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Abstract — The orientation of the study was towards organisational
citizenship behaviour as to whether it has an incremental value on the
relationship between workplace bullying and turnover intention. This
study aimed to investigate the effects of workplace bullying on organi-
sational citizenship behaviour and turnover intention in two selected
South African universities. A quantitative, cross-sectional design was
used. Data was collected from a convenience sample of 142 academics.
Measuring instruments included the Negative Acts Questionnaire-Re-
vised, which is used to measure workplace bullying, Turnover intention
scale and Organisational citizenship behaviour checklist. The hypothe-
ses were tested using Pearson product moment correlation and Hierar-
chical linear regression. Results indicated a relationship between work-
place bullying, turnover intention, and organisational citizenship behav-
iour. There is no statistically significant linear relationship between or-
ganisational citizenship behaviour and turnover intention, and lastly the
results of the study discovered that organisational citizenship behaviour
does not have an incremental value on the relationship between work-
place bullying and turnover intention.
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1 Introduction

Many scientists have studied organizational citizenship behaviour over the
last 25 years (MacKenzie et al.,, 2006; Mitonga-Monga, 2019; Celiker &
Guzeller, 2024). Numerous dimensions of organisational citizenship behav-
iour have been studied (Tambe & Shanker, 2014). Recently, organisations
expect employees to be devoted to their work and identify themselves with the
organisation, because by doing so those employees can be able to recognise
the significance of the organisation’s image (lkon & Chika, 2019; Sofyan et al.,
2023). Literature recognises Bateman and Organ (1983) as the first research-
ers to have used the concept of organisational citizenship behaviour (OCB) in
their study.

According to Eriksson and Ferreira (2021), organisational citizenship be-
haviour is a non-traditional job behaviour. Additionally, Grima and Paillé
(2011) recognise the importance of OCB for the survival of the organisation
because employees are prepared to go overboard to ensure that maximum
productivity is met, and the organisation can meet its goals. Organisational
citizenship behaviour is not merely an individual practice; it is also evident in
the organisational perspective. Individual OCB (OCB-Il) includes employees
helping co-workers without being assigned to do so by the manager, while
organisational OCB (OCB-O) involves the employee’s feelings and attitudes
towards the organisation (Bester et al., 2015; Grima & Paillé, 2011; Santos et
al., 2024). The benefits of organisational citizenship behaviour include en-
hancement of labour productivity, profitability pioneer, expanding the organi-
sations capacity to retain the most suitable workers and decrease likeliness
of turnover intention, particularly in higher education.

Turnover intention among academics is perceived as a tenacious issue in
most public universities in South Africa. Academic turnover is not simply a
concern in South African institutions of higher learning, but it is also a global
issue (Thaba-Nkadimene, 2020; Neethling, 2023). According to Ncede (2013,
p. 7), “turnover can be classified into two subgroups, namely, voluntary and
involuntary turnover.” In this instance, voluntary turnover denotes to a situation
whereby the employees settle on their own decision to resign, and involuntary
turnover is whereby the employees have no choice in the termination of their
contract (Akinyomi, 2016). As a result of the vital functional consequences of
turnover intention, much research consideration has been committed to rec-
ognise the influences of employees’ turnover intention on constructs such as
organisational citizenship behaviour and workplace bullying.

Leymann (1996) was the first to propose the concept of workplace bullying,
as mobbing, after it has gained momentum in the 1980s (Leymann,
1990;1996). Workplace bullying has grabbed the eye of many scientists in the
past 20 years, and aspects such as organisational factors and personality
traits have been considered as potential forerunners of workplace bullying (Ja-
cobs & De Wet, 2013). Workplace bullying was brought to the public’s atten-
tion by means of research findings and media reports (Balducci et al., 2021,
Einarsen et al., 2014; Doe, 2016). Nonetheless, the concepts of workplace
bullying become eminent because of financial and human capital loss experi-
enced by organisations (Ratnasari & Rahmawati, 2020).
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Providing a safe working environment where employees can perform their
duties without fear is acknowledged as a difficult global issue. Workplace bul-
lying has displayed to have drastic negative effects for the victims as well as
the organisations (Upton, 2010). There is a need for research into workplace
bullying, organisational citizenship behaviour and turnover intentions at higher
education institutions, particularly in South Africa. Yadav et al. (2020) are of
the belief that workplace bullying is gaining momentum in academia, their re-
port suggests that the administrative staff must come up with measures to
eradicate workplace bullying to minimise turnover intention and enhance or-
ganisational citizenship behaviour of academics. Hollis (2015) is of the es-
sence that academics are required to be emotionally engaged in their duties.
South African universities need academics to be stress free, to contribute to
the labour market effectively and produce successful graduates.

Research on workplace bullying, organisational citizenship behaviour and
turnover intention has been conducted around the world (Rasool et al., 2013;
Yadav et al., 2020; Reknes et al., 2021; Mendiratta & Srivastava, 2023). Work-
place bullying has unfavourable outcomes for both the university and academ-
ics. Victims of workplace bullying within the university suffer from depression,
anxiety, burnout, tyrant leadership and conflicts at home (Boudrias et al.,
2020). Universities tend to experience an increase in turnover intention, ab-
senteeism, presenteeism, and work disengagement. According to Van der
Westhuizen (2014), most studies on the effects of workplace bullying on or-
ganisational citizenship behaviour and turnover intention at higher educational
institutions are not considerably undertaken in South Africa. Most research
conducted about the phenomenon dominates in the nursing profession as
compared to the teaching profession. In higher educational institutions, there
is a need for research into workplace bullying, organisational citizenship be-
haviour and turnover intention, especially in South Africa. Workplace bullying
has emotional and physical aftereffects for the targets, this causes employees
to quit their jobs (Yadav et al., 2020), the organisation also experiences oper-
ational delays and incur costs when training new employees (Hollis, 2015).
The present study aims to address the knowledge gap by introducing organi-
sational citizenship behaviour in the relationship between workplace and turn-
over intention in South African universities. Thus, the hypotheses of the study
are as follows:

Ho1 There is no relationship between workplace bullying and turnover inten-
tion.

Ha1 There is a negative relationship between workplace bullying and turno-
ver intention.

Ho2 There is no relationship between workplace bullying and organisational
citizenship behaviour.

Haz There is a negative relationship between workplace bullying and organ-
isational citizenship behaviour.

Hos There is a negative relationship between organisational citizenship be-
haviour and turnover intention.

Haz There is a positive relationship between organisational citizenship be-
haviour and turnover intention.
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Hos Organisational citizenship behaviour does not have an incremental
value in predicting variance in a model containing workplace bullying and its
effect on turnover intention.

Has Organisational citizenship behaviour does have an incremental value in
predicting variance in a model containing workplace bullying and its effect on
turnover intention.

2 Literature Review

This section of the paper will present literature related to the study.

2.1 The relationship between workplace bullying and turnover
intention

According to a study conducted by Razzaghian and Ghani (2014), there is
a link between workplace bullying and turnover intention, which suggests that
victims of workplace bullying are more inclined to leave their existing jobs.
Pyhalto et al. (2015) conducted a study whereby the results discovered that
the respondents had experienced low encounters of workplace bullying, how-
ever, the study discovered a positive connection between workplace bullying
and turnover intention. Even though staff members do not experience high
encounters of workplace bullying, there is still a high possibility of turnover
intention.

Another study conducted in South Africa with employees from various or-
ganisations revealed that there is a positive connection between workplace
bullying and turnover intention (Coetzee & van Dyk, 2018). Tag-Eldeen et al.
(2017) conducted a study in an Egyptian hotel and results of their research
established a connection between workplace bullying and turnover intention.
Cinar (2015) reported a positive connection between workplace bullying and
turnover intention in their study. A South African exploration by Van Schalkwyk
et al. (2011) the discoveries of their study, revealed that workplace bullying
behaviours from seniors are more dominant than those behaviours conducted
by co-workers. Casualties of workplace bullying are likely to resort to turnover
intention (Butucescu et al., 2020).

2.2 The relationship between workplace bullying and organisational
citizenship behaviour

Devonish (2013) conducted an exploration where the results disclosed that
there is a direct connection between workplace bullying and organisational
citizenship behaviour, this suggests that workplace bullying has an impact on
employees' organisational citizenship behaviour. A Turkish study which con-
sists of 639 primary and secondary school teachers found that organisational
citizenship behaviour reduces workplace bullying, indicating that the two vari-
ables have a negative relationship (Apaydin & Sirin, 2016). The results of a
study done by Kucukoglu and Adiguzel (2019) on 360 employees revealed a
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negative association between workplace bullying and organisational citizen-
ship behaviour. A study conducted in Karachi focusing mainly on private
banks, reported a notable correlation between workplace bullying and organ-
isational citizenship behaviour (Khalique et al., 2018). Zulkarnain et al. (2016)
classified workplace bullying into personal bullying and physical intimidation,
their study focused on public-sector workers, and the findings revealed a link
between workplace bullying and organisational citizenship behaviour.

2.3 The relationship between organisational behaviour and turnover
intention

The relationship between organisational citizenship behaviour and turnover
intention has recently caught researchers' attention, and several are investi-
gating it (Podsakoff et al., 2000). Din et al. (2016) argued that employees be-
come unenthusiastic to be part of an organisation due to low levels of organi-
sational citizenship behaviours, and this can lead to turnover intention. A study
by Barzoki and Rezaei (2017) comprising of 150 participants, however, only
140 returned questionnaires were considered valid and usable for the study,
the results exposed a positive notable relationship between organisational cit-
izenship behaviour and turnover intention. Baharom et al. (2017) discovered
that there is no link between OCB and turnover intention in their study. Ac-
cording to a Malaysian study of 175 individuals from higher education institu-
tions, there is no relationship between organisational citizenship behaviour
and turnover intention (Saraih et al., 2016). Organisational citizenship behav-
iour has a direct detrimental impact on turnover intention, the results are sup-
ported by a study conducted in Matahari department store with a sample size
of 250 respondents (Ardiansyah et al., 2020). Shbail and Shbail (2020) dis-
covered that organisational citizenship behaviour and turnover intention had
an inverse relationship. According to Ifeyinwa and Onodugo's (2020) re-
search, there is a positive correlation between organisational citizenship be-
haviour and turnover intention.

3 Methodology

The quantitative research design was used in this study to investigate the
effects of workplace bullying on organisational citizenship behaviour and turn-
over intention in selected South African universities. The study's sample was
taken from all faculties at the two public universities that were chosen. The
sample consisted of all lecturers and Professors from the two selected univer-
sities, regardless of their age, gender, expertise, tenure, and level of educa-
tion. Convenience sampling was utilised to generate data to test the hypothe-
ses of the study. Ngxukumeshe et al. (2016) believe that convenience sam-
pling enables the researcher to collect data from available participants within
the researchers’ reach. A self-administered questionnaire was used to solicit
data from all the participants. The sample from this study consisted of one
hundred forty-two (Male = 79; Female= 63) academic staff members at two



http://www.ijarbm.org/

IJARBM - International Journal of Applied Research in Business and Management This paper is available online
Vol. 05/ Issue 02, July 2024 at
ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing www.ijarbm.org

selected high education institutions. The Statistical Package for the Social Sci-
ences (SPSS version 29.0) was utilised to process the results from the ques-
tionnaires. Pearson product moment correlation coefficient was used to test
the hypotheses of the study; this is because the hypotheses proposed that
there is a relationship between the variables. Coefficient correlation was used
because the variables of the study were being analysed and the intentions
was to evaluate the strength and direction of the relationship between the
three variables. Cronbach Alpha (a) was also utilised to test the reliability of
each measure used in the study. To test Cronbach alpha, all items per meas-
ure were computed on the reliability scale to test internal consistency of each
measure separately. Hierarchical linear regression analysis was used to test
the incremental value of adding organisational citizenship behaviour in pre-
dicting turnover intention in a model with workplace bullying as an independ-
ent variable. Descriptive statistics were analysed by calculating the mean and
standard deviation, and the demographic data was presented in percentages.

4 Results

The study's proposed hypotheses were put to test, to see if there was a
relationship between the variables. Hypotheses one, two, and three were
tested using Pearson product correlation moments, whereas hypothesis four
was tested using Hierarchical linear regression analysis.

4.1 Correlations between Workplace Bullying and Turnover Intention

The study's null hypothesis stated that there is no connection between
workplace bullying and turnover intention. The results for Hol and Hal are
shown in table 1. A null hypothesis was tested using Pearson product mo-
ment, and the SPSS results revealed that there is a meaningful relationship
between workplace bullying and turnover intention. The correlation (r) is 0.522
which is a positive correlation and the significance level (p) is 0.000, this
means a change in workplace bullying can influence turnover intention. Ac-
cording to Sekaran (2003), the null hypothesis (Ho) can only be rejected if p
is less than 0.05. The alternative hypothesis proposed a correlation between
workplace bullying and turnover intention. The alternate hypothesis was
tested using Pearson correlation, and the results show that there is a substan-
tial positive relationship between workplace bullying and turnover intention (r=
0.522).
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Table 1
Correlations Between Workplace Bullying and Turnover Intention
Correlations
Composite WB Composite Tl
Composite Pearson 1
WB Correlation
Sig. (2tailed)
N 142
Composite Tl Pearson 522" 1
Correlation
Sig. (2tailed) .000
N 142 142

Correlation is significant at the 0.01 level (2-tailed)

4.2 Correlations between workplace bullying and organisational

citizenship behaviour

The second null hypothesis stated that workplace bullying, and organisa-
tional citizenship behaviour are unrelated. Table 2 demonstrates the results
for Ho2 and Ha2.Pearson product moment was used to test the hypothesis,
and the results show that the two variables have a correlation (r= -0.355). Be-
cause p is significant, the null hypothesis was rejected. The second alternative
hypothesis proposed a connection between workplace bullying and organisa-
tional citizenship behaviour that was negative. Pearson correlation test results
demonstrated a substantial negative relationship between workplace bullying
and organisational citizenship behaviour, r =-0.355.

Table 2
Correlations Between Workplace Bullying and OCB

Correlations
Composite OCB Composite WB

Composite Pearson 1
OCB Correlation

Sig. (2-tailed)

N 142
Composite Pearson -.355™ 1
WB Correlation

Sig. (2-tailed) .000

N 142 142

Correlation is significant at the 0.01 level (2-tailed).
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4.3 Correlations between Organisational Citizenship Behaviour and
Turnover Intention

The null hypothesis assumed that organisational citizenship behaviour and
turnover intention had a negative relationship. The findings as depicted in Ta-
ble 3 found no statistically significant linear connection between organisational
citizenship behaviour and turnover intention, r 0.098. This means that whether
academics engage in OCB, it does not influence turnover intention within the
organisation, based on the results the null hypothesis was accepted because
p (0.244) is greater than p (.05). The alternative hypothesis proposed a rela-
tionship between organisational citizenship behaviour and turnover intention.
There is no statistically significant linear association between organisational
citizenship behaviour and turnover intention, according to Pearson correlation
analysis. The results revealed that r was -0.098, and according to Rumsey
(2016) r=0.0 in correlation coefficients means that there is no linear relation-
ship between the variables. The results revealed that there is no statistically
significant relationship between organisational citizenship behaviour and turn-
over intention, r =-.098, p=.244.

Table 3
Correlations Between OCB and Turnover Intention
Correlations
Composite Tl Composite OCB
Composite TI Pearson 1
Correlation
Sig. (2-tailed)
N 142
Composite Pearson -.098
OoCB Correlation 1
Sig. (2-tailed) .244
N 142 142

Correlation is significant at the 0.01 level (2-tailed)

4.4  Hierarchical Linear Regression between Organisational
Citizenship Behaviour, Workplace Bullying and Turnover Intention

The null hypothesis stated that organisational citizenship behaviour does
not have an incremental value on the correlation between workplace bullying
and turnover intention. To see if organisational citizenship behaviour has an
incremental value on the relationship between workplace bullying and turno-
ver intention, the hierarchical linear regression was used. As depicted in Table
4, workplace bullying is a predictor of turnover intention, § = .522, p=. 000 and
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OCB is negatively related to the model of workplace bullying and turnover in-
tention p=. -100, p = .197. Organisational citizenship behaviour exhibits a neg-
ative insignificant connection to the model, according to the regression analy-
sis results; thus, OCB does not have an incremental value on the relationship
between workplace bullying and turnover intention. According to the findings,
including organisational citizenship behaviour in the relationship between
workplace bullying and turnover intention has no effect on the direction or
strength of the relationship. The study's results are not backed up by any em-
pirical findings.

Furthermore, according to this alternative hypothesis, organisational citi-
zenship behaviour has an incremental value on the relationship between
workplace bullying and turnover intention. The results of a hierarchical linear
regression analysis demonstrated that workplace bullying is correlated with
both turnover intention and organisational citizenship behaviour, however, or-
ganisational citizenship behaviour is negatively connected to turnover inten-
tion. The hierarchical linear regression analysis proposed that organisational
citizenship behaviour does not have an incremental value on the relationship
between workplace bullying and turnover intention. A summary of all variables
included in hierarchical linear regression analysis is showcased in Table 4.

Table 4
Model Summary of All Variables
Model Summary
Mod el R R Square | Adjusted Std. Error of | Change
R the Estimate | Statistics
Square
R F Sig.  F | Dur-
h h: in-
S:uare Change o o change bin
W.
Change ] 5 ats
on
1 5222 272 267 | 525488515 | 272 52.434 1 14 .000
155017 0
2 5300 .281 271 524214737 | .009 1.681 1 13 197 2.087
111680 9

To explain the variances in the dependent variable, the researchers utilised
R square. The variables entered in model one described 27% (.272) of the
variance in the dependent variable. In model two, once workplace bullying and
organisational citizenship behaviour were included, the model clarified 28%
(.281) of variance in the dependent variable. R square change described an
additional .09% of the variance in the dependent variable. R-square change
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of .09% is insignificant, indicating that adding OCB in a model already con-
taining workplace bullying in predicting turnover intention does not have a sig-
nificant incremental value. The contribution is not significant p = .197, the sig-
nificance level indicates evidence of Ho. Table 5 shows the model of all vari-
ables’ ANOVA results and the significance of the model. The significance level
of the model is represented by F (2,139) = 27.185, p =.000, therefore the
model is valid.

Table 5
ANOVA Results

ANOVA?2
Model Sum  of Df Mean Sig.
Squares Square
1 | Regression 14.479 1 14.479 52.434 .000P
Residual 38.659 140 276
Total 53.138 141
2 | Regression 14.941 2 7.471 27.185 .000¢
Residual 38.197 139 .275
Total 53.138 141
a. Dependent Variable: Composite turnover intention
b. Predictors: (Constant), Composite workplace bullying

C. Predictors: (Constant), Composite workplace bullying, Composite OCB

Table 6 indicates coefficients of the variables in the model, which represent
the results in relation to Hos and Hasa. Model 1 depicts the relationship between
workplace bullying and turnover intention, 3 =.522, p=.000. Model 2 includes
the two dependents and independent variables of the study. Table 7 illustrates
variables which were excluded from the OCB model. In this case organisa-
tional citizenship behaviour is the variable, which was removed from model 2,
B =.-1.00, p =.197. Hierarchical linear regression was used to determine hy-
pothesis four, the coefficients extracted from table 6 used beta () to explain
the coefficients between variables. Hoas is accepted and Haas is rejected based
on the results in table 6. Both turnover intention and organisational citizenship
behaviour are positively connected to workplace bullying, B = .552, p = .000;
B =.557, p =.000. Nevertheless, organisational citizenship behaviour is nega-
tively correlated to workplace bullying and turnover intention g =-.100, p=.197,
because the significance level is greater than p = .05, therefore the null hy-
pothesis is accepted. In a nutshell organisational citizenship behaviour does
not have an incremental value on the relationship between workplace bullying
and turnover intention of academics in the two selected public universities



http://www.ijarbm.org/

IJARBM - International Journal of Applied Research in Business and Management

Vol. 05/ Issue 02, July 2024

This paper is available online
at

ISSN: 2700-8983 | an Open Access Journal by Wohllebe & Ross Publishing www.ijarbm.org
Table 6
Hierarchical Linear Regression Coefficient

Coefficients?

Model Unstandar- Standar- T Sig. Colli- Sta-
dized Coeffi- | dized Co- nearity | fistics
cients efficients

B | Std. Beta Zero- | Corre- Part Tole- VF
Er- order | lations rance
ror Partial
1 Constant | 2.342 | .120 19.467 | .000
Compo- 459 063 | 522 7.241 000 | .522. | 522 522 1.000 1.000
site bul-
lying
2 Constant | 2.496 | .169 14.795 | .000
Compo- 490 .068 | .557 7.246 000 | .522 524 521 874 1.145
site bul-
lying
Compo- 072 .056 | .100 1.297 197 | .098 109 .093 874 1.145
site OCB
Table 7
Excluded Variables from Model Summary
Excluded Variables?
Model Beta T Sig. Partial Collinearity Minimum
In Correla- Statistics
tion
Toler- VIF Tolerance
ance
1 | Com- -.100 -1.297 197 -.109 .874 1.14 | .874
posite | b 5
ocB
a. Dependent Variable: Average TIS
b. Predictors in Model: (Constant), Average NAQR

5 Discussion

This section discusses the findings of this study in accordance with the
tested hypotheses.
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5.1 Relationship between Workplace Bullying and Turnover Intention

The findings of this study show that a substantial positive relationship exists
between workplace bullying and turnover intention (r= 0.522). The study's re-
sults are in line with previous findings of Gadi and Kee (2020), who discovered
a link between workplace bullying and turnover intention. Workplace bullying
was found to be a stimulator of turnover intention in a study conducted by Li
et al. (2020). Similarly, previous findings revealed a relationship between
workplace bullying and turnover intention because if there is a sudden change
on workplace bullying, turnover intention can be influenced (Chen et al., 2020;
Kee & Paul, 2020; Usmani & Kumari, 2018). Thus, an increase in workplace
bullying leads to an upsurge in turnover intention. When academics from the
two selected universities are frequently exposed to workplace bullying from
superiors or colleagues in the university, they resort to turnover intention.

5.2 Relationship between workplace bullying and organisational
citizenship behaviour

The current research findings reveal that a negative relationship exists be-
tween workplace bullying and organisational citizenship behaviour (r= -0.355).
Thus, workplace bullying has an impact on organisational citizenship behav-
iour. Liu and Wang (2013) reported similar findings as they discovered that a
significant negative correlation exists between workplace bullying and organ-
isational citizenship behaviour in their study. Similarly, in support of the current
findings, Naseer et al. (2018) found that workplace bullying aggravates the
performance of employees within an organisation, which results in decreased
organisational citizenship behaviour. This means that the bullying behaviour
experienced by academics at the two selected universities leads to their dis-
engagement in organisational citizenship behaviours. Previous studies show
that the more workplace bullying behaviours are practiced, the more employ-
ees refrain from engaging in organisational citizenship behaviour (Liu & Wang,
2013; Naseer et al., 2018). Thus, academic employees who are exposed to
workplace bullying are less likely to go the extra mile when it comes to helping
colleagues or perform at their utmost level so as to assist their universities to
achieve their objectives.

5.3 Relationship between Organisational Citizenship Behaviour and
Turnover Intention

The findings of the current study show that the relationship between organ-
isational citizenship behaviour and turnover intention is statistically insignifi-
cant (r=0.098). This means that whether academics engage in organisational
citizenship behaviour or not, does not influence their intention to leave their
universities. Thus, organisational citizenship behaviour is not a predictor of
turnover intention, according to the findings, even if academics practice OCB,
it will not enhance or decrease turnover intention inside the organisation (Ba-
harom et al., 2017; Islam et al.,2016; Cinar, 2015 & Lee et al., 2017). High
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turnover intention rate experienced by the universities does not lead to a de-
cline in OCB of academics. Whether or not all academics engage in OCB the
universities can still experience turnover intention. These findings are similar
to those of Memon et al. (2017), who reported in their study that organisational
citizenship behaviour was not a predictor of turnover intention because no
connection was found to exist between the two variables. Similarly, a study
conducted in Turkey study among employees from both public and private
sectors discovered that organisational citizenship behaviour is not connected
to turnover intention (Cinar, 2015). However, there are inconsistencies in
terms of the research findings in relation to the relationship between organi-
sational citizenship behaviour and turnover intention. For example, Wang et
al. (2017) found a significant negative association between organisational cit-
izenship behaviour and turnover intention. Similarly, Shbail and Shbail (2020)
reported an inverse relationship between organisational citizenship behaviour
and turnover intention.

5.4 Incremental value of organisational citizenship behaviour in
predicting the effect of workplace bullying on turnover intention

The findings of the current research show that organisational citizenship
behaviour exhibits a negative insignificant connection to the model. Thus, or-
ganisational citizenship behaviour does not have an incremental value on the
relationship between workplace bullying and turnover intention. According to
the findings, including organisational citizenship behaviour in the relationship
between workplace bullying and turnover intention has no effect on the direc-
tion or strength of the relationship. In a nutshell, organisational citizenship be-
haviour does not have an incremental value on the relationship between work-
place bullying and turnover intention of academics in the two selected public
universities. According to the findings, there is a relationship between work-
place bullying and turnover intention. However, incorporating organisational
citizenship behaviour into the relationship does not prevent workplace bullying
or reduce academics' turnover intention in universities. Academics can still
engage in organisational citizenship behaviour while experiencing workplace
bullying and considering turnover intention. The study's results are not backed
up by any empirical findings as there seems to be a dearth of studies con-
ducted in relation to the incremental value of organisational citizenship behav-
iour on workplace bullying and turnover intention. Hence, these findings con-
stitute an addition to the body of knowledge since there is no empirical litera-
ture to support the findings.

6 Conclusion

The aim of this study was to investigate the effects of workplace bullying on
organisational citizenship behaviour and turnover intention in two selected
South African universities. Workplace bullying and turnover intention are still
one of the phenomenon’s which are being researched by academics and
scholars, because of their negative impact on the organisation as well as to
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the employees. Workplace bullying perpetrators are not superiors nor males
only, any employee in the workplace can be a bully. Not all employees who
experience workplace bullying resort to turnover intention or decide to retain
their organisational citizenship behaviours. The study found a significant cor-
relation between workplace bullying, turnover intention, and organisational cit-
izenship behaviour, but no relationship between turnover intention and organ-
isational citizenship behaviour. Organisational citizenship behaviour is ad-
versely connected to workplace bullying and turnover intention, according to
the regression analysis results; as a result, organisational citizenship behav-
iour does not have an incremental value on the relationship between work-
place bullying and turnover intention.

The positive relationship between workplace bullying and turnover inten-
tions implies that it is important for organisation to curb the turnover intentions
by putting in place mechanisms to address bullying behaviours at the work-
place. Similarly, the negative relationship between workplace bullying and or-
ganisational citizenship behaviour implies that for organisations should pro-
mote employees’ positive behaviours such as exerting more efforts towards
the attainment of organisational objectives by addressing bullying behaviours
at the workplace. Therefore, the following recommendations for universities:

¢  Workplace bullying policies should be in place and communicated to all
employees.

o The management of the universities should protect the victims of bully-
ing at all costs.

¢ Anonymous whistleblowing mechanisms should be introduced for both
victims and witnesses to report bullying in case they are scared to re-
veal their identity.

e Surveys on employees’ experiences, both negative and positive should
be conducted in order to address negative behaviours and promote
positive behaviours at the universities.

Although this study contributes to the body of knowledge, it has limitations.
The use of convenience sampling implies that there is no guarantee that the
sample used in this study actually represented the entire population, which
limits the generalizability of the findings. Furthermore, the focus of this study
was on two selected universities, which do not necessarily represent the
South African universities. It is therefore recommended for future research to
consider targeting different universities and using a probability sampling strat-
egy to get a larger sample. This could assist to further examine the incremen-
tal value of organisational citizenship behaviour on the effect of workplace
bullying on turnover intentions and address the existing gap in the literature.
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