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ABSTRACT 
Workplace ostracism is theoretically conceptualised as a social stressor capable of depleting an individual’s 

psychological and emotional resources, often leading to heightened withdrawal cognition. This phenomenon, often 
characterised by feelings of social exclusion, may leave the profound thought of leaving the organisation. However, its 
influence in the academic environment, specifically among early-career academicians (ECAs), remains insufficiently 
explored. Faculty members’ responses to workplace ostracism often differ in the corporate sector, reflecting the 
dynamic nature of academia. Hence, the core purpose of this paper is to determine the relationship between workplace 
ostracism and turnover intention among ECAss by drawing on the Conservation of Resources (COR) theory. Using 
structural equation modelling (SEM), the findings reveal a negative relationship between workplace ostracism and 
turnover intention that is statistically insignificant. Although counterintuitive to prior research in general organisational 
settings, this result highlights the distinctive nature of academic careers and the resilience of ECAs. This finding offers 
an invaluable insight that ECAs possess a higher level of maturity, professional autonomy, and personality robustness, 
enabling them to disengage from ostracised colleagues or environment without allowing such experiences to dictate 
their career progression, research productivity, and academic achievement. Organisations should aim to create inclusive 
and supportive environments through positive psychology strategies to minimize the impact of ostracism. 
Keywords: workplace ostracism; turnover intention; early career academicians (ECAs); collectivist culture; higher 
education institutions (HEIs) 

1. Introduction 
Retaining early-career academicians has become a critical challenge for higher education institutions 

worldwide. Universities increasingly rely on young academicians to drive research productivity, curriculum 
innovation, and academic continuity. Due to higher expectations and limited institutional support during the 
formative years of their careers, early-career academicians are more prone to heightened stress and 
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professional uncertainty. As competition intensifies in academic environment, collegial relationships and 
departmental climates play a critical role in faculty members’ intention to stay. The ongoing transformation 
is driven by technological advancements and the widespread integration of digital tools into educational 
instruction and learning. This shift poses challenges for young individuals aspiring to academic careers. 
Technology has significantly reshaped the teaching and learning landscape, and the demands on students are 
continually evolving. As a result, new educators require strong support from their institutions, administrators, 
and colleagues[1]. Among the interpersonal challenges reported in academic settings, workplace ostracism, 
which is a subtle form of social exclusion in which individuals feel ignored, excluded, or marginalized, has 
emerged as a pervasive yet understudied phenomenon affecting employee turnover intention, especially in 
the Asian context. 

Consequently, turnover intention has become ubiquitous despite rigorous research spanning centuries. 
Human Resource and organizational behavior (OB) practitioners have paid close attention to it, and it has 
been a particular focus among them[2,3]. High employee turnover led to a meaningful labor shortage, which 
reduces workplace productivity and harms an organization's bottom line[4]. Employers incur costs due to 
decreased employee commitment and investment in company-specific skills among those planning to leave, 
as well as the need for wide-ranging recruitment, selection, and training of new hires[5]. Previous findings by 
Menon et al.[2] reported it would take 42 days to recruit and train, which would cost 6 to 9 months of an 
employee’s salary. Reina et al.[6] reported that economic losses associated with turnover can range from 90 % 
to 200 % of the annual wage due to recruitment, selection, and training expenses.  

The education industry is among the top five in the U.S. for employee turnover. Kusy and Driscoll[7] 
found that about 30 percent of educators left their jobs within five years, and 84 percent would leave 
voluntarily. Malaysia’s education system reflects a similar situation, with a turnover rate of 29.2 percent in 
the education sector recorded in 2020[8]. The turnover rate for public HEIs was 11 %, while the turnover rate 
in private HEIs was over 26 %[9] In line with this, Badiozaman[10] found that the turnover rate in private HEIs 
was double in public HEIs.  

Kuo and Wu[11] opined that employees in collectivistic cultures are more sensitive to negative 
interpersonal cues and more likely to be shunned at work than those in individualistic cultures, where 
cultural contexts may influence workplace exclusion. Nevertheless, Ahmad and Kalem[12] found that 
individualistic employees are more likely to experience workplace ostracism. These mixed findings in the 
literature prompt further investigations in a collectivist culture. Moreover, understanding the impact of 
workplace ostracism on turnover intention in a collectivistic culture is highly intriguing.  Malaysia is one of 
the prime countries in the South Asian region with a strong collectivist culture and moderate power 
distance[14]. Hofstede Insight[14] suggested that Malaysia is generally a collectivist society, where the group is 
considered the most important unit and manifested in a long-term commitment to the "member" group, be it 
family or relationship. Given these considerations, this study seeks to address a critical, yet overlooked 
question: Does workplace ostracism influence early-career academicians’ turnover intention in their 
academic institutions? By focusing on the turnover intention, this study contributes to the understanding of 
how personal experiences shape the attitude and behaviour of the early career academicians. Therefore, the 
core objective of this paper is to examine the direct relationship between workplace ostracism towards 
turnover intention in the education sector.  

2. Literature review  
Workplace ostracism is possibly one factor that might affect employees’ psychological functioning, 

diminish organisational commitment and contribute to withdrawal-related outcomes. The term workplace 
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ostracism has been conceptualised by William et al.[15] as the act of ignoring or excluding an individual or 
groups by an individual or group. Prior research in the service sector has consistently reported that workplace 
ostracism is a major reason for employee voluntary turnover[16]. It is pervasive across cultures, age groups, 
and species[17]. A study conducted by Reilly et al.[18] found that 70% of 1,300 surveyed employees would 
experience ostracism. Similarly, findings by Fox and Stallworth[19] in their five-year follow-up study 
revealed that 66% of the respondents were socially ignored by their coworkers. Preliminary work conducted 
by Norzanah et al.[20] with seven early-career faculty members from various HEIs in Malaysia has revealed 
the existence of ostracism in their workplace. The findings also revealed a sequential pattern of being unable 
to voice opinions, being rejected by seniors, or being ignored by colleagues, which may have led to the 
intention to leave the institutions.  

Several employees feel isolated at work, which limits opportunities for broad social interaction and 
significantly impedes the satisfaction of basic needs. Frequent ostracism limits positive interactions with 
other people. It considerably and deeply influences their physical and mental well-being[21]. O'Reilly & 
Robinson[18] opined that ostracism is the least deviant form of behaviour, along with bullying, aggression, 
and harassment. In the education sector, the work environment is commonly characterised by high 
demands[1], given heavy teaching loads, administrative tasks, and the need to disseminate research under 
tight deadlines[22]. The lack of interpersonal relationships among staff can lead to many conflicts that escalate 
into workplace ostracism[23]. For instance, heavy concentration on grading the assessments, lecturing, and 
meeting the research publication target may lead to disregarding the colleague, and ultimately lead to 
workplace ostracism. Such behaviour may trigger isolation and harm the collaborative ethos among 
colleagues which is central to academic success. Fatima et al.[24] revealed that a form of ostracising 
behaviour in academia includes biased treatment from colleagues, where they had good and cooperative 
behaviour with some of their favoured colleagues, and vice versa besides having a lack of emotional and 
social needs for their colleagues. 

Drawing on Conservation of Resources (COR) theory[25], this study understands individuals as 
inherently motivated to acquire, maintain, and protect resources they value. COR theory posits that 
individuals strive to accrue resources to bolster their survival, including the establishment and maintenance 
of social bonds. Resources are deployed to manage stressful challenges and strategically conserved for future 
exigencies. As Hobfoll et al.[26] elaborate, resources encompass valued physical objects, conditions, personal 
characteristics, and energies, extending to social support mechanisms such as supervisors, colleagues, 
spouses, and clients[27,28]. 

Central to COR theory is the proposition that stress arises when individuals perceive a threat of, or 
experience actual loss of, resources, or when resource investment fails to yield anticipated gains[25]. Such 
resource depletion, particularly in stressful work environments, can precipitate withdrawal behaviors. In the 
context of workplace ostracism, an employee experiencing a diminished a sense of belonging due to social 
exclusion may experience a substantial drain on their emotional resources. As articulated by Hobfoll et al.[26], 
this resource depletion can manifest as a loss of self-esteem, a reduced sense of group belonging, and a 
deprivation of social connection, potentially leading to further resource erosion. 

The dynamics of personal resource caravans can be effectively understood through the lens of 
Conservation of Resources (COR) theory as proposed by Hobfoll[25]. When individuals face personal losses, 
they often experience a decline in job satisfaction, which may force them to leave their organization in 
search of relief from stress and a restoration of work engagement. This relationship illustrates how the 
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depletion of personal resources can adversely affect overall well-being, potentially leading to frustration, 
distress, and energy depletion. 

Although COR theory predicts that workplace ostracism would reduce positive organisational attitudes, 
early-career academicians may experience competing pressures. Even when ostracized, they may attempt to 
conserve resources such as job security, professional standing, and long-term career prospects, resulting in a 
weaker relationship between ostracism and turnover intention. 

3. Methods  
Research by Howard et al.[29] indicates that any form of workplace mistreatment, including ostracism, 

significantly increases professionals' intentions to leave their organizations. This finding aligns with existing 
literature, which consistently shows that employees who experience ostracism are more likely to consider 
exiting their current roles[30-33]. Moreover, when employees face isolation due to ostracism, they often 
respond with withdrawal behaviors. According to COR theory, substantial resource depletion leads 
employees to isolate themselves from peers to prevent further loss. Consequently, they may intend to quit to 
preserve their remaining resources[34].  

The detrimental impact of resource damage triggers stress[35] further exacerbating turnover intentions. 
Employees are particularly inclined to leave when they perceive a failure in securing their social 
relationships[36]. These insights are corroborated by Bilal et al.[37] who found that the psychological 
ramifications of ostracism adversely affect faculty performance and contribute to workplace deviance and 
withdrawal behaviors. 

Individuals who endure ostracism from colleagues are likely to detach emotionally from the 
organization, leading to cognitive withdrawal. For ostracized employees, transitioning to a new organization 
can be an effective way to alleviate stress[38,39]. Thus, the intention to leave becomes a cognitive mechanism 
that diminishes the perceived value of their current job, prompting them to seek alternative opportunities 
where they can better utilize their remaining resources. Hence, it is postulated that workplace ostracism has a 
significant positive relationship with employee turnover intention. 

Since this study employed a positivist and deductive approach, a quantitative research strategy was 
adopted to generalize the findings to the targeted population as generalisation is one of the main features of 
quantitative research[40]. This study is designed to investigate the cause-and-effect interactions that influence 
employee turnover intention (TI) based on the theoretical framework developed. 

Non-probability sampling was utilized in this study. Due to the inaccessibility of the ECAs database, the 
researchers opted for quota sampling as the sampling frame was deemed unattainable. Memon et al.[41] 
stressed that effective probability sampling necessitates a complete sampling frame, for such a frame is 
fundamentally important to the process. Clarification requires a complete list of all target population 
members[42,43]. The inability to reach the ECA target population led researchers to use quota sampling. The 
universities in the Klang Valley were divided into three categories: large, medium, and small. A higher quota 
was assigned to a bigger-scale university. The number of programs offered in the university determines the 
scale of the university.  

In this study, the questionnaire was distributed via liaison officers to selected ECAs at 20 full-fledged 
private universities in the Klang Valley. Prior to commencing data collection, each university’s liaison 
officer was briefed in detail regarding the inclusion criteria for targeted respondents. The sampling criteria 
required that eligible participants be academicians at the early stage of their academic careers (within 5 years 
of appointment) and employed full-time at a private educational institution registered with the Ministry of 
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Higher Education (MOHE). Full-time employees typically spend more time at work and interact with 
colleagues more frequently, exposing them to both positive and negative social dynamics. This increased 
level of interaction can make the effects of ostracism more pronounced and easier to observe in comparison 
to part-time employees who may have limited exposure. Senior lecturers, associate professors, and 
professors were excluded from this study. 

To begin data collection, the authors contacted university human resources managers and university 
liaison officer and invited them to participate in the study. The cover letter outlined the study's purpose and 
questionnaire instructions and stated that participation was voluntary. Researchers distributed a higher 
proportion of questionnaires to large universities, followed by medium and small universities, to ensure 
adequate representation from all participating universities. The number of programs and faculty members 
found on the respective universities' websites determined the university's size.  

Quota sampling was employed to ensure the sample adequately reflected variation in university size, an 
important contextual factor influencing the representation of ECAs. The 20 participating private universities 
were classified into three categories based on institutional size: large (Category A), medium (Category B), 
and small (Category C). Specifically, 5 universities were classified as large, 10 as medium and 5 as small. 

University size was operationalised as the total number of academic programs they offered, including 
undergraduate, postgraduate, and professional degrees. The criterion was selected because it serves practical 
proxy for university scale and academic diversity, which are relevant for capturing the representation of 
ECAs work environments. Information on program numbers was obtained from each university’s official 
website by reviewing faculty directories and the program listings. Based on this data, Category A universities 
offered between 80-100 academic programs, Category B universities offered between 60 and 79 academic 
programs, and Category C universities offered fewer than 60 academic programs. Restricting the sample to 
private institutions ensured consistency in social context and enhanced the comparability of the participating 
universities.  

Additionally, only early-career academicians (within their first five years of appointment), holding the 
rank of lecturer or equivalent, and employed full-time, were included in the study. Senior lecturers, associate 
professors, and professors were excluded. The university liaison officers were responsible for identifying 
eligible participants in accordance with these departmental and university-size quotas, ensuring adherence to 
the inclusion criteria and proportional representation across all sampled universities and departments. 

A total of 400 questionnaires were distributed to early-career academicians across 20 private 
universities in the Klang Valley, with 200 allocated to large universities, 150 to medium universities, and 50 
to small universities. The distribution was coordinated by the respective university liaison officers, who 
either emailed the electronic survey link to eligible participants or distributed printed questionnaires during 
departmental meetings, depending on the institution’s preference and logistical considerations. The liaison 
officers were instructed to send follow-up reminders one and two weeks after the initial distribution to 
encourage participation. In total, 220 questionnaires were returned.  

After screening for outliers, inconsistencies, and abnormal values, 45 responses were deemed invalid 
and excluded, resulting in 175 valid questionnaires and an effective response rate of 43.8%. This response 
rate is considered acceptable, as previous studies have reported rates as low as 10%[43] and response rates 
among the professional population are often below 40%[44]. One plausible explanation for the moderate 
response rate is that employees’ demanding work schedules may limit their availability to participate in 
survey research[44]. The final sample of 175 valid responses exceeded the minimum required sample size of 
140 for 14 survey items[49] and was therefore deemed sufficient for subsequent data analysis. 
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Turnover Intention. Respondents were asked to rate the five-item scale used by Mobley et al.[45] to 
assess turnover intentions. Example responses include "I will quit this company if the given condition gets 
even a little worse than now," and "I am seriously considering leaving my current job to work at another 
company."  This study used Mobley et al.'s[45] 5-item scale, which was based on their initial 3-item scale 
measuring the participant's self-reported intention to leave the job and another 2-item scale from their 
modified version, expressing turnover intention. Cronbach's coefficient alpha was 0.9. 

Workplace Ostracism. Items on workplace ostracism were adapted from previous research by Ferris et 
al.[31]. Items were evaluated on a scale based on 5-likert scale (1 = strongly disagree, 5 = strongly agree). 
Examples of queries include "I perceive my office mate ignored me at work" and "I perceive my greetings 
have gone unanswered at work". Cronbach’s coefficient alpha was 0.918. 

IBM SPSS Statistics (Version 29.0) was used to perform descriptive analysis. Meanwhile, PLS-SEM 
was performed for further inferential analysis. PLS-SEM's primary aim is to develop theories or to predict 
and explain the relationships in a study. Whereas CB-SEM is primarily used to confirm or reject 
theories[46,47]. Harman’s single-factor test was performed in this investigation to overcome CMV. To ensure 
the outcomes are not influenced by common method variance, it is recommended that the variance explained 
by a single factor less than 50%[48]. This study revealed that the factor 23.31% of the covariance, suggesting 
that CMV was not a significant concern and unlikely to affect the results of this investigation. 

4. Results  
Table 1 demonstrates the demographic profile of the respondents. Female respondents make up 64.0% 

of the sample, while male respondents account for 36.0%. The respondents' age distribution shows that most 
are in the 25-34 age group, followed by the 35-44 and 45-54 age groups, with the smallest group being those 
over 55 years old. Approximately 98.3% of respondents have completed at least a master’s degree, indicating 
a very high literacy in the sample. Most respondents hold academic positions, with varying work experience 
in academia; the majority have worked for 49 to 60 months. 

Table 1. Demographic profile of respondents. 

Profile Frequency 
(N=175) 

Percentage 
(%) Cumulative (%) 

Gender    

Female 112 64.0 64.0 

Male 63 36.0 100.0 

Age Group    

25-34 92 52.6 52.6 

34-44 66 37.7 90.3 

45-54 12 6.9 97.1 

Above 55 5 2.9 100.0 

Educational Level    

Bachelor's degree 3 1.7 1.7 

Master's degree 119 68.0 69.7 

PHD/DBA 53 30.3 100.0 

Tenure in the Current Organization    

Less than one year 44 25.1 25.1 
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Profile Frequency 
(N=175) 

Percentage 
(%) Cumulative (%) 

1-2 year 40 22.9 48.0 

2-3 years 20 11.4 59.4 

3-4 years 21 12.0 71.4 

4-5 years 50 28.6 100.0 

Table 1. (Continued) 

Table 2 shows the turnover intention items with mean scores. The findings indicate that a significant 
minority of academicians are seriously considering leaving their current jobs, actively looking for new 
opportunities, and expressing a high likelihood of leaving within the next 6 months. This implies 
dissatisfaction or discontent with their current workplace. The score of 3.22 suggests that responses vary, 
with some academicians feeling more compelled to quit than others. However, the average score indicates a 
somewhat neutral position suggesting others may be more satisfied and engaged in their current roles. 

Table 2. Mean score of turnover intention. 

Code Items Mean 

TI1 I will quit this company if the given condition gets even a little worse than now 3.76 

TI2 I am seriously considering leaving my current job to work at another company 3.25 

TI3 I will probably look for a new job in the next year. 3.47 

TI4 Within the next 6 months, I would rate the likelihood of leaving my present job as high. 3.22 

TI5 I sometimes feel compelled to quit my job in my current workplace 3.28 

Table 3 presents the mean scores for workplace ostracism items. According to the table, the average 
scores for items related to workplace ostracism range from 4.45 to 4.60, indicating a relatively high level of 
perceived ostracism among early-career academicians (ECAs) working in Private Higher Education 
Institutions (PHEIs). These findings suggest that a significant proportion of ECA perceive being ignored, 
avoided, and excluded by their office mates or colleagues. Furthermore, they report feeling left out, ignored, 
and excluded from group activities. 

Table 3. Mean score of workplace ostracism. 

Code Items Mean 

WO1 I perceive my office mate ignored me at work 4.45 

WO2 I notice my office mate left the area when I entered. 4.56 

WO3 I perceive my greetings have gone unanswered at work. 4.58 

WO4 I perceive my office mate avoided me at work 4.57 

WO5 I notice my office mate would not look at me at work. 4.57 

WO6 I notice my office mate ignored my opinions in discussions. 4.51 

WO7 I notice my office mate at work treated me as if I were not there. 4.60 

WO8 I notice my office mate did not want to include me in the group 4.54 

WO9 While in a group, I notice that I am not one of them 4.48 

Table 4 demonstrates the convergent validity evidence, presenting factor loadings, Cronbach's alpha (α), 
composite reliability (CR) and average variance extracted (AVE). These values were computed using the 
PLS-SEM algorithm. The outer loadings for all measurement items exceeded the recommended threshold of 
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0.708, indicating adequate indicator reliability[47]. Cronbach’s alpha values exceeded the minimum 
acceptable level of 0.50[50], while AVE values were above 0.50[51], and composite reliability values exceeded 
0.7[47]. Collectively, these results confirm that the measurement model satisfies the established criteria for 
convergent validity instrument. 

Table 4. Convergent validity. 

Construct Outer loadings Cronbach’ alpha Composite reliability AVE 

Turnover Intention  0.916 0.929 0.891 

TI 1 0.740    

TI 2 0.867    

TI 3 0.890    

TI 4 0.892    

TI 5 0.921    

Workplace Ostracism     

WO1 0.797 0.951 0.957 0.628 

WO2 0.741    

WO3 0.804    

WO4 0.758    

WO5 0.778    

WO6 0.769    

WO7 0.756    

WO8 0.807    

WO9 0.849    

The purpose of the structural model assessment is to look at how the variables relate to one another. The 
bootstrapping process is used in this regard. Table 5 presents the path coefficients and p-value, indicating 
direct relationship between turnover intention and workplace ostracism. A threshold t-value greater than the 
critical value of 1.645 (≥ 1.645) at a 0.05 level of significance was one of the requirements for significance. 
Additionally, this study also reveals the predictive accuracy of the proposed model. The coefficient of 
determination, or R2, is calculated for this purpose. R2 is defined by[49], as the independent variable's 
predictive power to the dependent variable. This study found that the model predictive power for turnover 
intention is 10.4%. In other words, it demonstrates 10.4% of predictive accuracy in the structured model.  

Table 5. Structural model. 

Direct effect Confidence level Std. Beta (β) t value p-value Decision 

WO  TI [-0.258,0.06] -0.137 1.505 0.066 Not supported 

This study followed Cohen’s (1998) guidelines to assess effect size (f²), where effect size of 0.02, 0.15, 
and 0.35 indicates small, medium, and large effects, respectively. The effect size (f²) for the relationship 
between workplace ostracism and turnover intention is 0.012, which falls below the threshold for a small 
effect. This result indicates that workplace ostracism explains only a limited proportion of the variance in 



Environment and Social Psychology | doi: 10.59429/esp.v11i2.4451 

9 

turnover intention. Predictive relevance of the structural model was further assessed using blindfolding 
procedures to obtain the (Q²) value. According to[49], a model demonstrates predictive relevance when the Q² 
value exceeds 0. The Q² value for turnover intention (Q² = 0.003), indicates the presence of predictive 
relevance. However, the magnitude of this value is minimal, suggesting that although workplace ostracism 
contributes marginally to explaining turnover intention within the sample, its predictive capability for 
turnover intention in out-of-sample contexts is limited. Small effect size is not uncommon in behavioural and 
organisational research, particularly when complex phenomena such as turnover intention are influenced by 
multiple contextual and individual factors. 

5. Discussion 
The results showed that workplace ostracism did not have a statistically significant direct effect on 

turnover intention among early-career academicians (p = 0.066); therefore, H1 was not supported. These 
findings suggest that workplace ostracism may not directly translate into turnover intention in this context , 
but may instead be shaped by cultural, organisational and job-related factors. One possible explanation 
relates to cultural values.  Malaysia is characterized with a strong collectivist culture and a moderate power 
distance[13]. Individuals with a strong sense of collectivism value their organisational ties and interpersonal 
relationships and may therefore tolerate workplace ostracism, even when they feel excluded[52]. Prior 
research suggests that such employees are more likely to endure workplace ostracism, as maintaining group 
cohesion and ethical obligations to the organisation is often prioritised over individual dissatisfaction[52].  

Consistent with this view, studies conducted in collectivist contexts have shown that employees may 
respond to ostracism by remaining silent rather than considering exit. For example, De Clercq et al.[13], Bilal 
et al.[37] reported that faculty members in hierarchical and collectivist cultures refrain from voicing concerns 
or leaving their organisation after experiencing exclusion, as respect for authority and organisational 
structure is deeply ingrained. Similarly, Ozkan et al.[53] found no significant relationship between coworkers’ 
ostracism and turnover intention in the Turkish healthcare setting, suggesting that peer exclusion does not 
necessarily prompt immediate withdrawal behaviour.  

Furthermore, prior studies indicate that ostracism or mistreatment by a supervisor may have stronger 
implication to turnover intention than exclusion from co-workers[53,54]. According to[53], exclusion or neglect 
by co-workers does not necessarily prompt employees to consider leaving their jobs. Individuals may 
overlook such behaviours or fail to interpret them as a deliberate act of  ostracism. However, this tolerance 
tends to diminish when exclusion is accompanied by abusive supervision. Ozkan et al.[53] further 
demonstrated that while employees may endure mistreatment from colleagues, experiences of mistreatment 
by supervisors are more likely to trigger turnover intentions. Consistent with this distinction, Cheng[54]  
suggested that individuals respond differently to exclusion depending on its source, with supervisor-related 
ostracism having a more pronounced impact on withdrawal-related outcomes than peer ostracism. 

In addition, the evolving nature of academic work may further explain the non-significant finding. 
Advances in digital technology have reduced academicians’ dependence on face-to-face interactions with 
colleagues and supervisors. Technology-enabled communication and task autonomy allow academicians to 
perform their duties independently, thereby limiting the social impact of ostracism[55,56].   

Within Malaysian private higher education institutions, academicians typically devote a substantial 
portion of their time to teaching, supervision and student-related activities rather than peer interaction. 
Research by Razalli et al.[57] indicates that academicians spend a significant number of weekly hours on 
student supervision and instructional duties. As a result, limited interaction with colleagues may reduce the 
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salience of workplace ostracism, thereby weakening its influence on turnover intention. Given the nature of 
the academicians’ work in Malaysia, contextual and occupational factors provide plausible explanations for 
the absence of a statistically significant direct relationship between workplace ostracism and turnover 
intention among early-career academicians. 

6. Conclusion 
This study found that workplace ostracism did not have a statistically significant direct relationship with 

turnover intention among early-career academicians. This non-significant finding suggests that the 
relationship between workplace ostracism and turnover intention may be more complex than a simple direct 
association. Future research could explore this study found that workplace ostracism did not have a 
statistically significant direct relationship with turnover intention among early-career academicians. This 
non-significant finding suggests that the relationship between workplace ostracism and turnover intention 
may be more complex than a simple direct association. Future research could explore potential mediating or 
moderating variables, such as psychological resilience, organisational support, job embeddedness, or career 
adaptability, which may help explain under what conditions. Workplace ostracism influences turnover 
intention. In addition, the use of a cross-sectional and quantitative research design may have limited the 
ability to capture the experiences of ostracised employees. Future studies could adopt qualitative approaches, 
such as in-depth interviews or focus groups, to explore how early-career academicians interpret and cope 
with workplace ostracism, and how these experiences shape their career-related decisions over time. 
Longitudinal designs may also be valuable in examining the delayed or cumulative effects of workplace 
ostracism on turnover intention. 
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