bosses were also afraid of 
the other one because he bullied them as well”. Most research participant 
stated that workplace bullying is not managed. Thus, other participants (7 
&18) accused the organisation of not caring about their employees.  

Responsibility for Managing Bullying   
This sub-theme explains who should be held responsible for bullying Be-

haviour at work. Managing of bullying Behaviour involves deferent stakehold-

ers such as employees (victims & bystanders) and employer (including man-

agers and perpetrators). But who should be responsible for managing work-

place bullying? When asked who should be held responsible for bullying be-

haviour at work, participant 1 said “I think everyone in the organisations should 

be responsible for managing bulling. Employees should report such incidents 

and employers should deal with them effectively”. Participant 5 share the 

same view and further reported that “employees should be free to report and 

employers should take full responsibility to take serious actions against the 

perpetrators”. Participants 2 and 3 also believe that both employees and em-

ployers should take responsibility. But participant 3 also maintained that “em-

ployees have the responsibility of reporting this unwelcomed behaviour in or-

der for the employer to deal with it”. Similarly, participant 4 stated that “the 

employers should be more responsible by forming a committee where we re-

port such matters”. Beside, participant 5 emphasised that “employees should 

be free to report and employers should take full responsibility to take serious 

actions against the perpetrators”. Participant 5 also mentioned that “it can be 

managed if only the senior manager can be able to control the situation be-

cause we are reporting and nothing is happening. If at the higher management 

take such behaviour seriously, therefore I don’t see such behaviour occurring”.   
 Participant 7 stated that “this responsibility belongs to every role player. 

When we are vocal about such behaviours as employees, the organisations 
should take respective and significant decision against the perpetrators”. 
Participant 8 said that “I think both employers and employees should be re-
sponsible, because in many situations, employees are the ones who are vic-
tims. There need to be a balance. But the employer should ensure that there 
is fairness in the workplace”.  

Participant 12 believes that “it can be managed through proper communi-
cation and respect. Furthermore, people should first understand what is bul-
lying. And we need to acknowledge that people are different”. Participant 20 
highlighted that employees should form a group where they can be able to 
talk about their experiences.  The employers should take into consideration 
employee’s concerns whenever employees report such issues. Organisa-
tions should conduct workshops educating people about the effect of work-
place bullying. They should come up with policies that can guard against 
bullying.  
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Most participants believe that such responsibility belongs to the employer 
alone. Participants 2, 6, 16 and 21 are of an understanding that managers 
should be responsible for managing bullying behaviour through the use of 
anti-bullying policies.  Participants 9 and 11 also support this motion. But 
participant 11 believes that that every month there should be external bodies 
like the department of labour to investigate bullying incidents privately be-
cause one is able to express himself/herself privately. Because of the power 
the managers have, participants 14, 15 and 17 believe that they should be 
responsible for managing bullying. Participants 18 and 19 are of an opinion 
that the management should be responsible for managing bullying through 
the use of HR office. Participant 19 further cited that “I think the HR person-
nel, with the advice of the top management. There should be a proper rela-
tionship between staff and top management”.  

 Managing Bullying Behaviour Through Prevention  

This sub-theme explains how bullying can be managed through prevention. 

Like any other negative Behaviour, workplace bullying should be prevented in 

the workplace. Majority of the participants believe that bullying Behaviour can 

be managed through prevention in the workplace. For instance, participant 5 

said: “it can be prevented if only the senior manager can be able to control the 

situation because we are reporting and nothing is happening. If the higher 

management take such behaviour serious therefore, I don’t see such behav-

iour occurring”. Participant 12 mentioned that it can be prevented through 

proper communication and respect and people should first understand what 

is bullying. And we need to acknowledge that people are different.   
Participant 7 cited that “if we want to prevent bullying we should start with 

the higher management because as a senior management, if you can’t ad-
dress what is happening below you then there is no way that bullying can be 
prevented. Therefore, senior management should take initiatives to handle 
workplace bullying”. Participant 14 also agree with participant 7 and conclude 
that preventing bullying behaviour starts at the management level. Participant 
11 believes that the management should involve Department of Labour as well 
as the CCMA when they want prevent bullying behaviour.   

Other research participants believe that nothing can be done to prevent 
workplace bullying. Participant 4 said: “I really doubt that it can be prevented 
because bullying in my observation is due to personal reasons for instance 
someone bullies you because they are in power and they want to show that 
they are in charge and control of everything that you do and not ask any 
questions. If you report them, you are more likely to lose your job. So it is 
their personal reasons which we do not know. So preventing bullying, I really 
do not know what could be done”. But participant 6 stated that “I think if this 
can be resolved from the top level management then it can be prevented but 
if it is still a problem there, nothing can be done”.  

 

4.3 Model of Managing Workplace Bullying from a South African 

Perspective. 

The study also proposes a formal model of managing workplace bullying 

which should serve as strategies or guidelines of managing bullying behavoir 

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

in the South African world of work. In the world of work, bullying Behaviour is 

becoming an important problem that should be managed wisely using formal 

processes. This will also boost employees’ confidence to report workplace 

bullying incidents. This may form as organisational mechanism to manage 

workplace bullying effectively.  Therefore, bullying Behaviour will not be taken 

very lightly within boarders of the organisation. To manage workplace bullying, 

there should be a clear and formal procedure communicated to all respective 

role players. Therefore, the study proposes the following formal model of man-

aging workplace bullying.  

 

 

Figure 1: Formal Model of Managing Workplace bullying 

 
 

The figure above demonstrates formal processes to manage workplace bul-

lying while maintaining confidentiality and transparency. The first step of the 

proposed model of managing workplace bullying focuses on the relevant office 

which the victims can report bullying incidents before they could report. Rele-

vant offices to report bullying depends on victims and perpetrator’s position. 

For instance, in a situation where a victim is bullied by co-workers, supervisor 

or managers should be a responsible person to report to. However, when the 

supervisor or manager is a perpetrator, executive manager should be the rel-

evant office to report. When reported, investigations should take place. Inves-

tigations should clearly involve perpetrator(s), witnesses/bystanders and vic-

tims. The perpetrator should be notified in writing of the date, time and place 

of the hearing make preparations. Both victim and perpetrator should have 

their own witnesses to support their cases. Disciplinary hearing should be 

measured against set standards that clearly state what constitute bullying Be-

haviour. This is followed by the outcomes of the hearing. That should be jus-

tified by set standards. When a perpetrator is found guilty, sanctions should 

be applied (dismissal, demotion or transfer).  
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5 Conclusion and Recommendations  

Like any other study, the current study also had limitations. Firstly, the study 

excluded    organisational representatives (managers) to discuss and highlight 

strategies they have in place to handle workplace bullying including anti-bul-

lying polices. Another limitation of the study stems from the fact that all partic-

ipants had some formal education which means that they probably understood 

workplace bullying.  

Furthermore, indigenous knowledge, once a niche concept, has gained 

recognition in recent literature. This study builds on this trend by examining 

workplace bullying through the lens of South African indigenous perspectives. 

It highlights that while much research on workplace bullying has focused on 

Western contexts, indigenous groups also experience bullying, which mani-

fests differently depending on individual circumstances. Effective manage-

ment and prevention of workplace bullying require active involvement from 

employees, employers, and the government, with robust anti-bullying policies 

and legal measures needed to address the issue. The study also notes that 

cultural norms may influence perceptions and reactions to bullying, further 

complicating the phenomenon. 

This study suggests several key practices to address workplace bullying. It 

advocates for an integrated, transparent system within organisations to pro-

tect victims and bystanders, enabling them to report bullying and ensuring that 

responsive measures are taken. Notably, many perpetrators in the study were 

supervisors or managers, indicating a need for management to actively dis-

courage and address bullying Behaviours. The study also calls for under-

standing workplace bullying from a South African indigenous perspective, con-

sidering cultural influences on power dynamics related to age and gender. It 

recommends that workplace bullying be explicitly regulated by South African 

law, similar to harassment, to ensure it is treated seriously. Additionally, it pro-

poses promoting awareness campaigns and providing anonymous reporting 

mechanisms to better address and manage workplace bullying. 

In conclusion, this study has illuminated the complex and multifaceted na-

ture of workplace bullying within the South African context, employing a nar-

rative approach to capture the diverse experiences of individuals affected by 

this pervasive phenomenon. Through the narratives shared in this study, it 

gained insights into the unique manifestations of workplace bullying, influ-

enced by cultural dynamics, historical legacies, and organisational structures 

specific to South Africa. 

Moreover, this research has emphasized the importance of narratives in 

understanding workplace bullying beyond statistical metrics. This approach 

not only humanizes the issue but also lays the groundwork for more inclusive 

and effective strategies for prevention and intervention. Looking forward, the 

insights gleaned from this study advocate for a holistic approach to managing 

workplace bullying in South Africa and beyond. Recommendations include 

fostering open communication channels, promoting a culture of respect and 
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diversity, and implementing comprehensive policies that reflect the unique so-

cio-cultural landscape of South African workplaces. Such measures are es-

sential not only for mitigating the immediate impacts of workplace bullying but 

also for cultivating healthier, more productive organisational environments. 

6 Author 

Fumani Donald Mabasa, a lecturer from the University of Johannesburg, 

holds a Doctoral degree in Human Resource Management. His area of spe-

cialization includes Human Resource Management, Organisational Behav-

iour, Labour Relations and Training Management. 

7 References 

Abanina, E. N., Makhonko, N. I. Levitanus, B. A., Tarasova, E. A.; Sukhova, 

E. A. & Plotnikova. Yu. A. (2021). Environmental sustainability in manage-

ment: existing conditions and guidance for action. IOP Conference Series: 

Earth and Environmental Science, 808 (pp 1-6). 

http://dx.doi.org/10.1088/1755-1315/808/1/012061  

Abbas, Z.; Sarwar, S.; Rehman, M. A.; Zámeƈnik, R., & Shoaib, M. (2022). 

Green HRM promotes higher education sustainability: a mediated-moderated 

analysis. International Journal of Manpower, 43(3), 827-843. 

https://doi.org/10.1108/IJM-04-2020-0171 

Aboramadan, M. (2022). The effect of green HRM on employee green be-

haviours in higher education: the mediating mechanism of green work en-

gagement. International Journal of Organizational Analysis, 30(1), 7-23. 

http://dx.doi.org/10.1108/IJOA-05-2020-2190 

Adekoya, O. D., Mordi, C., Ajonbadi, H. A. and Adisa, T.A. (2023). Chal-

lenges of adopting and implementing green human resource management 

practice: The perspectives of organisational culture and political commitment 

in Nigeria. In O.D. Adekoya, C. Mordi, H.A. Ajonbadi, & T.A. Adisa (Eds). Man-

aging Human Resources in Africa: A Critical Approach (pp. 228-276), Pal-

grave Macmilan: Switzerland. http://dx.doi.org/10.1007/978-3-031-33878-

6_11 

Aggarwal, P. & Agarwala, T. (2021). Green organizational culture: An ex-

ploration of dimensions. Global Business Review, 1-24. 

https://doi.org/10.1177/09721509211049890  

Ahmad, S. (2015). Green human resource management: Policies and prac-

tices: Cogent Business & Management, 2(1), 1-13. 

https://doi.org/10.1080/23311975.2015.1030817 

Al-Alawneh, R., Othman, M., & Zaid, A. A.  (2023). Green HRM impact on 

environmental performance in higher education with mediating roles of man-

agement support and green culture. International Journal of Organizational 

Analysis (IJOA), 23(6), 1141-1164. https://doi.org/10.1108/IJOA-02-2023-

3636 

Alegbesogie, A. I. (2023). The impact of green human resource manage-

ment practices on organisational performance. 17th Prof, Vladas Gronskas 

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

International Scientific Conference. Kaunas: Vilnius University Kaunas Fac-

ulty (pp 6-11). https://doi.org/10.15388/VGISC.2023.1  

Ali, Q. M., Nisar, Q. A., Abidin, R. Z., Qammar, R., & Abbass, K. (2023). 

Greening the workforce in higher educational institutions: The pursuance 

of environmental performance. Environmental Science and Pollution Re-

search, 30, 124474-124487. https://doi.org/10.1007/s11356-022-19888-3  

Altassan, M. A. (2023). Understanding the role of green organization culture 

and innovation between green HRM practices and environmental perfor-

mance of SMEs in Saudi Arabia. Pakistan Journal of Life and Social Sciences 

(PJLSS), 21(2), 698-715. http://dx.doi.org/10.57239/PJLSS-2023-21.2.0013 

Amini, M., Bienstock, C. C., & Narcum, J. A. (2018). Status of corporate 

sustainability: A content analysis of Fortune 500 companies. Business Strat-

egy and the Environment, 27(8), 1450-1461. https://doi.org/10.1002/bse.2195  

Annan-Aggrey, E., Bandauko, E. & Arku, A. (2021). Localising the Sustain-

able Development Goals in Africa: Implementation challenges and opportuni-

ties. Commonwealth Journal of Local Governance, 24, 4-21. 

http://dx.doi.org/10.5130/cjlg.vi24.7739 

Arulrajah, A. A., Opatha, H.H.D.N.P., & Nawaratne, N.N.J. (2016). Em-

ployee Green Performance of Job: A Systematic Attempt towards Measure-

ment. Sri Lankan Journal of Human Resource Management. 6(1), 37-62. 

https://doi.org/10.4038/sljhrm.v6i1.5631 

Balakrishnan, C., Suchithra, B., Kasturi, S. & Janani, K., (2018). A study on 

the role of human resource process in translating green policy into practice. 

International Journal of Pharmaceutical Research, 10(4), 217-219. 

http://dx.doi.org/10.31838/ijpr/2018.10.04.048 

Bangwal, D. & Tiwari, P. (2015). Green HRM – A way to greening the envi-

ronment. Journal of Business and Management (IOSR), 16(12), 45-53. 

http://dx.doi.org/10.9790/487X-171214553 

Chalaris, M. (2022). Occupational health and safety, and environmental 

management on the age of fourth industrial revolution. Technium Business 

and Management, 2(3), 1-5. http://dx.doi.org/10.47577/business.v2i3.6941 

Chang, C. L. H., & Lin, T. C. (2015). The role of organizational culture in 

the knowledge management process. Journal of Knowledge Management, 

19(3), 433-455. https://doi.org/10.1108/JKM-08-2014-0353  

Cherian, A. R. (2023). Role of green HRM in educational institutions for a 

sustainable growth. European Chemical Bulletin, 12(9), 407-416. 

http://dx.doi.org/10.48047/ecb/2023.12.9.38 

Cox, G., & Trotter, H. (2017). Institutional culture and OER policy: How 

structure, culture, and agency mediate OER policy potential in South African 

universities. International Review of Research in Open and Distributed Learn-

ing: IRRODL, 17(5), 147-164. 

De Beer, F. & du Toit, D.H. (2015). Human resources managers as custo-

dians of the King III code. South African Journal of Economic and Manage-

ment Sciences (SAJEMS), 18(2), 206-217. http://dx.doi.org/10.17159/2222-

3436/2015/v18n2a5   

Dakhan, S. A., Sohu, J. M., Jabeen, A., Mirani, M. A., Shaikh, J. A., & Iqbal, 

S. (2020). Impact of green HRM on employees’ pro-environmental behaviour: 

Mediating role of women environmental knowledge at higher education 

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

institutions. International Journal of Computer Science and Network Security 

(IJCSNS), 20(12), 202-208. 

http://dx.doi.org/10.22937/IJCSNS.2020.20.12.22 

Elayan, M. B. (2022). Green HRM and organizational sustainability: The 

mediating effect of employees’ attitudes during COVID-19 in the Jordanian 

Commercial Banking Sector. International Journal of Business and Manage-

ment, 17(6), 43-56. 

Hosain, S. & Rahman, S. (2016). Green human resource management: A 

theoretical overview. Journal of Business and Management (IOSR-JBM), 

18(6), 54-59. http://dx.doi.org/10.9790/487X-1806035459 

Jabbour, C.J.C. & Jabbour, A.B.L.D.S. (2016). Green human resource 

management and green supply chain management: linking two emerging 

agendas: Journal of Cleaner Production, 112, 1824-1833. 

https://doi.org/10.1016/j.jclepro.2015.01.052 

Kaur, S., & Aggarwal, K. (2019). Green HRM: Issues and challenges con-

front by the organisations. International Journal for Research Trends and In-

novation (IJRTI), 4(3), 58-62.  

Khan, A. N. (2023). Is green leadership associated with employees’ green 

behaviour? Role of green human resource management. Journal of Environ-

mental Planning and Management, 66(9), 1962-1982. 

https://doi.org/10.1080/09640568.2022.2049595  

Lakshmi, P. V. & Battu, N. (2018). A study on green HRM - An emerging 

trend in HR practices. International Journal of Management (IJM), 9(3), 74-82. 

 Likhitkar, P. & Verma, P. (2017). Impact of green HRM practices on organ-

ization sustainability and employee retention. International Journal for Innova-

tive Research in Multidisciplinary Field, 3(5), 152-157. 

Lange, J., & Van Eeden, J. (2016). Designing the South African Nation. 

Designing worlds, 60.  

Lindström, S. & Janhonen, M. (2021). Interdependent HRM practices as 

active responses to paradox in Finnish growth enterprises. Journal of Small 

Business and Enterprise Development, 28(4), 619-639. 

https://doi.org/10.1108/JSBED-11-2020-0397  

Mahesh K. M., Aithal, P. S. & Sharma K. R. S. (2024). Green HRM and 

teaching sustainability in higher education institutions: For promoting sustain-

able education and Sustainable Development Goals. International Journal of 

Case Studies in Business, IT, and Education (IJCSBE), 8(1), 260-270. 

http://dx.doi.org/10.47992/IJCSBE.2581.6942.0345 

Mohammad, N., Bibi, Z, Karim, J. & Durrani, D. (2020). Green human re-

source management practices and organisational citizenship behaviour for 

environment: The interactive effects of green passion. International Transac-

tion Journal of Engineering, Management, & Applied Sciences & Technolo-

gies, 11(6), 1-10. http://dx.doi.org/10.14456/ITJEMAST.2020.105 

Mtembu, V. N. (2017). Green Human-Resource Management towards sus-

tainable organizations: A case of KwaZulu-Natal higher education institutions. 

PhD thesis, University of KwaZulu-Natal. Retrieved from https://re-

searchspace.ukzn.ac.za/bitstreams/21b30ccc-5989-4125-bf4d-

35fa8a553203/download 

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

Mukherjee, S., Bhattacharjee, S., Paul, N., & Banerjee, U. (2022). As-

sessing green human resource management practices in higher educational 

institute. Test Engineering & Management, 82, 221-240. Retrieved from 

https://ssrn.com/abstract=3546928  

Na, S. R. (2024). Application of Artificial Intelligence in recruitment and se-

lection. Academic Journal of Science and Technology, 9(2), 56-58. 

http://dx.doi.org/10.54097/f4gvxp61 

Okolie, U. C. & Irabor, I. E. (2017). E-Recruitment: Practices, opportunities 

and challenges. European Journal of Business and Management, 9(11), 116-

122. 

Opatha, H. H. P., & Arulrajah, A. A. (2014). Green human resource man-

agement: Simplified general reflections. International Business Research, 

7(8), 101-112. http://dx.doi.org/10.5539/ibr.v7n8p101 

Pandey, D. L., & Risal, N. (2022). Strategic partnership: A better route to 

human resource management. PYC Nepal Journal of Management, 15(1), 17-

27. https://doi.org/10.3126/pycnjm.v15i1.56362 

Rajab, M. & Yusliza, M. Y. (2023). Implementation green human resource 

management in Universities. Generation International Journal of Tourism and 

Management, 1(2), 196-202. https://doi.org/10.38035/gijtm.v1i2 

Ramdass, D. & Nemavhola, F.  (2018). Quality practices: An open distance 

learning perspective. Turkish Online Journal of Distance Education-TOJDE, 

19(1), 234-246. http://dx.doi.org/10.17718/tojde.382806 

Rawashdeh, A. M. (2018). The impact of green human resource manage-

ment on organisational environmental performance in Jordanian health ser-

vice organisations. Management Science Letters, 8, 1049-1058. 

http://dx.doi.org/10.5267/j.msl.2018.7.006 

Rawat, A. & Singh, Y.D. (2021). Role of Green-human resource manage-

ment in education institutions: A study in Dehradun. Webology, 18(3), 1169-

1185. https://doi.10.29121/WEB/V18I3/22 

Razab, M. F. A., Udin, Z. M. & Osman, W. N. (2015). Understanding the 

role of GHRM towards environmental performance. Journal of Global Busi-

ness and Social Entrepreneurship, 1(2), 118-127. 

Renusha, M. (2022). Green orientation of human resource management 

and green attitude of employees: Moderation effect of personal character. Ke-

laniya Journal of Human Resource Management, 17(2), 103-115. 

http://doi.org/10.4038/kjhrm.v17i2.113  

Saifudin, A., Aimal, M. H., & Sutawidjaya, A. H. (2020). The effect of green 

human resources management on service quality in the pandemic time of 

COVID-19 on hospitals state-owned enterprise the republic of Indonesia. In 

Proceedings of the 2nd African International Conference on Industrial Engi-

neering and Operations Management Harare, Zimbabwe (pp 1008- 1019). 

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2023). Research methods 

for business students (9th ed). Pearson Education Limited. 

Sebola, M. (2023). South Africa’s public higher education institutions, uni-

versity, research outputs, and contribution to national human capital. Human 

Resource Development International, 217-231. 

https://doi.org/10.1080/13678868.2022.2047147  

http://www.ijarbm.org/


 

 

IJARBM – International Journal of Applied Research in Business and Management 
Vol. 05 / Issue 02, July 2024 

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing 

This paper is available online 
at 

www.ijarbm.org   

Senthilkumar, K., Acharya, S .K., John, E. P., Chheda, K., Farooq, S., Sua-

rez-Valencia, C., & Srivastava, A.  (2023). Challenges and impact of Green 

HRM practices on environmental organisational performance sustainability. 

European Chemical Bulletin, 12(4), 5321-5339. 

http://dx.doi.org/10.31838/ecb/2023.12.s1-B.190 

Sharma, S. & Gupta, N. (2015). Green HRM: an innovative approach to 

environmental sustainability. In Proceeding of the Twelfth AIMS International 

Conference on Management, Calicut: India (pp 825-830). 

Shyam, B. R. (2019). Green human resource management: A critical to In-

dustry 4.0 and economic sustainability. International Journal of Latest Tech-

nology in Engineering, Management & Applied Science (IJLTEMAS), 8(10), 

13- 18. 

Singh, S.K., Giudice, M.D., Chierici, R. & Graziano, D. (2020). Green inno-

vation and environmental performance: The role of green transformational 

leadership and green human resource management: Technological Forecast-

ing & Social Change, 150, 1-12. https://doi.org/10.1016/j.tech-

fore.2019.119762 

Storey, J. (1992) Developments in the Management of Human Resources: 

An Analytical Review.  Blackwell. 

Storey, J. (2001) Human Resource Management: A Critical Text (2nd ed.). 

Thomson Learning. 

Tang, G., Chen, Y., Jiang, Y., Paillé, P. & Jia, J. (2018). Green human re-

source management practices: Scale development and validity. Asia Pacific 

Journal of Human Resources, 56, 31–55. http://dx.doi.org/10.1111/1744-

7941.12147 

Trivedi, A.  (2015). Strategic Green HRM: A necessity of 21st Century. In-

ternational Journal of Business Quantitative Economics and Applied Manage-

ment Research, 2(2), 34-43. 

Trziszka, M. (2023). Artificial Intelligence in employee recruitment. In Pro-

ceedings of the 24th European Conference on Knowledge Management 

(ECKM), 1729-1731. http://dx.doi.org/10.34190/eckm.24.2.1782 

Varma, L. & Balachandran, V. (2021). Green human resource management 

practices - implementation in universities and higher educational institutions - 

a study. UGC Care Journal, 44(1), 93-  

Vareta, N. (2022). Workplace inequality and discrimination on individual de-

velopment and organisational performance, in selected hotels in Durban Met-

ropolitan city, South Africa (Doctoral dissertation). 

Yadav, S. (2017). Strategic Green HRM – The integration of Environmental 

Management into HRM with reference to one of the Healthcare Industry. IRA-

International Journal of Management & Social Sciences, 6(1), 85-90. 

http://dx.doi.org/10.21013/jmss.v6.n1.p11 

Zhang, W., Zhang, W., & Daim, T. U. (2023). The voluntary green behaviour 

in green technology innovation: The dual effects of green human resource 

management system and leader green traits. Journal of Business Research, 

165, 1-23. https://doi.org/10.1016/j.jbusres.2023.114049 

 

http://www.ijarbm.org/

