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ABSTRACT 

This study aims to analyze the effect of workplace bullying and organizational commitment on 

employee turnover intention, as well as to analyze the mediating role of organizational 

commitment variables. This research was conducted in BPR Naga Sukawati, Gianyar. Testing 

the research hypothesis using Structural Equation Modeling (SEM) analysis techniques using 

SMARTPLS assistance, using IBM SPSS Statistics 22 to test the validity and reliability, the 

population in this study was 54 respondents, the research sample was taken using saturated 

sample determination techniques, with the criteria of employee respondents PT. BPR Naga 

Sukawati-Gianyar. The results showed that (1) workplace bullying has a positive and significant 

effect on employee turnover intention, (2) workplace bullying has a negative and significant 

effect on employee organizational commitment, (3) organizational commitment has a negative 

and significant effect on employee turnover intention, (4) commitment organization mediated the 

effect of workplace bullying on employee turnover intention. The managerial implications and 

suggestions in this study are to reduce the turnover intention rate of employees, companies or 

institutions to minimize the level of workplace bullying that occurs in the company and increase 

employee organizational commitment. With the low level of workplace bullying that occurs in 

the company, it will increase organizational commitment, and reduce employee intentions to 

resign. 

 

Keyword: workplace bullying, organizational commitment, turnover intention. 

 

1. INTRODUCTION 

Employees are one of the main assets or assets for the company which are the determinants of 

the company's success or failure. To get selected employees, the company carries out a series of 

well-integrated HR management steps. One of the goals of HR management is so that selected 

employees can work, contribute, and last a long time. 

The company always strives to make employees work for a long time at the company, so that the 

employee turnover rate is at a relatively low level. Employee turnover, although not always a bad 

connotation, will affect the smooth running of the company's operations. Thus, a controlled 

turnover rate is one of the goals of HR management. High employee turnover has negative 

impacts, including decreased sales figures, reduced customer satisfaction, large recruitment and 

training costs, and loss of productive work time. If left in the long run, this condition is a bad 

indication and can affect company performance. The negative impact of turnover is the impact 
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on organizational costs related to the recruitment, selection and training of new personnel, plus 

turnover can cause a decrease in the effectiveness and productivity of employee performance 

because they have lost their co-workers (Jha, 2010). 

Employee turnover is a permanent employee resignation, either voluntary (voluntary) or 

involuntary (involuntary) in a company (Robbins and Judge, 2015: 38). Abdillah (2012) states 

that turnover intention is a condition in which employees have the desire or intention to find 

another job at a different company as an alternative. Turnover intention can also be said to be the 

movement of employees to leave the company to get a new job at another company. The 

negative impact of turnover is the company costs associated with recruiting, selecting and 

training new personnel. In addition, turnover can also cause a decrease in the effectiveness and 

productivity of employee performance because they have lost their co-workers (Jha, 2010). 

According to Bohle et al. (2017), one of the things that greatly affects employee turnover 

intention is workplace bullying. Yuksel and Tuncsiper (2011) state that there is a positive 

relationship between mobbing (bullying) at work and the intention to quit (intention to quit). 

Coetzee and Dyk (2017) state that the high level of bullying in the workplace affects the high 

turnover intention. Hernandez et al. (2018) stated that exposure to workplace bullying may lead 

employees to consider leaving their jobs as a form of treatment. Glambek et al. (2014) in their 

findings show that employees who are bullied, their job requirements and content are not safe, 

and they may be at risk of making a turnover and leaving the workplace. 

Bullying is a repetitive negative behavior that is intended to cause displeasure or pain by others, 

either one or several people directly towards someone who is unable to fight it (Olweus, 2006). 

Rigby (2002: 15) defines bullying as repetitive suppression or bullying, psychologically or 

physically against someone who has less power or power by a stronger person or group of 

people. 

Workplace bullying is an issue in the world of work that now attracts many people. The issue of 

workplace bullying is recognized by the International Labor Organization (ILO) as an 

international occupational health and safety issue. The ILO notes that physical and emotional 

violence will be one of the most serious problems faced in the workplace in the new millennium. 

This shows that the issue of work bullying has received serious attention from the international 

community. Although other types of violence are receiving more media attention, workplace 

bullying is increasingly the focus of researchers, employers, trade unions, occupational health 

and safety professionals. 

Hoel and Cooper (2000) say that no company is immune from bullying, although the scale and 

intensity of the problem varies greatly between companies. this indicates that, every company 

must be aware that workplace bullying may occur within the company. Therefore, every 

company must be aware of it. Einarsen et al .. (2003) stated that victims of bullying have 

consequences such as mental stress and mental health problems. In addition, bullying is 

detrimental to the company because the company will experience high employee turnover, high 

absenteeism and decreased organizational commitment and employee productivity. Another 

disadvantage of bullying is the time and money spent investigating the absence of employees 

who experience bullying and employees who witness it are more likely to leave the company, 

high recruitment costs due to high employee turnover rates, including court fees (in case of 

abuse) and fees. -Other costs. 

Hoel and Cooper (2000) stated that bullying can only develop, if it continues to be allowed and 
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there is no direct or indirect action by management. If it continues, then actions that tolerate 

bullying will result in employee turnover, particularly turnover intention. According to Hoel and 

Cooper (2000), all companies have policies and procedures that can handle problems when 

bullying occurs and can act as a barrier for bullying to develop in the future. To develop a work 

environment free of bullying, management must examine HRM practices that can contribute 

directly or indirectly to bullying. 

According to Djamilah et al. (2012), so that victims of bullying avoid bullying, usually they will 

have a high desire to leave which results in a real turnover. Thus, it can be said that bullying has 

a direct impact on the desire to leave. But besides that, bullying can occur using other 

mechanisms, namely through a decrease in affective organizational commitment for victims of 

bullying which in turn will result in a desire to leave the company. 

Rodly (2012) states that there are many factors that cause employees to move from their 

workplace, but the determinant factor of willingness to move includes organizational 

commitment. Organizational commitment is the level to which an employee sides with a 

company and their goals and desires to maintain membership in the company (Robbins, 2015: 

100). According to Miner (1992) when employees have high organizational commitment, it will 

strengthen the determination of an employee not to leave the company, even though other 

companies support him to leave. 

Labrague et al. (2018) stated that organizational commitment has a negative and significant 

effect on the desire to leave. Luz et al. (2018) stated that affective and normative commitment 

have a negative and significant effect on turnover intention. Dumitru et al. (2015) confirmed the 

negative relationship between organizational commitment and intention to leave the company. 

The same is true with the relationship between affective organizational commitment and 

intention to leave the company, and between normative organizational commitment and intention 

to leave the company. In line with the results of research conducted by Bhatti et al. (2016) and 

Jehanzeb et al. (2013) which states that organizational commitment has a negative and 

significant effect on turnover intention. 

Different results were found by Park et al. (2014) who show that statistically union 

organizational commitment has no significant effect on turnover intention at the conventional 

significance level. Kaushalya and Alwis (2016) also stated that organizational commitment did 

not have a significant effect on the desire to leave. Likewise, the results of research conducted by 

Tnay et al. (2013) found that organizational commitment was not significantly related to turnover 

intention. 

Malik et al. (2018) stated that workplace bullying has a negative relationship with organizational 

commitment. McCormack et al. (2009) in their findings show that there is a negative and 

significant direct effect of bullying on the affective commitment. Dumitru et al. (2015) stated 

that there is a positive relationship between continuance organizational commitment and bullying 

in the workplace. Different results were found by Yuksel and Tuncsiper (2011), where in their 

research there was no evidence of a significant relationship between mobbing (bullying) and 

organizational commitment, as well as between mobbing (bullying) and normative commitment. 

However, in his research, it is proven that there is a significant negative relationship between 

mobbing (bullying) and affective commitment. increase in employee affective commitment will 

lead to decreased intention to quit and continuance commitment. 
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2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

 

Yuksel and Tuncsiper (2011) state that there is a positive relationship between mobbing 

(bullying) at work and the intention to quit (intention to quit). Coetzee and Dyk (2017) state that 

the high level of bullying in the workplace affects the high turnover intention. Hernandez et al. 

(2018) stated that exposure to workplace bullying may lead employees to consider leaving their 

jobs as a form of treatment. Glambek et al. (2014) in their findings show that employees who are 

bullied, their job requirements and content are not safe, and they may be at risk of making a 

turnover and leaving the workplace. Rasool et al. (2013) stated workplace bullying had a positive 

impact on intention to leave. Razzaghian and Ghani (2014), Mete and Sokmen (2016), as well as 

Coetzee and Oosthuizen (2017) state a significant positive relationship between bullying at work 

and the intention to quit. The same thing was stated by Kaushalya and Alwis (2016), Malik et al. 

(2018), Nwobia and Aljohani (2017), Dumitru et al. (2015), Salin and Notelaers (2017), and Park 

et al. (2018) who state that workplace bullying has a positive and significant effect on turnover 

intention. 

H1: Workplace bullying has a positive and significant effect on turnover intention. 

Malik et al. (2018) stated that workplace bullying has a negative relationship with organizational 

commitment. McCormack et al. (2009) in their findings show that there is a negative and 

significant direct effect of bullying on the affective commitment. Dumitru et al. (2015) stated 

that there is a positive relationship between continuance organizational commitment and bullying 

in the workplace. 

Different results were found by Yuksel and Tuncsiper (2011), where in their research there was 

no evidence of a significant relationship between mobbing (bullying) and organizational 

commitment, as well as between mobbing (bullying) and normative commitment. However, in 

his research, it is proven that there is a significant negative relationship between mobbing 

(bullying) and affective commitment. increase in employee affective commitment will lead to 

decreased intention to quit and continuance commitment. 

H2: Workplace bullying has a negative and significant effect on organizational commitment. 

Labrague et al. (2018) stated that organizational commitment has a negative and significant 

effect on the desire to leave. Luz et al. (2018) stated that affective and normative commitment 

have a negative and significant effect on turnover intention. Dumitru et al. (2015) confirmed the 

negative relationship between organizational commitment and intention to leave the 

organization. The same is the case with the relationship between affective organizational 

commitment and intention to leave the organization, as well as between normative organizational 

commitment and intention to leave the organization. In line with the results of research 

conducted by Bhatti et al. (2016) and Jehanzeb et al. (2013) which states that organizational 

commitment has a negative and significant effect on turnover intention. Ghosh et al. (2013), Cho 

and Huang (2012) and Sartika (2014) in their research indicate that the higher the organizational 

commitment, the lower the desire to leave. 

Different results were found by Park et al. (2014) who show that statistically union 

organizational commitment has no significant effect on turnover intention at the conventional 

significance level. Kaushalya and Alwis (2016) also stated that organizational commitment did 

not have a significant effect on the desire to leave. 
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H3: Organizational commitment has a negative and significant effect on turnover intentions. 

McCormack et al. (2009) proved that affective commitment partially mediates the relationship 

between bullying and the desire to leave. Djamilah et al. (2012), state that jointly and partially 

workplace bullying and affective organizational commitment have a significant effect on desire 

to leave. Therefore, the company should prevent the emergence of workplace bullying behavior, 

for example making ethical standards of work behavior. Rasool et al. (2013), stated that 

workplace bullying is more relevant to systematic weakness in the organization and less to 

employee performance while workplace bullying is more related to the personal characteristics 

of the victim, so regardless of their commitment, leaving the organization in such circumstances 

is a better alternative to victim. 

H4: Organizational commitment mediates the effect of workplace bullying on turnover 

intentions. 

 

3. RESEARCH METHODS 

This study uses an explanatory research approach, which explains a relationship between 

variables through hypothesis testing. This study was conducted to explain the effect of workplace 

bullying on employee turnover intention, with organizational commitment as the mediator. This 

research was conducted at PT BPR NAGA. The population in this study were employees at PT 

BPR Naga whose number can be counted with certainty (finite) as many as 54 people. The 

sampling method used in this study was saturated samples. The sample in this study were all 

employees who worked at PT BPR Naga Sukawati-Gianyar, as many as 54 people. The 

technique used in this study is the Partial Least Square (PLS) analysis technique. 

 

4. RESULTS AND DISCUSSION 

Results of Inferential Analysis (PLS) 

In this study, inferential data analysis used the Partial Least Square (PLS) approach. PLS is a 

multivariate statistical technique that makes comparisons between multiple dependent variables 

and multiple independent variables. PLS is a variant-based SEM statistical method designed to 

solve multiple regression when specific data problems occur, such as sample size and missing 

data and multicollinearity. PLS is a powerful analytical method because it is not based on many 

assumptions. The data do not have to be normally distributed multivariate (indicators with a 

catagorial scale, ordinal, until the ratio can be used in the same model), the sample does not have 

to be large. Although PLS can also be used to confirm a theory, it can also be used to explain 

whether or not there is a relationship in latent variables. 

 

Evaluation Result of Measurement Model (Outer model) 

The evaluation of the outer model is also called the evaluation of the measurement model to 

assess the validity and reliability of the model. Analysis of the construct measurement model 

with indicator reflection wants to see the validity of each indicator and test the reliability of the 

construct. The criterion for indicator validity is measured by convergent validity, while construct 

reliability is measured by composite reliability and average variance extracted or AVE. 

1) Convergent Validity 

Convergent validity, namely the correlation between the score for the reflexive indicator and the 

score for the latent variable. This study uses a loading of 0.5 to 0.6 which is considered 
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sufficient, because it is the initial stage of developing a measurement scale and the number of 

indicators per variable is not large, ranging from three to eight indicators. 

Based on Table 1, it can be seen that all values in the convergent validity test are greater than 

0.6. Thus it can be stated that the data in the study are valid. 

 

Table 1. Convergent Validity Test Results 

 

  Organizational Commitment Turnover Intentions Workplace Bullying  

X.1     0.761 

X.2     0.854 

X.3     0.859 

X.4     0.831 

X.5     0.855 

X.6     0.918 

X.7     0.916 

X.8     0.835 

Y1.1 0.918     

Y1.2 0.979     

Y1.3 0.965     

Y2.1   0.762   

Y2.2   0.808   

Y2.3   0.792   

Y2.4   0.795   

Y2.5   0.783   

Primary Data, 2021 

 

2) Discriminate validity 

To assess discriminant validity is the square root of average variance extracted (AVE) for each 

variable with a correlation between other variables in the model. If the initial measurement value 

of the two methods is better than the values of the other variables in the model, it can be 

concluded that this variable has good discriminant validity or vice versa. Accordingly, it is 

recommended that the measurement value be more than 0.50. 

 

Table 2. AVE Test Results 

 

  Average Variance Extracted (AVE) 

Organizational Commitment 0.911 

Turnover Intentions 0.621 

Workplace Bullying  0.731 

Primary Data, 2021 

Based on the table above, it can be seen that all AVE values are greater than 0.5. Thus it can be 
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stated that the data in the study are valid. 

3) Composite Reliability 

Composite reliability is a group of indicators that measure a variable having good composite 

reliability, Composite Reliability measures internal consistency and the value must be above 

0.70. 

Table 3. Reliability Test Results Composite reliability 

 

  Composite Reliability 

Organizational Commitment 0.968 

Turnover Intentions 0.891 

Workplace Bullying  0.956 

Primary Data, 2021 

 

Based on the table above, it can be seen that all the composite reliability values on each variable 

are greater than 0.7. Thus it can be stated that the data in the study are reliable. 

 

Result of Structural Model Evaluation (Inner model) 

 

In assessing the structural model with the PLS structural, it can be seen from the Q-squares value 

for each endogenous latent variable as the predictive strength of the structural model. The value 

of R-squares is a goodness fit model test. However, if the calculation results show that the Q-

square value is more than 0 (zero), then the model deserves to be said to have a relevant 

predictive value. Calculation of Q-square through the formula Q2 = 1 – [(1-R1
2) (1- R2

2)] so it 

requires an R-square value which also functions to find out how much the contribution of 

variable X to Y. 

 

1) R - square 

The R-square value can be used to evaluate the effect of predictors on each endogenous latent 

variable. R2 results of 0.67, 0.33, and 0.19 for endogenous latent variables in the structural 

model indicate that the model is “good”, “moderate”, and “weak”. The R-square value is used to 

later calculate the Q-square value which is a test of the goodness of fit model. 

 

 

Table 4. R-square test results 

 

  R Square R Square Adjusted 

Organizational Commitment 0.248 0.234 

Turnover Intentions 0.778 0.769 

Primary Data, 2021 

 

Based on the table above, the R-square value for the Workplace bullying variable on 

organizational commitment is 0.248 including weak, which indicates that it has a large influence 
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of 0.248 x 100% = 24.8%. The R-square value for the Workplace bullying variable on Turnover 

Intention of 0.778 is considered good, which shows that it has a large influence of 0.778x 100% 

= 77.8%. 

2) Q - square 

Inner model testing is done by looking at the Q-square value which is a test of the goodness of fit 

model. If the Q-square value is greater than 0 (zero), it shows that the model has a predictive 

relevance value, while the Q-square value is less than 0 (zero), it shows that the model has less 

predictive relevance. The Q-square calculation can be seen as follows: 

Q2 = 1 – [(1-R1
2) (1- R2

2)] 

Q2 = 1 – [(1-0,248) (1-0,778)] 

Q2 = 1 – [(0,752) (0,222)] 

Q2 = 1 – (0,1669) 

Q2 = 0,8331 

Based on the above calculations, the Q-square value of 0.833 is more than 0 and close to 1, so it 

can be concluded that the model has a predictive value or indicates that the structural model 

designed to explain organizational commitment and turnover intention at PT BPR NAGA is 

proven to be good or relevant. 

Hypothesis test 

In testing the hypothesis it can be seen from the t-statistic value and the probability value. For 

alpha 5%, the exogenous variable is significant to the endogenous variable if the t-statistic is> 

1.96, and if the p value is <0.05. 

 

Table 5. Direct Effect Test Results 

 

  

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|

) 

P 

Val

ues 

Workplace Bullying  -> 

Turnover Intentions 
0.306 0.302 0.098 3.112 

0.00

2 

Workplace Bullying  -> 

Organizational 

Commitment 

-0.498 -0.51 0.112 4.443 
0.00

0 

Organizational 

Commitment-> Turnover 

Intentions 

-0.688 -0.696 0.076 9.07 
0.00

0 

Primary Data, 2021 

 

Based on the table above, the p-value and t-statistics for each variable are obtained, which are 

explained as follows. 

(1) The p-value of the workplace bullying variable on turnover intention is 0.002 and the t-

statistic value is 3.112. Because the p-value <0.05 (0.002 <0.05) with a positive beta 

value of 0.306, and a t-statistic value> 1.96 (3,112> 1.96), it can be concluded that 
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workplace bullying has a significant positive effect on workplace bullying. turnover 

intention, this means that the first hypothesis (H1) is accepted. 

(2) The p-value of the workplace bullying variable on organizational commitment is 0,000 

and the t-statistic value is 4.443. Because the p-value <0.05 (0.000 <0.05) with a beta 

value of negative (-) 0.498, and the t-statistic value> 1.96 (4.443> 1.96), it can be 

concluded that workplace bullying has an effect. significant negative towards 

organizational commitment, this means that the second hypothesis (H2) is accepted. 

(3) The p-value of the variable organizational commitment to turnover intention is 0,000 and 

the t-statistic value is 9,070. Because the p-value <0.05 (0.000 <0.05) with a beta value 

of negative (-) 0.688, and the t-statistic value> 1.96 (9,070> 1.96), it can be concluded 

that organizational commitment has an effect. significant negative towards turnover 

intention, this means that the third hypothesis (H3) is accepted. 

 

Table 6. Indirect Effect Test Results 

 

  

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDE

V|) 

P 

Val

ues 

Workplace Bullying  -> 

Organizational Commitment -> 

Turnover Intentions 

0.343 0.356 0.093 3.685 
0.0

00 

Primary Data, 2021 

 

(4) The p-value of the workplace bullying variable on turnover intention through 

organizational commitment is 0,000 and the t-statistic value is 3.685. Because the p-

value <0.05 (0.000 <0.05) with a beta value of positive 0.334, and the t-statistic value> 

1.96 (3.685> 1.96), it can be concluded that organizational commitment is able to 

mediate the effect. workplace bullying on turnover intention, this means that the fourth 

hypothesis (H4) is accepted. 

 

The Effect of Workplace Bullying on Turnover Intention 

 

The results of hypothesis testing indicate that workplace bullying has a positive and significant 

effect on turnover intention. These results can illustrate that the lower the workplace bullying 

experienced by employees, the lower the intention to leave (turnover intention). On the other 

hand, the higher the workplace bullying experienced by employees, the higher the intention to 

leave (turnover intention). 

Yuksel and Tuncsiper (2011) state that there is a positive relationship between mobbing 

(bullying) at work and the intention to quit (intention to quit). Coetzee and Dyk (2017) state that 

the high level of bullying in the workplace affects the high turnover intention. Hernandez et al. 

(2018) stated that exposure to workplace bullying may lead employees to consider leaving their 

jobs as a form of treatment. Glambek et al. (2014) in their findings show that employees who are 

bullied, their job requirements and content are not safe, and they may be at risk of making a 
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turnover and leaving the workplace. Rasool et al. (2013) stated workplace bullying had a positive 

impact on intention to leave. Razzaghian and Ghani (2014), Mete and Sokmen (2016), as well as 

Coetzee and Oosthuizen (2017) state a significant positive relationship between bullying at work 

and the intention to quit. The same thing was stated by Kaushalya and Alwis (2016), Malik et al. 

(2018), Nwobia and Aljohani (2017), Dumitru et al. (2015), Salin and Notelaers (2017), and Park 

et al. (2018) who state that workplace bullying has a positive and significant effect on turnover 

intention. 

 

The Effect of Workplace Bullying on Organizational Commitment 

 

The results of hypothesis testing indicate that workplace bullying has a negative and significant 

effect on organizational commitment. These results can illustrate that the lower the workplace 

bullying experienced by employees, the higher the level of employee organizational 

commitment. Conversely, the higher the workplace bullying experienced by employees, the 

lower the level of employee organizational commitment. 

Malik et al. (2018) stated that workplace bullying has a negative relationship with organizational 

commitment. McCormack et al. (2009) in their findings show that there is a negative and 

significant direct effect of bullying on the affective commitment. Dumitru et al. (2015) stated 

that there is a positive relationship between continuance organizational commitment and bullying 

in the workplace. 

 

The Effect of Organizational Commitment on Turnover Intention 

 

The results of hypothesis testing indicate that organizational commitment has a negative and 

significant effect on turnover intention. These results can illustrate that the lower the level of 

employee organizational commitment, the higher the employee's intention to leave (turnover 

intention). Conversely, the higher the level of employee organizational commitment, the lower 

the intention to leave (turnover intention). 

Labrague et al. (2018) stated that organizational commitment has a negative and significant 

effect on the desire to leave. Luz et al. (2018) stated that affective and normative commitment 

have a negative and significant effect on turnover intention. Dumitru et al. (2015) confirmed the 

negative relationship between organizational commitment and intention to leave the 

organization. The same is the case with the relationship between affective organizational 

commitment and intention to leave the organization, as well as between normative organizational 

commitment and intention to leave the organization. In line with the results of research 

conducted by Bhatti et al. (2016) and Jehanzeb et al. (2013) which states that organizational 

commitment has a negative and significant effect on turnover intention. Ghosh et al. (2013), Cho 

and Huang (2012) and Satika (2014) in their research indicate that the higher the organizational 

commitment, the lower the desire to leave. 
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The Effect of Workplace Bullying on Turnover Intention through Organizational Commitment 

The results of hypothesis testing indicate that workplace bullying has a significant positive effect 

on turnover intention through organizational commitment. The results of the mediation effect test 

carried out by examining the coefficient of direct influence of exogenous variables on 

endogenous variables in the model involving the mediating variable showed that organizational 

commitment as partial mediation on the effect of workplace bullying on turnover intention. 

McCormack et al. (2009) proved that affective commitment partially mediates the relationship 

between bullying and the desire to leave. Djamilah et al. (2012), state that jointly and partially 

workplace bullying and affective organizational commitment have a significant effect on desire 

to leave. Therefore, the company should prevent the emergence of workplace bullying behavior, 

for example making ethical standards of work behavior. Rasool et al. (2013), stated that 

workplace bullying is more relevant to systematic weakness in the organization and less to 

employee performance while workplace bullying is more related to the personal characteristics 

of the victim, so regardless of their commitment, leaving the organization in such circumstances 

is a better alternative to victim. 

 

5. CONCLUSION 

The results of empirical studies in this study have shown that workplace bullying has a negative 

and significant effect on organizational commitment and has a positive and significant effect on 

turnover intention, organizational commitment has a negative and significant effect on turnover 

intention, and organizational commitment mediates the effect of workplace bullying on turnover 

intention. Based on these findings, the results of this study can be said to support the basic theory 

(grand theory) used in this study, namely the Social Exchange Theory, in which social exchange 

theory is identical to the exchange relationship between individuals comparing sacrifice and 

reward. obtained. The results of research at PT BPR NAGA show that the low level of workplace 

bullying affects the high level of employee organizational commitment which also affects the 

low level of turnover intention. This is in accordance with the social exchange theory which 

implies that if employees are treated well in the company, the employees will respond to positive 

behavior. Apart from this, the results of this study are also able to enrich knowledge in the field 

of Human Resource Management (HRM) and Organizational Behavior, as well as support other 

empirical studies related to the effect of workplace bullying and organizational commitment on 

turnover intention. 
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