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Abstract

Workplace health psychology is supported and upheld by psychologists,
management scientists, sociologists and clinical psychology. Workplace lone-
liness has become a hot research topic in western occupational health psy-
chology. The research about the spread of employee workplace loneliness in
China is lagging behind. As a common negative emotion in workplace,
workplace loneliness can bring in a series of negative effects on employees and
individuals. At present in China, the transformation of the society and the
rapid development of the economy have brought many problems to the
workplace. To some extent, these problems will lead to the spreading of the
common feeling of loneliness in the workplace. Therefore, it is necessary to
study the crisis of workplace loneliness of our employees. At present, the
study of loneliness in the workplace is still in its preliminary stage. The main
purpose of this paper is to review the main subject of the study of loneliness in
the workplace abroad, and to introduce its concepts, dimensions, measure-
ment methods and related research into the country, and provide reference
for Chinese scholars to study the rising crisis, that is, the sense of loneliness in
the workplace.
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1. Introduction

According to previous studies of occupational health psychology, negative emo-
tions in the workplace will bring a series of negative effects on employees and
individuals. The sense of loneliness in the workplace is a common negative emo-
tion in a workplace, and its negative emotions cannot be ignored. Especially,
presently in China, we are in the stage of rapid industrialization and urbaniza-
tion. The great changes in society and rapid economic development have

brought up many questions to the workplace (Weiss, 1973). These problems will
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be in varying degrees. It leads to the spread of the sense of loneliness in the
workplace. Firstly, the change in the method of working has made a lot of work
possible to be done more independently, for example, For example, the division
of labor between scientific and technological researchers is becoming more and
more clear, and the opportunity for collaboration is declining gradually; a lot of
independent and small consulting services or research and development design
institutions have led many professional technicians and professionals work in-
dependently. Less and less work is done in a team or a collective way (Yengin
Sarpkaya, 2014; Luo et al., 2012; Sayg et al., 2015). More and more employees
have become isolated labor units, and it is difficult to have conditions or time to
establish good interpersonal relationships in their work (Wright, 2007). The ob-
jective fact of this independent working system makes it difficult for many em-
ployees to feel the essence of being a part of a team or organization, and in a
long period of isolation, it may induce their sense of loneliness in the workplace.
Secondly, the presence of too many migrant workers in China at present, has led
towards a gradual development of poor treatment towards them.

Human beings, as social animals, have social needs of social interaction and
that of maintaining close relationships. If this need is not satisfied, the individual
can easily experience the feeling of loneliness (Weiss, 1973). Loneliness is a ba-
sic/primitive experience of human beings. Few people can avoid this kind of ex-
perience in their life, especially with the advent of the age of information, the
psychological distance between people is increasing, and the problem of loneli-
ness is becoming more common (Wright, 2005a). Based on the universality of
loneliness, a large number of scholars have made an empirical study of loneliness
from the perspective of clinical psychology, and have achieved fruitful results (&
amp; nsal, 2014; Luo et al., 2012; Saygal, 2015). However, previous researches on
loneliness mainly focused on personality factors, such as personality characteris-
tics, and ignored environmental factors, especially the influence of working en-
vironment. Wright (2005a) pointed out that there are a variety of complex in-
terpersonal relationships in the workplace, and it is easy to develop a sense of
loneliness if the employees are unable to handle these relationships on a basic
social level. Lam and Lau (2012) also point out that in the workplace, because of
the popularity of network technology and the emergence of virtual teams, most
employees pass information through the network media, the opportunities for
face-to-face communication are reduced, and the fierce workplace competition
makes the sincere contacts between the members of the organization difficult to
maintain, and the effects of loneliness at workplace are highlighted (Lam & Lau,
2012). Against this background, the concept of workplace loneliness has at-
tracted the attention of scholars both at home and abroad. Loneliness in the
workplace is an extension of the sense of loneliness in the field of organizational
management (Tabancali, 2016). It will have an important impact on the working
attitude, behavior and physical and mental health of the members of the organi-
zation. In terms of work attitude and behavioral performance, loneliness led to a

decline in the performance of individual roles and a decrease in role behavior
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(Lam &amp; Lau, 2012), and even the tendency to induce turnover (Ertosun &
amp; Erdil, 2012). In terms of physical and mental health, loneliness makes the
individual’s body and mind in subpar health condition, increasing the risk of
physical health and the risk of anxiety and depression (Cacioppo et al., 2010).
Based on the previous content, this paper reviews and summarizes the concept,
structure and measurement of loneliness in the workplace, discusses its antecedent
and consequence variables, and puts forward the integration model of loneliness in
the workplace, and puts forward the prospect of the future research direction.

2. Concept of Job Workplace Loneliness

2.1. Concept of General Loneliness

Generally speaking, there are two views on the concept of general loneliness.
Based on the theory of social needs (Weiss, 1973), we emphasize the emotional
components of human need for intimacy and loneliness. For example, Weiss
(1973) thinks loneliness is a kind of unpleasant and painful psychological feeling
caused by the lack of intimacy and needs. Another view is based on social cogni-
tion theory, emphasizing individual’s perception and evaluation of interpersonal
relationship. For example, Peplau and Perlman (1982) regard loneliness as the
perception and evaluation of individual’s interpersonal relationship to reality in
terms of quality and quantity. For everyone, there is an expectation level of so-
cial interaction in their minds, and it is easy to experience loneliness when the
individual’s real social interaction skill level is lower than that. Generally speak-
ing, although there are certain differences in the above two views, they have their
own unique application value: the first one is more suitable for the research in
the field of clinical psychology, while the second view is applicable to the study

of the loneliness of the general social masses (Peplau Perlman, 1982).

2.2. Concept of Loneliness in the Workplace

Compared with the general sense of loneliness, the concept of workplace loneli-
ness has not yet been unified. A group of scholars believe that the sense of lone-
liness in the workplace is in essence consistent with the general sense of loneli-
ness and the definition of the general loneliness is transferred directly to the
workplace (Ayazlar & Giizel, 2014); Ertosun & amp; Erdil, 2012; Lam & amp;
Lau, 2012; Ozcelik & Barsade, 2011). Another group of scholars, based on the
situational features of the workplace, re defined the sense of loneliness in the
workplace (Pinar, 2014; Silman & amp; Dogan, 2013; Wright, 2005b; Yilmaz,
2011). For example, Wright (2005b) points out that there is a sense of loneliness
in the workplace when there are differences in interpersonal relationships and
interpersonal relationships that individuals expect in the workplace, and the lack

of ability of the individuals to make up for this difference.

2.3. Compare the General Loneliness and Workplace Loneliness

There are differences and similarities between general loneliness and workplace
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loneliness.

The difference between these two is that the general sense of loneliness in-
volves a wider range of relationships, including a variety of interpersonal rela-
tionships in daily life, but focusing on the relationship between the individual
and friends and relatives; the sense of loneliness in the workplace is based on the
working situation, is a psychological feeling or state, not a psychological trait,
and is easily affected by the influence of the working situation (Wright, 2009).
The change is focused on the relationship between the members of the organiza-
tion (the leader and the followers), and the interpersonal relationship in the
work is special. The working relationship is essentially a kind of economic inter-
est based relation regulated by the formal rules and regulations. The space of in-
dividual free choice is relatively small and the deeper connection is loose or ab-
sent.

The similarities between the two: 1) The original reason is a kind of psycho-
logical perception triggered by the defect of interpersonal relationship; 2) In
terms of characteristics, they all have subjective characteristics rather than objec-
tive characteristics in social activities (Yengin Sarpkaya, 2014); 3) The property
valence is negative. It is often described as unpleasant, painful, sad, annoying
and disgusting, etc.

Based on the above analysis, the sense of loneliness in the workplace is a kind
of negative psychological feeling caused by the interpersonal relationship (social
relationship and one on one relationship) in the workplace that cannot satisfy
individual expectations in quantity or quality, and the individual lacks the ability

to make up for this difference.

2.4. The Different Concept between Workplace Loneliness and
Other Loneliness
2.4.1. Solitude (Alone)
Being alone is the objective state of a single person without or minimalistic inte-
raction with the outside world. It can be regarded as an individual’s choice or
ability (Huang Yunzhen, Lin Shuhui, 2009). It should be emphasized that soli-
tude is not necessarily accompanied by negative emotional experience. On the
contrary, individuals who are alone may enjoy this process (Dussault & Frenette.
2014). The sense of loneliness in the workplace is a subjective psychological
feeling, not an individual’s active choice, and a series of negative emotional ex-
periences (such as pain and unhappiness). When an individual has to spend a
long time alone non-voluntarily a sense of loneliness may develop (Long &amp;
Averill, 2003).

2.4.2. Workplace Isolation

Isolation in the workplace is a kind of cold violence in the workplace. It means
that although individuals have the subjective intention to become members of
the group, they are still crowded out of the organizational support network

(Smith & Calasanti, 2005). Workplace isolation is an objective phenomenon in
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an organization’s social environment. It has passive features, and workplace lo-
neliness emphasizes a subjective feeling of employees in the organization, both
of which can cause great psychological stress and mental harm to individuals.
Individuals are more difficult to change this kind of objective situation (Marshall
et al., 2010). In general, scholars regard workplace isolation as an antecedent va-

riable of workplace loneliness.

2.4.3. Work Alienation

The sense of work alienation means that the work situation cannot meet the
needs of the employees. The disparity in the mental state of employees and work
caused by disagreement (Banai et al., 2004). From the definition, it can be seen
that the commonality of work alienation and workplace loneliness is that they
are both subjective experiences and accompanied by negative emotions. The dif-
ference is: First, on the object, the sense of work alienation is reflected Employees’
perception of the relationship between themselves and the work, while the lone-
liness side of the workplace Represent employees’ perceptions of their relation-
ship with members of other organizations. second, In terms of content, the sense
of alienation of work is more extensive, including sense of powerlessness, No
sense of sense, no sense of norms, sense of self-esteem and social isolation, and

work Loneliness in a place only focuses on interpersonal issues in the workplace.

3. The Structural Dimension of Loneliness in the Workplace

The more popular views in the academic field about the structural dimension of
loneliness are Russell’s single dimension theory and Weiss’s two element struc-

ture theory.

3.1. Single Dimension

Russell (1980) thinks loneliness is a single dimension emotional response, which
is caused by the difference between the expectation and the actual level of social
interaction (Russell et al., 1978). He believed that the core sense of loneliness is
essentially the same. Lonely people feel and experience loneliness in the same
way. Weiss (1987), on the other hand, puts forward a two structure on the basis
of the above views, and further divides the loneliness into emotional loneliness
and social loneliness (Russell et al., 1980; Russell, 1996). Emotional loneliness
refers to the loneliness caused by the failure to meet the needs of the individual,
and the social loneliness means that the individual is not satisfied with the needs
of its social integration (Ozcelik & Barsade, 2011; Lam & Lau, 2012).

Among them, the workplace loneliness scale compiled by Wright (2005b) is
more mature and widely used. Some researchers modified the off-the-shelf
UCLA Loneliness Scale (Russell, 1980) to measure workplace independence by
using “work in progress” as a precursor to each project (Cubitt & Burt, 2002;
Dussault & Thibodeau, 1997). Other researchers use direct questioning to meas-
ure loneliness in the organization (Bell, Roloff, Camp & Karol, 1991; Reinking &
Bell, 1991).
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3.2. Two Dimension

The workplace sense of loneliness measured by this method is one-dimensional
and it is overall loneliness. In one study, Ozcelik conducted a measurement of
loneliness in the workplace based on the adapted UCLA Loneliness Scale, and
the results obtained were consistent with the results of group assessments (Ozce-
lik, 2011). Although group assessment is an objective method, it measures the
sense of loneliness in the workplace as a single dimension and does not accu-
rately reflect the content and structure of loneliness in the workplace. Among
them, the workplace loneliness scale compiled by Wright (2005a) is more mature
and widely used. Some researchers modified the off-the-shelf UCLA Loneliness
Scale (Russell, 1980) to measure workplace independence by using “work in
progress” as a precursor to each project (Cubitt & Burt, 2002; Dussault & Thi-
bodeau, 1997). Other researchers use direct questioning to measure loneliness in
the organization (Bell, Roloff, Camp & Karol, 1991; Reinking & Bell, 1991).

These questionnaires based on the single-dimension theory do not consider
the individual’s loneliness in any circumstances, and cannot distinguish the
source of loneliness. The measurement method based on the dual structure
theory is widely recognized, among which Wright’s workplace loneliness ques-
tionnaire is the most famous. Based on literature analysis and theoretical analy-
sis, Wright (2005b) borrowed UCLA Loneliness Scale, State-Special Loneliness
Scale, Emotional Loneliness, and Social Loneliness Scale to compile a mul-
ti-dimensional workplace loneliness scale including emotions. Deprivation of 7
topics and lack of 7 memberships in the organization (Wright et al., 2006). The
alpha coefficient of the actual report total table is .94, and the test-retest reliabil-
ity of the total table is .80. The weight of the emotional deprivation subscale and
organizational membership subscale is deducted. The degree of confidence was
all .83, and the cumulative variance contribution rate was 61.81%. Wright re-
vised this scale in 2006 and called the Loneliness at Work Scale. It has a good re-
liability and validity and is widely used.

In the context of our country’s culture, Mao Zhonglin (2013), referring to the
results of previous studies, adopted in-depth interviews and open questionnaires
to compile the workplace loneliness scale. The scale includes five problems of
existential loneliness and five problems of interpersonal loneliness. The alpha
coefficient of the actually reported total table is .88, and the alpha coefficient of
the subscale is above 0.85. The scale has good content validity and structural va-
lidity. Due to the rarity of empirical studies on loneliness in the workplace, this

scale has not been fully validated.

4. Methods to Measure Job Search Clarity

There are mainly two types of measures in the West,: group assessment methods
and questionnaire surveys. The workplace loneliness measured by this method is
a single dimension and a general sense of loneliness. In one study, Hakan-Ozcelik

(2011) measured the workplace loneliness based on the revised UCLA loneliness
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scale, and the results were consistent with the results of group assessment. Al-
though group assessment is an objective method, the sense of loneliness in the
workplace is a single dimension, which cannot accurately reflect the content and
structure of the sense of loneliness in the workplace. Therefore, more scholars
tend to develop a suitable scale as a measuring tool. Among them, the Wright
(2005a) workplace loneliness scale is relatively mature and widely used. Some
researchers modified the ready-made UCLA Loneliness Scale (Russell, 1980) to
measure workplace loneliness (Cubitt &amp; Burt, 2002; Dussault &amp; Thi-
bodeau, 1997) by using “work” as the leader of each project. Other researchers
used direct questioning to measure loneliness in the organization (Bell, Roloff,
Camp & Karol, 1991; Reinking &amp; Bell, 1991).

These questionnaires based on the single dimension do not consider the indi-
vidual’s loneliness under any circumstances, and can’t distinguish the source of
loneliness. The measurement method based on the two element structure theory
has been generally recognized. The Wright workplace Loneliness Questionnaire
is the most famous. Wright (2005b) based on the literature analysis and theoret-
ical analysis, using the UCLA loneliness scale, state trait loneliness scale, emo-
tional loneliness and social loneliness scale, the multi-dimensional workplace
loneliness scale was compiled, including 9 topics of emotional deprivation, 7
missing titles of organization members, and the total amount of measured re-
ports. The coefficient of alpha was 94, the retest reliability of the total scale
was .80, and the retest reliability of the emotional deprivation scale and the or-
ganization members’ identity missing subscale was 83, and the cumulative va-
riance contribution rate was 61.81%. Wright revised this scale in 2006. It is called
LAWS at (Loneliness Scale). It has good reliability and validity and is widely used.

Under the cultural background of China, Mao Lin (2013) referred to the re-
sults of previous studies, and adopted in-depth interviews and open question-
naire surveys to compile the workplace loneliness scale. The scale includes 5
topics of sexual loneliness and 5 topics of interpersonal loneliness. The alpha
coefficient of the total amount of measured reports is.88, and the alpha coeffi-
cient of the subscale is above .85. The scale has good content validity and con-
struct validity. Due to the rare empirical research on workplace loneliness in

China, this scale has not yet been fully verified.

5. Influencing Factors of Workplace Loneliness

In the workplace, a series of factors such as personality, social intelligence, work
values, working hours, work load, organizational climate, organizational support
and human organization matching will not only affect the loneliness of the fol-
lowers, but also affect the loneliness of the leaders, that is, the common antece-
dents of the two. However, because leaders and followers are different in rank,
they also have unique influence factors. Therefore, this paper first explores the
common antecedents of loneliness and the loneliness of the followers from three

aspects of individual characteristics, work characteristics and organizational
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characteristics, and then sort out the unique antecedents of the two.

5.1. Individual Characteristics

5.1.1. Personality

Personality, as a relatively stable individual characteristic, plays an important
role in the formation of workplace loneliness. The influence of extraversion and
emotional stability, shyness, social avoidance and competitive attitude on lone-
liness in the workplace has been confirmed by researchers in the five personality
(Mao Zhonglin, 2013; Wright, 2005a). In particular, extraversion and emotional
stability have a significant negative correlation with workplace loneliness, and
the more extroverted and emotionally stable employees, the more able to estab-
lish good interpersonal relationships with others. Shyness reflects the shortcom-
ings of employees’ social skills. Social avoidance can reflect employees’ low social
intercourse. They can positively predict workplace loneliness. An individual with
a strong sense of competition is eager to win and surpass others, and it is diffi-
cult to trust and form a close relationship with others. Therefore, the competi-
tive mentality is positively related to the sense of loneliness in the workplace.

5.1.2. Social Intelligence

Social intelligence (Social Intelligence) is an important indicator of whether in-
dividuals can handle good interpersonal relationships, and loneliness is caused
by the defects of interpersonal relationships, and they have a certain relation-
ship. Silman and Dogan (2013) study found that the higher the social intelli-
gence scores, the less the sense of loneliness experienced by the employees; the
three dimensions of social intelligence, the social information processing (social
information processing), the social skills (social skills) and the social awareness
(social awareness), to predict the loneliness of the workplace. In terms of emo-
tional deprivation dimension, social skills and social awareness negatively pre-

dict the social dimension of workplace loneliness.

5.1.3. Working Values

Work value is the value orientation that individuals show in their professional
life, and it is also the individual’s expectation to get satisfying needs from work
(Yilmaz, 2011). Yilmaz (2011) was investigated using the SVI (Schwartz Values
Inventory) value scale. The results showed that employees scored higher on the
four dimensions of self transcendence, self improvement, traditionalism and the
degree of openness to change, the less the sense of loneliness in the workplace,
and when employees had similar values with other organization members. They
tend to engage in more communication and interaction. On the contrary, when
values are different, employees can not establish and maintain high quality rela-

tionships with their members.

5.2. Working Characteristics

In the workplace, job characteristics have a certain impact on loneliness. Bell et

al. (1991) found that working hours can effectively predict the loneliness of
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members. The longer working hours, the easier employees are to ignore inter-
personal relationships, and the more likely they are to experience loneliness.
This relationship is regulated by team cohesion (work-group cohesion), that is,
when the team cohesion is high, the relationship between job length and loneli-
ness is not significant; and when the cohesiveness of the team is low, there is a
strong positive correlation. Besides, there is a significant positive correlation
between work load and workplace loneliness, too much work load, fatigue, bur-
nout, and lack of time and energy to deal with problems in interpersonal rela-
tionships, and then experience loneliness (Wright, 2005b).

5.3. Organizational Characteristics

5.3.1. The Atmosphere of the Organization

Organizational climate is an employee’s perception of the quality of the internal
environment of an organization, and plays an important role in the formation
and development of interpersonal relationship in work (Wright, 2005a). The
empirical investigation found that the atmosphere of solidarity (community Spi-
rit) has a significant negative correlation with the workplace loneliness, and the
climate of fear has a significant positive correlation with the workplace loneli-
ness. When organizational climate emphasizes rewards and penalties and per-
sonal interests, while ignoring team cooperation and mutual trust, it is difficult
to form a friendship in the workplace (Wright, 2005b). Mao Zhonglin’s (2013)
study further indicated that warm support, job autonomy, reward orientation
and management efficiency have significant negative explanatory power on
workplace loneliness, and warm support is the intermediary variable between
personality variables and workplace loneliness.

The study of Erdil and Ertosun (2011) also found that interpersonal atmos-
phere is an important antecedent variable of the sense of loneliness at the orga-
nizational level, the more the interpersonal atmosphere in the organization sup-
ports positive interpersonal relationships, the less the sense of loneliness in the

workplace is experienced by the employees.

5.3.2. Organization Support

The lack of organizational support is an important inducement of the sense of
loneliness in the workplace. The lack of support staff can only rely on themselves
to solve problems in their work, less experience of other people’s care and help,
and it is difficult to form intimate relationships and ownership.

Sense. Empirical research shows that superior support and peer support sig-
nificantly negatively predict workplace loneliness (Wright, 2005a). Stoica et al.
(2014) further pointed out that leaders’ timely feedback and recognition on their
followers’ work is an important way to reduce their loneliness. In addition, a
study focused on the loneliness of leaders found that colleagues supported a
stronger sense of loneliness than the support of superior support and followers
(Greene, 2016). The equality of their positions made the leaders more inclined to

adopt self-exposure strategies in the process of interacting with their colleagues
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so that they were under pressure. Support was obtained to reduce workplace lo-
neliness (Lindorff, 2001).

6. Influencing Results of Workplace Loneliness

Workplace loneliness hinders effective communication and interaction among
members, and causes a series of negative effects on themselves, teams and or-
ganizations. This paper discusses the consequences of workplace loneliness from

four aspects: work attitude, work behavior, mental health and physical health.

6.1. Working Attitude

6.1.1. Job Satisfaction and Happiness

The influence of employees’ job satisfaction and happiness on workplace loneli-
ness. The empirical study showed that workplace loneliness was negatively re-
lated to job satisfaction (Wright, 2005a), and had a negative correlation with job
happiness (Erdil & Ertosun, 2011). Job satisfaction and happiness are a positive
emotional response to the job, and the sense of loneliness in the workplace is a
negative emotional experience, which is avoided by the members of the organi-
zation and is not welcomed by the members of the organization (Ozcelik & Bar-
sade, 2018). If the employee’s interpersonal relationship in the workplace is de-
fective in quantity or quality and does not reach the expected expectations, the
employee’s positive emotional response to work will be reduced, which leads to a
decline in job satisfaction and happiness (Lam & Lau, 2012). However, a survey
of loneliness of migrant workers in China shows that lonely workers are more
satisfied with their job satisfaction (Chan & Qiu, 2011), which indicates that
there may be a regulatory variable between loneliness and job satisfaction in the

workplace.

6.1.2. Organizational Commitment and Turnover Intention

If the organization is unable to meet the staff, as for the needs of intimacy and
social relationships, employees’ organizational commitment will be reduced,
which leads to an increase in the possibility of leaving the present organization
to find more satisfactory interpersonal relationships. Wright (2005a) found that
workplace loneliness was negatively correlated with organizational commitment
and positively related to turnover intention. Ertosun and Erdil (2012) use
Wright’s LAWS scale to investigate the impact of loneliness in the workplace on
organizational commitment and turnover intention. It is found that emotional
deprivation and social loss are positively related to turnover intention. Both can
positively predict turnover intention; emotional deprivation and social lack are
negatively related to emotional commitment and social lack. Loss can negatively
predict affective commitment, and affective commitment is a mediator between
social loss and turnover intention. Ayazlar and Guzel (2014) also found that
workplace loneliness negatively predicted organizational commitment. Com-
pared with emotional deprivation, social lack has a stronger explanatory power

to organizational commitment. However, Chan and Qiu (2011) research shows
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that loneliness and organizational commitment are significant for Chinese mi-

grant workers.

6.2. Work Behavior

6.2.1. Job Performance
Ozcelik and Barsade (2011) explained the relationship between loneliness and
job performance in the workplace through two mechanisms.

From the point of attention and cognitive mechanism, employees because of
the loneliness in the workplace, afraid of being found out, want to get rid of the
negative emotions of self-adjusting efforts will take up a lot of cognitive re-
sources, and led to a decline in performance, namely the workplace loneliness
play a vital role in reducing the task performance by increasing the employee’s
stress surface.

From the point of relationship mechanism, when employees feel more distant
and other members of the organization and due to the lack of contact, the indi-
vidual will lack the sense of belonging to an organization, reduce their emotional
commitment to the organization, resulting in a decline in performance, namely
the workplace loneliness by reducing the emotional commitment to reduce task
performance of employees.

In addition, the study also found that the relationship between individual
performance in a team and an overall team performance is also influenced by the
workplace loneliness, often experience the loneliness of employee relations in the
workplace performance and team performance is low.

This shows that the loneliness in the workplace is not only a personal problem
for employees, but also a problem of team and organization. The loneliness of
the members of the organization can easily affect others.

The members, who in turn, hinder the effectiveness of the team and the or-

ganization.

6.2.2. Organizational Citizenship Behavior

Lam and Lau (2012) point out that workplace loneliness is negatively correlated
with organizational citizenship behavior. Based on social exchange theory, an
individual hopes to establish a stable trustworthy relationship with others in or-
der to achieve a long-term reciprocity. If the organization meets the needs of in-
timate relationships and social contacts, employees will not only do their job
well, but also pay extra efforts to achieve organizational goals (Lam & Lau,
2012). For lonely employees, employees are unwilling to undertake social ex-
change with organizations because of their negative cognition towards them-
selves and lack of trust in others.

Risk and reduce altruistic behavior in the organization.

6.2.3. Leader Member Exchange (LMX) and Organizational Member
Exchange (OMX)

The LMX theory holds that leaders will establish varying degrees of exchange

relationship in the process of interaction with their followers (Graen Uhl-Bien
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&amp; 1995). In low quality LMX, there is only economic exchange between
leaders and followers; in high quality LMX, there is emotional exchange between
the two, which shows that the leaders have more respect, trust, love and respon-
sibility for the followers, and the followers will be rewarded with excellent job
performance and frequent organizational citizenship behavior (Christie & Geis,
1973). The study of Lam and Lau (2012) showed that the sense of loneliness in
the workplace was negatively correlated with LMX, and LMX played a mediating
role in the negative relationship between loneliness and organizational citizen-
ship behavior in the workplace. On the one hand, the followers with higher lone-
liness have a negative evaluation of others, are reluctant to communicate with
the leaders and are afraid of the risk of social exchange (Peng, Chen, Xia, & Ran,
2017); on the other hand, because of their negative and negative evaluation of
themselves, they believe that they lack the power of the leaders’ requirements
and are reluctant to accept the angle of the leaders’ distribution. Color tasks, so it
is difficult to establish high quality (Lindorft, 2001).

LMX, and refuse to make extra efforts for leaders, so as to reduce organiza-
tional citizenship behavior. Besides exchanging social relations with leaders, fol-
lowers can also exchange with organizations (Oge, Cetin, & Top, 2018). Since
the organization is more distant than a specific individual, the higher solitude
followers believe that there is a higher risk of social exchange and a low quality
OMX. In this case, the followers feel less organizational support and resource
allocation, and are less likely to complete. A good job. Therefore, workplace lo-
neliness is negatively correlated with OMX, while OMX is negatively correlated

with workplace loneliness and role performance (Lam &amp; Lau, 2012).

6.3. Mental Health

Loneliness is a painful psychological experience, which can lead to a series of
mental health problems. For example, the sense of loneliness in the workplace
significantly increased the job stress of the employees, and the employees who
did not experience loneliness were more effective in dealing with stress events
(Wright, 2005b). From an evolutionary point of view, loneliness is not only an
unpleasant experience, but also the insecurity of the surrounding environment,
which leads to unpleasant feelings such as anxiety, fear and low self-esteem (Ca-
cioppo et al., 2014). There are also studies that show that loneliness and depres-
sion are inseparable. Lonely individuals often form negative perceptions of
themselves (Rokach, 2012), often feeling sad, dissatisfied and helpless, and are
more pessimistic in looking at things (Mushtaq et al., 2014). Loneliness has great
damage to the individual’s cognitive ability, which reduces the memory and
reaction speed of the person, and can also lead to personality disorders such as

marginal personality disorder and schizophrenia (Mushtaq et al., 2014).

6.4. Physical Health

Loneliness is not only a psychological problem, but also a physiological problem.
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Due to the universality of loneliness, the physical damage of the employees due
to loneliness cannot be ignored. A large number of studies have shown that lo-
neliness endangers the health of people, resulting in poor sleep quality, fatigue
(Robinson Marentette, 2014) and elevated blood pressure (Hawkley et al., 2010).
The long and serious loneliness has not been alleviated and the immune system,
cardio cerebral blood tube and other diseases are caused, and suicide and cancer
are increased. The probability (Mushtaq et al., 2014). A tracking survey shows
that loneliness can effectively predict life expectancy, and the life expectancy of
people experiencing less loneliness is significantly higher than that of people
who often experience loneliness (Stessman et al., 2014). The results of a me-
ta-analysis also showed that the negative impact of loneliness on life expectancy
was no less than known risk factors, such as smoking and air pollution
(Holt-Lunstad et al., 2015).

7. Conclusion and Prospect

7.1. Conclusion

Many practitioners engaged in human resources work are very interested in the
sense of loneliness in the workplace. They are accustomed to using “workplace
autism” to define this kind of negative sentiment spreading in the workplace. In
short, the reality of the workplace and the actual needs of management all re-
quire that our academic community must give more attention and study to the
sense of loneliness in the workplace. The study of loneliness in the workplace in
foreign countries is also in the rising stage. Its research results are still not ab-
undant and do not form a complete theoretical system.

Firstly, in the study of loneliness in the workplace, there are not many em-
pirical studies on workplace loneliness from the perspective of organizational
climate. Although many scholars believe that the organizational climate is an
important factor influencing loneliness in the workplace, only a few scholars
have examined in detail the relationship between organizational climate and
workplace loneliness. Moreover, the dimensionality of the organizational climate
has been very rough. From the perspective of Lewin’s group dynamics and
man-environment matching theory, the sense of loneliness in the workplace is
generated during the interaction between employees and organizations. The
generation of loneliness in the workplace is examined from the perspective of or-
ganizational climate. Matching research trends, future research should examine
the relationship between organizational dimensions and workplace loneliness.

Second, there is a lack of research on the effect of loneliness in the workplace
on outcome variables. Most studies only discuss the correlation between the two.
Only Oya Erdil and Oznur Giilen-Ertosun (2012) found that the sense of loneli-
ness in the workplace influences employee turnover tendencies (supplementary
new ones) through the mediating role of organizational commitment. In the fu-
ture research, examining the influence mechanism of loneliness in the workplace

on outcome variables should be the focus of research.
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Thirdly, there is still controversy on the separation of influence variables and
outcome variables in the sense of loneliness in the workplace. Some variables
and the sense of workplace independence may influence each other, such as job
burnout and workplace loneliness. Some studies believe that job burnout induc-
es workplace.

Loneliness, but also some scholars believe that workplace loneliness is the
cause of job burnout (Pines & Aronson, 1988). The relationship between many
variables and loneliness in the workplace may not be as simple as impacts and
impacts. The relationship between the two may be mutually influenced. In future
studies, special attention should be paid to not arbitrarily drawing on the basis of

detailed data analysis.

7.2. Research Prospects

7.2.1. Localization Measurement

The existing workplace loneliness scale is mainly the LAWS scale compiled by
Wright et al. (2006). The scale has been repeatedly verified by foreign scholars
and has a good reliability and validity. However, the culture may be used in
China’s cultural context. Adaptability issues. Mao Zhong lin (2013) proposed in
his research that because of the different cultures, the sense of loneliness in the
workplace of both East and West has both commonalities and characteristics.
Therefore, in the future, localization of loneliness in the workplace should be
studied to develop a scale suitable for loneliness in the workplace in China, and
to provide an effective measurement tool for follow-up research by Chinese

scholars.

7.2.2. Multiple Measurement Method

In addition, previous researches mostly use self-assessment of employees to
study loneliness, which has some shortcomings. For example, people usually do
not want to express their past or present lonely experiences, and many people
are ashamed to acknowledge the fact that it is a social failure (Ertosun Erdil,
2012).

The employee self-assessment is difficult to avoid the social desirability bias,
the results may not be able to reflect the psychological state of employees. But
the subjective feeling of loneliness makes it difficult for him to evaluate the true
feelings of the evaluator accurately. The study of Ozcelik and Barsade (2011)
combines two ways of self-evaluation and evaluation, which is worth learning
from. The self-assessment can reflect the difference between the actual interper-
sonal relationship and the expectation level, and reveal the quality of the inter-
personal relationship in the workplace, and he can reflect the number of inter-
personal relationships in the individual workplace. And, in addition to use

Besides measuring scale, loneliness can also be manipulated by experiment
(Snyder, 2014). Loneliness can also be performed experimentally (Snyder, 2014).
The future research can be self-evaluation and he commented on the two scales

measurement methods. For example, Figure 1 is the object of the followers to
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Figure 1. Integration model of workplace loneliness.

imitate (Li, Ye, Management, & University, 2015). The followers tend to learn
from the leaders and pay more attention to the leaders” emotions. Therefore, the
leaders’ emotions may be transmitted to the followers from top to bottom. Fu-

ture research can explore the loneliness of leaders Line transfer effect.

7.2.3. Matching Research

Match between leaders and their followers in recent years. (Leader-Follower
congruence) has gradually become a hot topic in the study of organizational be-
havior. At present, scholars mainly focus on the positive psychological matching
between leaders and followers (Zhang et al., 2012; Landry et al., 2014), and the
matching of negative psychology is still rare. In case of the sense of loneliness, it
is also possible that there is a matching effect between leaders and followers.
Similar attraction theory (similarity attraction effect) holds that in the process of
interpersonal communication, there are similar characteristics (such as demo-
graphic variables, personality, etc.) Individuals are prone to attract each other
and show more willingness to communicate and interact; on the contrary, dis-
parate individuals are prone to rejection and antipathy (Byrne, 1971). In the or-
ganization, if the followers and the leaders experience the same sense of loneli-
ness, they have a relatively consistent view of the quality of the interpersonal re-
lationship in the workplace (satisfaction or dissatisfaction). The similarity of this
attitude makes it possible for leaders and followers to attract and love each other
and bring a series of positive results, such as the improvement of the LMX
(Kacmar et al., 2009).

Mood congruency effect believes that individuals can make a tendency to
judge according to their own emotional state. Individuals in the state of positive
emotion are more likely to recall positive things and make positive judgments;
on the contrary, individuals in the state of negative emotions are more likely to
recall negative ones. Things, and make a negative judgment (Bodenhausen et al.,
1994). Loneliness, as a negative psychological state, when it is inconsistent be-

tween the leader and the followers, the party experiencing more loneliness can
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easily have a more negative evaluation of the other side and even the negative
behavior, while the side with lesser loneliness is relatively less negative and rela-
tively less negative behavior . This is not the case. It may bring some negative
consequences, such as the reduction of LMX. Therefore, future research can ex-
plore the influence mechanism of loneliness from the perspective of leader fol-

lower’s loneliness matching.

7.2.4. Multilevel Research

At present, the research on workplace loneliness is focused on individual level,
but there is a lack of research on team level and organizational level. Workplace
loneliness is not only affected by employees’ characteristics, emotion and cogni-
tion, but also by team and organizational factors. Therefore, the follow-up study
can introduce more team or organizational variables to further clarify the orga-
nizational and boundary conditions of the sense of loneliness in the workplace.
In addition, the loneliness of the members of the organization can be aggregated
to the team level to explore the effect of the loneliness atmosphere on the indi-

vidual or organizational level.

7.2.5. Short Term Fluctuation

As a psychological state, workplace loneliness is sensitive to the external envi-
ronment, and is easy to be affected by the working situation. From this dynamic
perspective, it is of great theoretical and practical significance to study the
short-term internal fluctuations of workplace loneliness. The existing research
focuses on cross section design. From the perspective of the individual, it ex-
plores the causes, consequences and mechanisms of loneliness in the workplace,
that is, why different employees experience different degrees of loneliness, but
this has largely obscured the dynamic and state characteristics of the sense of
loneliness in the workplace. In fact, the level of loneliness in individual em-
ployees varies with the working environment, and the same employee expe-
riences a different degree of loneliness at different times, the point which needs

to be stressed.
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