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Abstract

This review paper aims to learn more about the causes and effects of workplace loneliness.

The paper uses a TCM (Theory, Context, Methodology) framework based on various
studies to critically assess and analyse the existing body of research on workplace loneliness
Sfrom 2010 to 2021. It tries to do a comprehensive review of the antecedents, underlying
processes, and outcomes, which will provide future directions for further development of
the workplace loneliness construct and identify significant opportunities for researchers ro

advance the field’s theoretical and empirical development.
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Introduction

Loneliness is a universal emotion that has woven its presence
through the tapestry of human experience. The feeling of
a disconnect, even amidst a crowd, resonates within our
shared narratives. As social beings, humans inherently seck
secure and social environments to thrive. The perception of
social isolation or loneliness, as articulated by Peplau and
Perlman (1982), introduces a vulnerability that can impact
physiological functions, diminish sleep quality, and elevate
morbidity and mortality risks. Loneliness, according to these
scholars, emerges when there is a dissonance between desired
and perceived interpersonal relationships, ushering in an
emotional experience marked by a sense of unfulfillment.

Buchholz and Catton (1999) further characterize loneliness
as an aversive state stemming from a yearning for connection,
giving rise to negative sentiments such as hopelessness, sadness,
anger, and boredom. While loneliness is an undesirable
state, its counterpart—aloneness or solitude—is recognized
as a desirable condition with positive outcomes, fostering
concentration, creativity, self-regulation, self-reflection, and
identity formation.

Acknowledging the inevitability of loneliness in the human
experience, researchers like Neto and Barros (2000) emphasize
its multifaceted nature, suggesting that everyone, regardless of
gender, age, socio-economic status, race, or health, encounters
loneliness at various life stages. Weisss (1973) typology
further dissects loneliness into emotional and social categories.
Emotional loneliness emanates from a lack of close, intimate
bonds, evoking feelings of emptiness and anxiety. Social
loneliness, on the other hand, results from a dearth of social
networks and contacts within a group, leading to sensations of
boredom, aimlessness, and marginalization.

With loneliness viewed as a subjective state akin to physical
discomfort caused by a lack of social connections (Cacioppo &
Patrick, 2008), its implications extend beyond personal well-
being into the realm of workplace dynamics. The workplace,
where individuals spend a significant portion of their lives,
emerges as a complex arena where loneliness can permeate and
influence personal lives outside the professional sphere.tcomes,
the negative ones have a far reaching impact and hence the
present review focuses on it.

The evolving landscape of technology and industrialization
introduces a pertinent question: Can workplace loneliness
pose a challenge, and if so, to what extent? The shift towards
independent work methods diminishes opportunities for
collaborative processes, impacting the establishment of
interpersonal relationships within the workplace (Wright,
2007). This paper seeks to delve into the multifaceted aspects
of workplace loneliness, offering an updated review of its
constructs and outcomes relevant to both organizations and
employees.

The objective is clear: to comprehend the prevalence of
workplace loneliness, identify its root causes and far-reaching
consequences, and evaluate the efficacy of potential interventions.
By defining these parameters, we aim to provide a comprehensive
guide for understanding and addressing workplace loneliness,
shedding light on factors that influence employees’ experiences
of loneliness within their professional realms.

The paper will scrutinize the evolving nature of work, its
impact on social connections, and the resultant implications
for employee loneliness. Through this inclusive approach,
we endeavour to capture the nuances of loneliness in diverse
workplace settings, acknowledging the unique challenges and
opportunities presented by varying organizational cultures.

By synthesizing existing knowledge and insights, this
paper aims to contribute not only to the scholarly discourse
on workplace loneliness but also to the development of
practical strategies for organizations to cultivate inclusive,
supportive, and emotionally fulfilling work environments.
Studying antecedents (factors contributing to), outcomes
of workplace loneliness, and strategies to address it is crucial
for several reasons, and the implications are far-reaching for
individuals, organizations, and society as a whole. Studying
outcomes sheds light on the impact on mental health and
implementing strategies can significantly improve employee
well-being. Workplace loneliness can hinder productivity and
contribute to absenteeism. Strategies addressing loneliness can
enhance collaboration and teamwork, positively impacting
organizational performance. Identifying antecedents and
outcomes helps in implementing targeted strategies to retain
talent and reduce turnover. Addressing loneliness enhances
employee engagement, fostering a positive and inclusive
organizational culture. HR professionals can use research on
antecedents and outcomes to tailor recruitment and talent
management strategies. Implementing effective strategies
enhances the overall employee experience.

Methodology

The researchers have reviewed a number of relevant articles
for the current paper. A three-stage procedure of preparation,
execution and reporting has been carried out to do the
analysis (Tranfield et al., 2003; Siddaway, 2014). In the
preparation stage, five key concepts have been recognized
namely “loneliness”, “workplace loneliness”, “depression”,
and “feelings of sadness”. These terms have been used to
draw out pertinent papers related to the topic. Subsequently,
the following elimination criteria have been used: papers
published in non-English language, articles not printed in a
peer-reviewed journal, papers in which the terms “loneliness”,
or “workplace loneliness” have not been considered as a major
concern or just treated as a marginal subject matter. In the last
accomplishment stage, the article search was organized using
major electronic databases.

This review focuses on the concept, causes, and
consequences of workplace loneliness. In this regard, articles
on workplace loneliness published during the time frame
2010-2021 were searched from the EBSCO host Database,
Science Direct Database, JSTOR Database, SAGE Database
and ‘Google Scholar’ utilizing various ‘keywords’ like
loneliness, workplace loneliness, depression and feelings of
sadness. Relevant online published papers, working papers, all
sorts of books, theories, and reports of numerous kinds were
accessed through ‘Google Search’. Altogether, 208 journal
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articles were assessed and depending on the relevance of the
articles to the primary objective of this paper, 22 articles were
chosen for developing this paper. The rationale of choosing
these papers were that they had used various psychological
theories to explain the relationship between various variables.
Following this, we present the relevant literature using Theory,
Contexts and Methodology, TCM construct (Paul et al., 2017)
along with future directions of research.

Conceptualization of loneliness

Barrett (1998) describes loneliness as a discrete emotional
state that endures emotional distress when a person feels
estranged, and excluded by others who lack social integration
and opportunities to have emotional intimacy with others. In
their article, Dykstra & Fokkema (2007) explained loneliness
as a “social needs” approach that provides different social
prerequisite aspects to feelings of loneliness.

According to Marangoni & Ickes (1989), loneliness causes
low self-esteem, depressive symptoms, shyness, neuroticism,
low optimism, conscientiousness, and agreeableness.
Loneliness, according to the cognitive discrepancy hypothesis,
is defined as a change in social perceptions and attributions in
one’s social interaction if one views it as not fulfilling what one
desires; hence, cognition mediates the relationship between
social needs and loneliness (Peplau & Perlman, 1982). When
we look at loneliness through the lens of Freud’s psychodynamic
approach, we can see how it is explained in terms of clinical
and stigmatic features of human conduct. It’s an “abnormal”
or “deviant” state that’s completely out of the ordinary. The
theory of Sigmund Freud emphasises how intrapsychic conflict
or individual characteristics contribute to loneliness.

In a study on the “self-theory” of personality (Rogers, 1973)
the researcher found that social pressure from society demands
an individual to act in a restricted and desirable manner that
creates conflict with one’s true self and the way they represent
themselves in everyday lives. When there is a conflict between
the external persona and their inner selves, these individuals can
experience loneliness. Rogers (1973) says that recent individual
experiences and societal factors can be a reason for loneliness
among individuals. The theory of cognition (Barrett, L. F,
1998) tries to explain the understanding of loneliness from a
psychological perspective, where cognition acts as a mediator
between loneliness and social relationships. This perspective
explains that when a discrepancy between a perceived social
relationship and an expected social relationship occurs, it can
lead to loneliness, revealing some dysfunctional behaviours
in human-like, social anxiety, insecurities, fear of rejection,
and social embarrassment. Another two theories related to
psychology help to explain loneliness, whose prime motive is
to emphasize the unmet needs of human beings that give rise to
theories such as social support theory (Durkheim et al., 1952)
and social development theory (Jacobs, G., & Asokan, N.,
1999). In one of the earlier studies, Bowlby (1973) identified
that, unlike children, adults need some intimate relationship
with others, and this attachment has a more significant
influence on individual social relationships and the quality of
life they like to live. Social development theory is expressive

about the importance of social relationships among humans to
fulfil their intimacy needs.

In contrast, social support theory (Durkheim et al.,
1952) considers loneliness as a lack of individual attachment,
which leads to low self-worth, low self-esteem, and also
has a negative influence on the quality of life. Durkheim et
al. (1952), a sociologist who developed theories on social
relationships and social integration, explained from a social
perspective that loneliness could also be defined in a social
context where individuals develop such sensitivity throughout
their relationships and depend on the social environment
the individual is surrounded with. Thus, the sociological
perspective has assumed to have loneliness because of social
isolation, which affects social networking and lacks social
integration.

Conceptualizing Workplace Loneliness

Loneliness is an inevitable part of the human experience,
transcending the challenges faced by individuals in their
life journey. Extensive research characterizes loneliness as a
consequence of deficientsocial relationships, giving rise to severe
mental, emotional, and physical health implications affecting
the mind, body, and soul. Wright et al. (2006) specifically
highlight workplace loneliness stemming from uncooperative
work environments and heightened competitiveness.

The ‘need to belong’ theory emphasizes the innate human
desire for intimate associations, positing that disengagement
from such connections can have adverse effects (Baumeister
& Leary, 1995). In the workplace, employees may perceive
low social support, organizational support, self-esteem,
neuroticism, locus of control, shyness, and trust issues, leading
to unsatisfactory workplace relationships (Russell et al., 1980;
Peplau & Cutrona, 1980; Inderbitzen-Pisaruk et al., 1992;
Jones & Carpenter, 1986). These challenges manifest in
various unpleasant emotions such as grief, anxiety, boredom,
self-deprecation, and marginality (Rook, 1984).

Loneliness demonstrates positive  correlations  with
dispositional characteristics like depression, shyness, low self-
esteem, and pessimism (Anderson & Arnoult, 1985; Jones et
al., 1985; Kamath & Kanekar, 1993; Russell, 1982; Davis et
al., 1993).

Afhliation plays a pivotal role in human behaviour,
reflecting the extent of harmonious interpersonal relationships.
It is crucial for social interactions, expressed through affiliative
attitudes, such as employee affective commitment towards
their organization, and affiliative behaviours, indicating
attachment and involvement in social interactions (Freeman,
1992; Wiemann, 1977).

Mao (2006) suggests that workplace relationships
significantly contribute to employees’ psychological well-being
by facilitating the exchange of information and resources.
Conversely, insufficient workplace relationships may result in
lonely employees, impacting job performance effectiveness.

Atan individual level, loneliness leads to stress, poor quality
of life, depression, and reduced well-being. In the workplace, it
diminishes group coherency, decreases employee commitment,
performance and creativity, and increases turnover intention.
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Tab. 1. Workplace loneliness definitions

Study

Definition

Yilmaz (2011)
Erdil and Ertosun (2011)

Wright et al (2005b)
Wright et al (2006)

“Isolation and solitude stemming from the social environment”

“Workplace-specific emotion coexists with certain characteristics of the working environment such as
competitive climate, virtual teams, and alternative work arrangements”

"An unfavourable state of mind caused by a lack of good interpersonal relationships and the inability to socialize"

"A reflection of the poor quality of social interactions and interpersonal relationships”

Loneliness profoundly affects human emotions, behaviour,
attitude, and cognition, resulting in elevated emotional distress
(Cacioppo & Hawkley, 2009).

Workplace loneliness leads to emotional exhaustion,
and chronic depletion affecting employees emotional
and physical states (Wright & Cropanzano, 1998). This
exhaustion negatively impacts job performance and citizenship
behaviour while being positively related to turnover intentions
(Cropanzano et al., 2003). Lonely employees exhibit low
social skills, poor self-image, and a reluctance to take social
risks (Heinrich & Gullone, 2006; Lam & Lau, 2012), focusing
more on negative social information and perceiving more
threats than opportunities (Cacioppo & Hawkley, 2009). In
alignment with Maslow’s hierarchy of needs, social needs are
considered essential for human well-being.

Factors Influencing Workplace Loneliness

Several factors have not only an individual impact but also an
organizational and contextual too. Individuals can influence
social behaviour in work settings, depending upon the social
work-related relationship they prefer to make regarding the
quality and quantity of social contact they desire to create
relational and connectedness benefits.

Personality

Personality is a complex and multifaceted psychological
construct that encompasses enduring patterns of thoughts,
feelings, and behaviours that distinguish individuals from
one another. It reflects the characteristic ways in which an
individual interacts with the world and responds to various
situations. It plays a critical part in the manifestation of
workplace loneliness among employees. Introversion is a crucial
component associated with loneliness, according to researchers.
Other coworkers may misinterpret a behavioural pattern of
personality qualities like unfriendliness, awkwardness, non-
involvement, shyness, social avoidance, and a reduction in
interpersonal relationships at work. Introversion-oriented
behaviours impair the quality and quantity of genuine
workplace interactions, displaying weak emotional regulation,
narcissism, and low workplace agreeability. Shyness also
mirrors one of the personality traits connected with loneliness
(Cheek & Busch, 1981) which speaks about the limitations of
an employee’s social abilities. Social avoidance is predicted to
have a beneficial impact on workplace loneliness, indicating a
lack of social interaction among coworkers.

A competitive attitude in an individual can contribute
to a sense of working loneliness, when one has a strong urge

to succeed and outpace others, causing trust issues and the
building of close bonds with others.

Social Skills behaviour

Social skills refer to a set of abilities and behaviours that
facilitate effective and positive interactions with others. It
encompasses a wide range of interpersonal abilities, including
verbal and nonverbal communication, empathy, cooperation,
conflict resolution, and emotional regulation. Silman and
Dogan (2013) say that social skills, social awareness, and
social information processes all play a major role in predicting
loneliness. Another study, Buhrmester (1988), confirmed this
by concluding that persons with low social skills experience
loneliness as a result of a less rewarding relationship.

To understand the relationship between loneliness and
social skills at the workplace, one needs to recognize the
organizational climate they impart to employees (Rochford
& Boyatzis, 2016). A strong favourable climate can foster
a meaningful social relationship that is likely to precede
fulfilment in their relationship. A toxic relational climate
can have unsatisfying social relationships that may lead to
loneliness depending upon how an individual considers the
situation. An adverse relational climate can exaggerate the
quality and quantity of actual relationships an individual
is having, thus leading to the inability to have a meaningful
relationship with others. A person with high social intelligence
(Silman & Dogan, 2013) tends to have less loneliness at work;
thus, the climate condition in which an individual is working
affects the actual social relationships of a person.

Job Characteristics

Job characteristics refer to the various attributes and features
that define a specific employment position. These characteristics
collectively shape the nature of the work and influence the
experiences and outcomes of individuals occupying that job.
Job characteristics encompass a variety of factors, including
the tasks performed, the work environment, and the broader
organizational context. It can have a few effects on loneliness
in the workplace. Bell et al. (1991) predicted that working
hours can reveal the loneliness felc by the employee; the
longer the working hours, the less interpersonal relationship-
building among coworkers, leading to a sense of loneliness
among employees. Here, workgroup cohesion comes up to
play its role; if team cohesion is low, then working hours and
loneliness play a significant role. Too much fatigue, workload,
burnout, and lack of time and liveliness can form interpersonal
relationship problems and cause loneliness (Wright, 2005b).
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Organizational Climate

Organizational climate refers to the prevailing atmosphere, mood,
or psychological environment within an organization. It reflects
the collective perceptions, attitudes, and feelings of individuals
within the workplace and influences their behaviour, motivation,
and overall job satisfaction. Employees consider the working
environment as a place that develops a sense of attachment and
connection with their organisation, therefore the atmosphere of
an organisation plays a vital role in building and developing high-
quality interpersonal connections at work. In the workplace,
high-quality relationships such as trust, compassion, reciprocal
care, and positive esteem have a favourable impact on the real
relationship quality (Carmeli et al., 2009)

An organization that emphasizes culture such as
individualism, competitiveness, and personal success can affect
an employee’s thoughts and is often regarded as having inferior
workplace relationships. Since a culture of cooperation and
relatedness brings a healthier relationship among co-workers,
a healthy climate should be developed in the organization so
that every individual takes an interest in others and spends
their time and energy in building a healthier relationship as
compared to performance climate (Gardner et al., 2005). A
work environment that has positive interpersonal relationships
depicts less loneliness in the workplace.

Tab. 2. Reviewed papers on workplace loneliness (2010-2021)

Perceived Organisational Support

Perceived Organizational Support (POS) is a concept in
organizational psychology that refers to employees’ subjective
perceptions of the extent to which their organization values their
contributions and cares about their well-being. It reflects the
belief that the organization is committed to meeting employees
needs, supporting their professional development, and fostering
a positive work environment. Lack of organizational support can
bring a sense of loneliness at work, and employees will have less
confidence in resolving work problems. They feel less concerned
about other’s help and encounter complications in forming an
intimate relationship with their co-workers. Wright (2005a)
shows a shred of empirical evidence on superior support and peer
support that negatively affects workplace loneliness. If leaders
provide timely cognition and feedback to their followers at their
work subsequently, loneliness can be reduced. Superiors play an
essential role in persuading the well-being of employees. When
a superior tries to reduce the employee’s workload through their
coordination and boosts employee effort, it prevents depression,
emotional exhaustion, and tension. This two-way communication
and support increase the morale, trust, and attachment to their
organization. Therefore, support is considered bringing reduce
workplace loneliness (Lindorff, 2001).

S. No. Author Theory

Context Methodology

Diverse sectors and different-sized
companies (Turkey)

1 Erdil and Ertosum (2011) Cognitive Theory

2 Chan and Qiu (2011) NA

3 Lam ez al. (2012) Social Exchange Theory

4 Silman and Dogan (2013) Social Exchange Theory

5 Ayazlar and Guzel (2014) NA

6 Chen et al., (2016) Similarity-attraction theory

Migrant workers (China)

Academicians (China)

Academicians (Turkey)

5-star hotel (Turkey)

Leader-follower of 10 companies (China)

Subordinates and leaders of private

-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Correlations; and Factor
analysis tools

-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics correlation method
-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Confirmatory factor
analysis; Hierarchical regression tools
-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Multiple regression
-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Regression analysis
-Quantitative (Cross-sectional)

-Survey method

—Descriptive statistics; intercorrelations;
Regression tools

-Quantitative (Cross-sectional)

-Survey method

7 Peng et al (2017) Feeling-as-information theory companies (China) -Descriptive statistics; Confirmatory factor
analysis; Hierarchical linear modelling tools
Academicians -Quantitative (Cross-sectional)
8 Akcit & Barutcu (2017) NA -Survey method
(Turkey) . . .
-Descriptive statistics; Regression
-Quantitative study (Cross-sectional)
9 Ghadi (2017) Social exch th Academicians from public and private -Survey
adt oclal exchange theory universities (Jordan) -Descriptive statistics; Correlation; Structural
equation modelling
-Quantitative (Time-lagged)
. . . -Survey method
10 Ogzcelik et al (2018) AE;(I theory of social Emp l(')ye:s am(iéhse)l r supervisors of two -Correlation Analysis, Hierarchical Linear
exchange organizations (1. Modelling, Multilevel Structural Equation
Modelling
-Quantitative (Cross-sectional)
11 Oge etal (2018) NA Employees Air Traffic Controller (Turkey) -Survey method

-CFA and SEM
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S. No. Author Theory

Context

Methodology

12 Anand and Mishra (2019) NA

13 Amarat et al. (2019) NA

Leaders and members Private firm

(China)

14 Chen et al. (2019) Social capital theory

15 Zumaeta (2019) NA

Sekhon and
16 Srivastava (2019) NA

Nurses and Employees of BPO’s (India)

Health and wellness (Turkey)

C-suite executives (Chile, South America)

Theoretical

-Quantitative study (Cross-sectional)
-Survey method

-Descriptive statistics; correlations; multiple
regression analysis

-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Correlation analysis;
PROCESS Hayes

-Quantitative (Time-lagged)

-Survey method

-Convenience sampling

Correlation; CFA and linear regression
-Qualitative

-Semi-structured, in-depth- interview

-Qualitative

-Exploratory qualitative method
-Interview method

17 Kuna (2019) NA Executives (Israel) Sampling technique: Convenience Snowball and
Grounded approach
-Quantitative (Cross-sectional)

18 Arslan and Schermer, (2020)  Affective event theory Health sector (Turkey) —Surve;f n.lethod. L .
-Descriptive statistics; inter-scale correlation; and
structural equation modelling

19 Firoz et al. (2020) NA Theoretical -Qualitative

20 Lim et al. (2020) NA Theoretical -Qualitative
-Quantitative (cross-sectional)

. . -Survey method

21 Mohapatra et al. (2020) NA Middle -level-managers (Delhi-NCR) “Descriptive statistics; Correlation and Regression
analysis

22 Silard and NA Practitioner -Theoretical

Wright (2020)

23 Guo (2020) Social exchange theory

24 Jung ez al. (2021) Social exchange theory

25 Barreto et al. (2021) NA

26 Anand and Mishra (2021) Leader-Member exchange .
theory (India)

27 Kotera et al. (2021) NA

Note: NA = Not Available

Socio-environmental factors

Socio-environmental factors refer to the social and
environmental elements that collectively shape and influence
the behaviour, experiences, and well-being of individuals and
communities. These factors are multifaceted and can include
aspects of the physical environment, societal structures, cultural
norms, economic conditions, and interpersonal relationships.
The usage of digital platforms for communication in this 21+
century is incredibly conventional when discussing public
interest. However, several empirical pieces of evidence speak
about the negative impact the digital world can have on
human mental health (Moody, 2001). How humans use
their opportunities on digital technology for communication

Employees of enterprises of south China

Employees from a deluxe hotel in Seoul
(South Korea)

Radio 4 and BBC World Service.

Medical Workers (Japan)

-Quantitative (Cross-sectional)

-Survey method

-Descriptive statistics; Correlation; Structural
equation modelling, bootstrap test
-Quantitative method (cross-sectional)
-Survey method

-Descriptive statistics; Correlation; Structural
equation modelling.

-Quantitative (Quasi-experimental)

An online survey was conducted by BBC ~ -Survey method

-Descriptive statistics; unstandardized mean and
intercorrelations analysis.

-Quantitative (cross-sectional)

Private hospitals and multinational BPOs  -Survey method

-Descriptive statistics; bivariate correlation;
bootstrapping technique; hierarchical regression.

-Quantitative (cross-sectional)
-Survey method
Descriptive statistics; T-test; multiple regression

disguises its role as a barrier or facilitator for social interaction.
For instance, if social media acts as an enabler for offline
relations, helping to communicate and plan new friends,
it can reduce the experience of loneliness. On another dark
side, social media can cut the social skills of human beings
by substituting offline interaction with online interaction,
thus increasing the risk of loneliness (Primack et al., 2017).
Nowadays, digital technology plays a vital role in every mode
of communication, so one can explore the factors and have
a deeper understanding of how and why the relationship
between technology and loneliness can lead to unhealthy
relations within people, groups, or society or in the workplace.
Hence, it has a negative impact on employee well-being, which
is influenced by factors corresponding to a social climate like
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excessive internet usage and lack of affiliation at work due to

lower approachability of staff.

Consequences of Workplace Loneliness

Due to workplace loneliness, a variety of negative consequences
stifle communication and contact among employees and
businesses. Several empirical research has found a negative
relationship between job happiness and workplace loneliness
(Erdil & Ertosun, 2011), as well as a negative relationship
between job satisfaction and workplace loneliness (Wright,
2005a). Employee emotional responses are likely to deteriorate
if the quality and quantity of interpersonal relationships do not
meet the expected level due to workplace loneliness (Lam & Lau,
2012). Employees’ organisational commitment is influenced by
their desire for intimacy and social ties; researchers discovered
that workplace loneliness is adversely associated to organisational
commitment and favourably related to turnover intention
(Wright, 2005a). Ertosun & Erdil (2012) used Wright's LAWS
scale to discover that emotional deprivation and social loss had
a positive relationship with turnover intention and negatively
related to organizational commitment.

Ozcelik and Barsade (2011) used a relationship mechanism
to explain the relationship between loneliness and job
performance; if an employee disturbs others due to lack of
contacts, it disturbs the sense of belongness of an individual,
resulting in a reduction in task performance of the employee.
The review also found that workplace loneliness can influence
both individual performance and team performance, hindering
the effectiveness of both team and organization. Grounded in
social exchange theory, Lam and Lau (2012) explained that
workplace loneliness could harm organizational citizenship

behaviour (OCB) also. Workplace loneliness can affect the five
dimensions of Organizational Citizenship Behavior (OCB),
namely altruism, courtesy, civic virtue, conscientiousness, and
sportsmanship (Organ,1988). If the organization cannot meet
their intimacy and social relationship, then job performance
will be low, and the organization will not achieve goals.
Leader-Member Exchange (LMX) theory turns into play when
we talk about the exchange of relationships or information
among employees of an organization. It is a process of
interaction between leader and followers with varying degrees
of relationships exchanged (Graen & Uhl-Bien, 1995). High
LMX will show trust, respect, love, and responsibility towards
followers and improve job performance and OCB. Lam and
Lau (2012) studied that loneliness at the workplace is negatively
correlated to OCB, and LMX plays a mediating role between
loneliness and OCB at the workplace. Followers with solitude
display inferior quality of Organisational member exchange
(OMX), which is negatively correlated with loneliness and job
performance. Studies have also found a positive correlation
between workplace loneliness and work-family conflict
moderated by psychological capital. This in turn impacts the life
satisfaction in an adverse manner (Firoz & Chaudhary, 2022).

Implications for Practioners

The review provides a comprehensive list of loneliness
experienced at the workplace to practioners. This also gives
reference to the academicians and scholars to understand
literature on workplace loneliness that has been published in
last ten years. The following paragraphs discusses the initiatives
organizations should take to deal with or reduce loneliness at
workplace.

Fig. 1. Antecedents and consequences studied concerning Workplace Loneliness

® Organizational Climate
® QOrganizational support

Socio-environment

¢ Digital communication
e Workplace

Antecedents Consequences
esonal sty * Poor Work Satisfaction
e Personality * Low _ Organizational
e Social Intelligence Commitment
L] - -
®  Work Values Low. Job-related
happiness
Job characteristics ® Turnover Intention
L]
e Working Hours Workplace , : Poor Job Pel;formanci)
® Workload Loneliness Low  Leader-Member
Exchange
Organizational features * Poor Organizational

Citizenship Behavior
*  Work-alienation
* Low Creativity.
* Emotional Exhaustion
* Poor Life Satisfaction
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Social Connection Initiatives

Introduce Team-Building Activities: The organizations can
facilitate regular team-building activities, both in-person and
virtually to strengthen social bonds among team members.

Mentorship Programs: Organizations can also establish
mentorship programs to connect experienced employees with
newer ones, fostering professional relationships and providing
support.

Communication and Feedback:

Encourage Open Communication: The organizations can
promote open communication channels to ensure that
employees feel comfortable expressing their concerns and
sharing experiences.

Regular Feedback Sessions: The workplace can have
provision for regular feedback sessions to address employee
concerns and provide a platform where the employees can
voice their opinions and suggestions

Flexible Work Arrangements

Remote Work Options: The organizations can offer flexible
work arrangements, including remote work options, to
accommodate different preferences and work styles.

Flexible Hours: The organizations can allow employees to
set flexible work hours, enabling them to better balance work
and personal commitments.

Training and Awareness Programs

Loneliness Awareness Training: The organizations should
provide training programs to increase awareness of workplace
loneliness, its impact, and strategies for fostering a more
inclusive environment.

Emotional Intelligence Training: The organizations should
also offer training on emotional intelligence to help employees
understand and manage their emotions, promoting empathy
and connection.

Inclusive Policies

Diversity and Inclusion Initiatives: Diversity and inclusion
initiatives should be initiated and implemented to create a
workplace culture that values and celebrates differences.

Equal Opportunities: Equal opportunities for career
advancement and professional development should be created
and given regardless of background or demographic factors.

Employee Assistance Programs (EAPs)

Mental Health Support Services: Employee Assistance
Programs should be enhanced and executed to provide mental
health support services to employees, including counseling and
resources for managing stress and loneliness.

Physical Workspace Design
Collaborative Spaces: Physical workspaces should be designed

to facilitate and encourage collaboration and spontaneous
interactions, fostering a sense of community amongst co-
workers.

Wellness Areas: Designated wellness areas should be created
where employees can take breaks and engage in activities that
promote mental and physical well-being.

Policy Changes
Flexible Leave Policies

Mental Health Days: Organizations can implement policies
that explicitly recognize and support mental health days,
allowing employees to take time off when needed without
stigma or penalty.

Personal Leave Flexibility: Employees should be provided
flexibility in personal leave policies to accommodate various
personal circumstances contributing to loneliness.

Anti-Bullying and Harassment Policies

Clear Reporting Procedures: Employees should be protected
from bullying and harassment, by strengthening policies that
addresses bullying and harassment, ensuring clear reporting
procedures and swift, confidential resolution processes.

Educational Programs: Organizations should conduct
educational programs from time to time on respectful
communication and behavior to prevent workplace bullying
and harassment.

Promotion of Work-Life Balance

Clear Boundaries: Healthy work -life balance should be promoted
by establishing and communicating clear expectations regarding
work hours and off-hours communication to the employees.

Encourage Breaks: Employees should be encouraged to
take breaks and vacations to prevent burnout and enhance
overall well-being.

Recognition and Rewards

Recognition Programs: Employee recognition programs should
be implemented to acknowledge and celebrate individual and
team achievements fostering a positive and supportive work
environment.

Inclusive Recognition: Organizations can ensure that
recognition programs are inclusive and considerate of diverse
contributions and accomplishments.

Continuous Feedback and Improvement

Regular Policy Reviews: Organizations should regularly review
and update policies to address emerging issues and also ensure
that they align with the evolving needs of the workforce.
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Feedback Mechanisms: Organizations should establish
mechanisms for employees to provide feedback on existing
policies and suggest improvements.

Support for Career Development

Professional Development Opportunities: There should
be provision of equal access for professional development
opportunities, training, and mentorship programs to support
career growth for all employees.

Clear Promotion Criteria: Promotion criteria should be
clearly communicated to employees to ensure transparency
and equal opportunities for advancement.

Conclusion and Future Directions of Research

While loneliness has been linked to various psychological
consequences like anxiety, depression, and mental disorders
(Igbokwe et al., 2020), studies specifically examining
loneliness within the workplace are scarce (Anand & Mishra,
2021; Wright & Silard, 2020). This study supplements existing
research by emphasizing the significance of workplace loneliness
and its potential adverse effects when not adequately addressed
by organizations. Additionally, it also offers suggestions for
prospective research directions in this area.

In summary, this exhaustive review spanning 2010-2020
has intricately examined workplace loneliness, uncovering
the multifaceted interplay of personal and organizational
factors. From personality traits to organizational climate,
the antecedents of loneliness have been dissected, providing
a holistic understanding of this phenomenon within
organizational contexts. Simultaneously, the consequences
of workplace loneliness, ranging from diminished work
satisfaction to heightened turnover intentions, underscore
the far-reaching impact on individuals and organizations
alike. This comprehensive review not only contributes to the
evolving discourse on workplace loneliness but also provides
a foundation for targeted interventions. By acknowledging
the unique challenges posed by loneliness in the workplace,
organizations can foster a culture of open communication and
support. The potential implications of this review extend to the
development of interventions aimed at mitigating the negative
outcomes associated with workplace loneliness. Strategies that
prioritize social connections, enhance organizational support,
and address the complexities surrounding the discussion of
loneliness in the workplace can contribute to the creation of
healthier, more inclusive work environments.

Future research should undertake empirical studies with
longitudinal designs to deepen our understanding of workplace
loneliness of employees in various time intervals. There is a
need to clarify related constructs like alone, solitude, isolation,
alienation, and ostracism. Exploring the nature, scope,
and dimensions of these constructs can distinguish general
loneliness from workplace loneliness. Beyond individual
factors, future studies should focus on organizational attributes
like psychological safety, integrity, and trust. Investigating

the link between Big Five Personality traits and workplace
loneliness can provide valuable insights. Additionally, exploring
the influence of different leadership styles on individual and
group experiences of loneliness will contribute to effective
leadership strategies in organizations.
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