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Abstract

The consequences of both workplace ostracism and workplace loneliness may include
negative impacts on employee performance, yet few studies have focused on the interactions
between these three constructs. In this context, both current and future studies may make
prospective contributions. The goals of this paper are to investigate the associations between
these variables and to determine whether workplace loneliness has any moderating effect on
the possible association between workplace ostracism and job performance. A quantitative
study was designed, and 349 employees in different sectors were included in the research.
Findings indicated that workplace ostracism was positively associated with workplace
loneliness, while it was negatively associated with job performance. A negative association
between workplace loneliness and job performance was also estimated. Neither workplace
loneliness as a whole nor social companionship had any moderating effects on the workplace
ostracism—job performance association. On the other hand, emotional deprivation was found
to have a moderating effect on this relationship. The findings prove that in combination,
emotional loneliness and ostracism cause greater damage to employee psychology and,
therefore, more greatly reduce job performance.

Implications for the Central European audience: The study demonstrates that among the
aspects of workplace loneliness, the emotional component is more critical to employee
psychology and, therefore, job performance. Determining the factors that cause emotional
loneliness in the workplace and taking precautions against them seem to be significant to the
achievement of organisational goals.
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Introduction

A great number of factors affect the behaviours of individuals in organisational environments
as social structures. The primary purposes of organisational behaviour, organisational
psychology and behavioural sciences are to determine the factors underlying individual
behaviours, to consolidate the behaviours that contribute to the production process and to
improve work and social life as much as possible. Numerous studies have been conducted
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in the field to these ends. Many studies have touched on positive organisational outcomes —
such as job performance, job satisfaction, organisational citizenship behaviour,
organisational identification and organisational trust — and emphasised on the criticality of
such outcomes in the workplace. Besides these, however, it is also possible to observe
undesirable behaviours in organisations. The dark side of organisational life is also a crucial
issue to consider for the purposes of the field. Investigating undesired, anti-production or non-
work behaviours and identifying the factors that affect those behaviours are critical to
preventing potential issues in organisational environments. Stress, burnout, organisational
sabotage, gossip, envy and unfavourable conflict are just a few of them. The other two
behaviours forming the dark side of organisational life, and having been recently mentioned
in the field, are workplace ostracism and workplace loneliness.

Workplace ostracism is defined as one individual or group ignoring another individual or group
(Williams, 2007) and neglecting to communicate with them (Robinson et al., 2013). This is
considered to be an undesirable behaviour in organisations (Hitlan & Noel, 2009). Ostracised
individuals are damaged both physically and psychologically (Hitlan et al., 2006a), and trust
and communication decrease significantly in the work environment. In addition to workplace
ostracism’s inhibitive impact on communication, trust and solidarity environments, it may also
trigger undesired behaviours and attitudes such as stress, conflict, intention to leave and
reduced job satisfaction (Leary et al., 2006). Another form of undesired behaviour in
organisations — and one that is often confused with workplace ostracism in the literature — is
workplace loneliness.

Workplace loneliness, as one of the possible consequences of workplace ostracism, is
related to dissatisfaction that arises when an individual’s relations with their environment are
lower than the expected level (Gierveld, 1988). Workplace loneliness may cause stress,
indecision, hopelessness, impatience and self-isolation in individuals (Adamson & Axmith,
2003). The consequences of both workplace ostracism and workplace loneliness include
potentially negative impacts on employee performance, and in this context, both current and
future studies on the relevant variables seem to offer significant prospective contributions to
the field and its practitioners. Hence, the impact of the dark side of the workplace on
employee psychology (and, therefore, employee performance) was the primary focus of this
study. Several research questions were created accordingly to better understand the nature
of this dark side from the perspective of workplace ostracism and loneliness: What
associations are present among workplace ostracism, workplace loneliness and job
performance? What type of loneliness has a greater impact on job performance? Do
workplace loneliness and its dimensions play any moderating role in the possible association
between workplace ostracism and job performance?

In the literature, studies investigating the interactions between workplace ostracism,
workplace loneliness and employee performance have been limited thus far. Indeed, these
few studies have emphasised the need for further attention to the subject (Al-Atwi, 2017; Fiset
etal., 2017; Liu & Xia, 2016; Wesselmann et al., 2012). The goal of this study is to investigate
the associations between workplace ostracism, workplace loneliness and job performance.
Given the consequences of workplace loneliness for employees, one can also expect
workplace loneliness to have a possible moderating effect. In this context, another goal of the
current study is to question whether workplace loneliness and its dimensions have any
moderating effects on the possible association between workplace ostracism and job
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performance. To the best of the author’s knowledge, no study investigating this moderating
effect has yet been conducted. Hence, this study is expected to contribute to the relevant
field by exploring this unknown.

1 Conceptual Framework and Hypotheses

1.1 Workplace Ostracism

Ostracism is among a set of issues that have recently returned to the spotlight in the field of
organisational behaviour. Strikingly, social ostracism is the basis of ostracism, which began
to attract attention, particularly after the 2000s (Ferris et al., 2008; Hitlan et al., 2006a).
Ostracised individuals tend to be homeless people, prisoners, members of dysfunctional
families, criminals, elderly people or drug addicts — individuals (or members of groups) who
are separated from normal people in certain respects (Levitas, 2005). Although ostracism is
itself a social problem, the behavioural patterns of ostracised individuals and groups provoke
the emergence of new problems. In this sense, ostracism seems to be a very sensitive subject
in the behavioural sciences. The situation of ostracism can be encountered in all
environments, including those of social life and work life. The problems caused by ostracism,
especially in the organisational environment, point to the dark side of organisations, and they
represent points of interest in the field, much like dark personality traits. Although much
literature would seem to present workplace ostracism as closely related to discrimination,
workplace loneliness, rejection and stigmatisation, it has been emphasised that workplace
ostracism differs essentially from these other concepts (Aquino & Thau, 2009; Robinson et
al., 2013). According to Williams (2007), workplace ostracism occurs when individuals and
groups ignore and exclude other individuals and groups. Robinson et al. (2013) explain
workplace ostracism as the negligent failure of individuals or groups to communicate with
others, even if the social relationship between parties is positive. Ostracism can take the
forms of failing to establish eye contact, neglecting to greet the ostracised individual, or
otherwise rejecting and ignoring them. Similarly, cases such as not inviting someone to meal
or coffee breaks, acting as though they are absent in the current environment, or remaining
silent (Williams, 2007) can be considered ostracism. Although Sommer et al. (2001) define
ostracism as an intentional act of neglect, ostracism does is not always by design.
Sometimes, unconscious ostracism can occur, as when a group in the workplace forgets to
invite an individual on their way to lunch. Indeed, this unconscious ostracism is more common
in work-life than is conscious ostracism (Al-Atwi, 2017).

Sanderson (2017) identifies two sides to the ostracism relationship: perpetrator and victim.
Sanderson further claims that power relations between these sides play an active role.
Concepts of the ostracised individual as ‘target’ or ‘victim’ are also used by other sources
(Fiset et al., 2017). Liu and Xia (2016) argue that because ostracism is based on subjective
perception, the situation perceived as ostracising by one individual may not be so perceived
by another. Taken together, the definitions of ostracism often portray it as a form of behaviour
that is detrimental to the organisation and its members. Above all, ostracism can cause long-
term and recurring unhappiness (Lustenberger & Jagacinski, 2010). Ferris et al. (2008) state
that ostracism engenders a sense of social pain (Robinson et al., 2013), resulting in many
negative consequences. When a person is ignored or excluded, their basic needs — such as
belonging, control, self-esteem and being meaningful — become threatened (Williams et al.,
2003). When these basic needs are damaged, stress, anxiety, depression (Leary et al.,
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2006), and low self-esteem (Ferris et al., 2015) may manifest. Employees exposed to
workplace ostracism exhibit involuntary psychological reactions such as high blood pressure,
emotional exhaustion, mental depression and low job satisfaction (Ferris et al., 2008).
Ostracised employees cannot engage in social interactions with co-workers (Ferris et al.,
2008), which may result in weakened psychological health, increased mental fatigue or
strengthened intention to quit (Ferris et al., 2008; Hitlan et al., 2006a; Wu et al., 2012).
Ostracised individuals also face a lack of information in the organisational environment
(Jones et al., 2009), and their contributions to work decrease (O’Reilly & Robinson, 2009).
Ostracism negatively affects environmental trust, which strengthens interpersonal
relationships (Sanderson, 2017). Although a body of literature on ostracism in the workplace
is developing, it is emphasised that the small degree of attention it has received (Wu et al.,
2011; Xu, 2012) is not commensurate with the commonality of ostracism in work-life (Ferris
et al., 2008). The majority of studies on workplace ostracism show that it is negatively
correlated with behaviours that are desirable to organisations and positively correlated with
undesired ones. More precisely, workplace ostracism has been found to be negatively
correlated with job performance (Wu et al., 2011) and positively associated with anti-
production work behaviours (Hitlan & Noel, 2009). Ostracism is an important stress factor
(Williams, 2007) and also affects many variables in organisational environments. Prior
research shows that workplace ostracism negatively affects organisational-citizenship
behaviour (Fiset et al., 2017), person-organisation fit (Chung, 2015), organisational
commitment (Hitlan et al., 2006b), work engagement, satisfaction with one’s supervisor and
co-workers (Hitlan et al., 2006a) and helping behaviours (Balliet & Ferris, 2013; Mok & De
Cremer, 2016). On the other hand, workplace ostracism is positively associated with work-
family conflict (Liu et al., 2013), perceived racism and discrimination (Wirth & Williams, 2009),
social anxiety (Zadro et al., 2006), organisational silence (Gkorezis et al., 2016), intention to
quit (Renn et al., 2013) and non-pro-social behaviours (Balliet & Ferris, 2013; Jones et al.,
20009).

1.2 Workplace Loneliness

Loneliness, described as an individual’s feeling of being distant or removed from others
(Rook, 1984), reflects a negative psychological mood. In the literature, it is noted that
loneliness and workplace loneliness differ from each other. Workplace loneliness is
expressed as an emotional state that occurs when the quality of interactions and
communication in an organisational environment is lower than desired, and it is mostly
defined as being left alone and isolated by the lonely individual’s social environment (e.g.
colleagues or managers) (Wright et al.,, 2006). The literature mentions two forms of
loneliness: positive and negative. While positive loneliness refers to the voluntary movement
of individuals away from their problems, negative loneliness is related to dissatisfaction that
results from the inferiority, compared with expectations, of individuals’ relationships with their
environment (Gierveld, 1988). At this point, the 1982 assertion of Perlman & Peplau — that
the loneliness experienced by individuals means something other than being alone — seems
quite meaningful. In this context, it can be argued that workplace loneliness mostly resembles
negative loneliness due to its relationship with ostracism (Wright et al., 2006). Ostracism and
loneliness attract attention as two topics that are frequently confused with each other in the
literature. In truth, loneliness is just one of ostracism’s possible outcomes. On the other hand,
ostracism is not a necessary ingredient of loneliness. Various factors can cause workplace
loneliness. In general, these appear to be classified as individual, situational, cultural or
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organisational factors (Levin & Stokes, 1986; Perlman & Peplau, 1982; Wright, 2005, 2015).
According to Wright (2015), loneliness is a result of inadequate interpersonal relationships.
Unwanted loneliness, isolation or lack of social support increase the strength of individuals’
feelings of loneliness (Wright et al., 2006).

Previous studies have shown close relationships between loneliness and individuals’
personality traits. According to the research, low self-esteem (Jones et al., 1981), shyness
(Jones et al., 1981), self-consciousness (Jones et al., 1981), introversion and low initiative
(Russell et al., 1980) are all associated with loneliness. Demographic and situational factors,
in addition to individual ones, have been found to be associated with loneliness. In their study
of deaf workers, Steinberg et al. (1999) concluded that communication barriers create a
sense of loneliness and thus negatively affect performance. Furthermore, one study found
that community spirit, non-work support, support from supervisors, and support from
colleagues all negatively affect workplace loneliness, whereas a climate of fear positively
affects workplace loneliness (Wright, 2005). Similarly, the study of Savikko et al. (2005) found
that demographic and situational factors such as age, low economic status, being a widow or
widower, otherwise losing a spouse, illness, and lack of friends had impacts on loneliness.
Although personality and social behaviour are most commonly pointed to as the causes of
workplace loneliness, environmental and organisational factors are also important
antecedents. Even though workplace loneliness is an individual variable, it is ultimately a
product of its organisational context (Wright, 2015). In particular, the roots of work-based
loneliness seem to include a wide range of factors, such as a negative social or emotional
environment, poor job design, inadequate management practices, and even departmental
change, job rotation or promotion (Wright, 2005).

Workplace loneliness is generally examined through two dimensions, which are emotional
deprivation and social companionship (Weiss, 1973; Wright et al., 2006). Emotional
deprivation is the disappearance of individuals’ emotional attachments to others; it also refers
to the die-out, as a result of death or divorce, of relationships that can be described as
important in human life (Weiss, 1973; Wright et al., 2006). Employees who feel emotionally
deprived avoid sharing their feelings and thoughts with others, isolate themselves from their
colleagues and think that no one will understand them (Wright, 2005). The social
companionship dimension is related to employees’ absences in workplace social networks,
as well as to avoiding organisation social gatherings such as parties, dinners, funerals or
birthdays (Weiss, 1973). In cases where social companionship is lacking — which can also be
expressed as social loneliness or a lack of a social network (Weiss, 1973; Wright et al., 2006)
—individuals may not see themselves as belonging to a group or social environment. Such a
case can be understood as employees’ exclusion and isolation from everyone else.

At both the individual and organisational levels, workplace loneliness seems to have mostly
negative consequences. In the individual, feeling of loneliness negatively affect psychological
well-being (Gumbert & Boyd, 1984); in the work context, it causes employees to feel anxious
and empty (Gierveld, 1988; Peplau & Perlman, 1982). Furthermore, workplace loneliness
may also cause stress, impatience, indecision, hopelessness and self-isolation in individuals
(Adamson & Axmith, 2003). Rokach (2004) emphasises that lonely individuals experience
depleted energy and engage in negative actions; other research reveals that employees who
experience loneliness in the workplace have lower levels of job satisfaction and
organisational commitment (Wright, 2005). Workplace loneliness is positively correlated with
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employee intention to quit (Kaymaz et al., 2014), while it has negative effects on productivity,
motivation and performance (Ozgelik & Barsade, 2011). That workplace loneliness affects
organisational climate and damages corporate culture (Gumbert & Boyd, 1984) reveals that
it is a significant issue — one connected to entire organisations.

1.3 Hypotheses
Associations among workplace ostracism, workplace loneliness and job performance

Among the many causes of workplace loneliness, one can be expressed as workplace
ostracism (Wright et al., 2006). The conditions created in individuals by workplace ostracism
— such as negative psychological mood, unwillingness, mistrust, mental fatigue, burnout and
dissatisfaction (Ferris et al., 2008; Hitlan et al., 2006a; Sanderson, 2017; Wu et al., 2012) —
trigger the factors that cause workplace loneliness. Indeed, it seems natural for ostracised
individuals to experience loneliness in response to decreasing social support from their
environment (Wright et al.,, 2006) and threats to needs such as being meaningful and
belonging to a group (Williams et al., 2003). Since workplace ostracism entails that individuals
are isolated from the groups to which they belong, its results include lack of communication,
inadequate interpersonal relationships (Wright et al., 2006), and it indirectly leads ostracised
individuals to loneliness. Although the number of studies examining the possible effects of
workplace ostracism on workplace loneliness is limited, both the findings (Jones, 1990; Leary,
1990) and implications (Sanderson, 2017; Wright et al., 2006) of these studies suggest that
workplace ostracism triggers workplace loneliness. In light of the relevant literature, the
hypothesis developed concerning the positive association between workplace ostracism and
workplace loneliness is as follows:

H1: There is a positive association between workplace ostracism and workplace loneliness.

Consideration of the possible consequences of workplace ostracism reveals that it is
negatively associated with organisationally desirable behaviours and positively associated
with organisationally undesirable, anti-production behaviours. Since each of these
organisational outcomes is directly or indirectly related to employee performance, workplace
ostracism can be thought of as a potential antecedent of job performance. The information
deficiencies of ostracised individuals (Jones et al., 2009) reduce the extent of their
contributions to work (O’Reilly & Robinson, 2009); this drop contribution, of course, negatively
affects employees’ performance quality. Research indicates that individuals who perceive a
high degree of ostracism have low job-satisfaction levels (Ferris et al., 2008) and high
intention to leave their jobs (Wu et al., 2012). Conditions such as weakening psychological
health (Hitlan et al., 2006a), mental fatigue, psychological unwillingness and emotional
burnout (Ferris et al., 2008) are expected to negatively affect job performance. The findings
of previous studies also suggest that workplace ostracism will negatively affect job
performance (De Clercq et al., 2019; Feng et al., 2019; Xia et al., 2019). In light of this
information, a negative correlation between workplace ostracism and employee performance
is expected. Thus, the following hypothesis has been developed:

H2: There is a negative association between workplace ostracism and job performance.

Workplace loneliness negatively impacts the psychology of affected individuals by way of
outcomes such as decreased social support, poor communication and inadequate
relationships; Gumbert and Boyd (1984) state that loneliness in the workplace negatively

38 CENTRAL EUROPEAN BUSINESS REVIEW Volume 10 | Issue 1 | 2021
https://doi.org/10.18267/j.cebr.257




affects individuals’ psychological well-being. When this occurs, individuals’ levels of anxiety,
stress and hopelessness all increase (Adamson & Axmith, 2003), and employees whose
energy decreases may fail to engage in behaviours expected of them by their organisation
(Rokach, 2004). It seems natural for employees with a sense of loneliness, who have low job
satisfaction (Wright, 2005) and high intention to leave their job (Kaymaz et al., 2014), to have
inferior job performance. The findings of previous studies conducted in various sectors also
reveal that workplace loneliness leads to poor performance (Akgit & Barutgu, 2017; Deniz,
2019; Ozcelik & Barsade, 2011, 2018). Accordingly, the following hypothesis has been
developed:

H3: There is a negative association between workplace loneliness and job performance.

The moderating role of workplace loneliness in the association between workplace ostracism
and job performance

Considering the effects of workplace ostracism and workplace loneliness on individuals, it
seems natural for both to negatively affect employees’ job performance (Ferris et al., 2008;
Hitlan et al., 2006a; Ozgelik & Barsade, 2018; Wu et al., 2012). However, the question of
whether the performance levels of ostracised individuals also change depending on their
loneliness levels remains problematic. To the best of the author’'s knowledge, not enough
study of this problem has been reported in the existing literature. From the perspective of
attachment theory (Bowlby, 1982), it is inevitable that individuals who experience loneliness
simultaneously feel emotionally and socially inadequate, negatively affecting their
performance levels more strongly. Ostracised individuals do not always have to experience
loneliness, but on the other hand, the effects of ostracism may not be as significant as the
effects of loneliness. In this context, the likely negative impact of workplace ostracism on job
performance is expected to be greater when employees feel lonely. As ostracised employees’
levels of workplace loneliness increase, their levels of job performance are correspondingly
expected to further decrease. Therefore, a moderating effect of workplace loneliness is
expected on the possible association between workplace ostracism and job performance.
The hypothesis developed in this context can be expressed as follows:

H4: Workplace loneliness has a moderating effect on the association between workplace
ostracism and job performance.

The conceptual model of the study shown in figure 1 visualises and is derived from the above
hypotheses.
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Figure 1 | Conceptual model of study

Workplace Loneliness

H1 H3
H4
HZ
Workplace v Job
Ostracism Performance

Source: authors

2 Method
2.1 Design and Sample

Quantitative research was designed with the study’s objective in mind. The necessary data
was gathered via an online questionnaire. Convenience sampling was adopted because
there was no sectoral comparison, and the study mainly focuses on psychological aspects of
workplaces. The questionnaire was developed online and sent via social media (i.e.
Facebook, Instagram and LinkedIn) to the employees of organisations operating in many
various sectors, including education, health, informatics and construction, in Sakarya
Province, Turkey. Sakarya is a medium-sized, multicultural city located in the west of Turkey,
close to Istanbul. In December 2019, the questionnaire link was sent to approximately 600
employees, who were asked to voluntarily participate in a scientific study. On that voluntary
basis, 357 people participated in the questionnaire; 8 questionnaire forms were cancelled
due to inconvenience. Therefore, the sample of the study consists of 349 white- and blue-
collar employees. A total of 349 participants was thought sufficient to represent a city’s
employee population. The questionnaire consists of four sections: workplace ostracism,
workplace loneliness, job performance and demographic questions.

2.2 Measures
Workplace Ostracism Scale

To measure workplace ostracism, a 13-item scale developed by Ferris et al. (2008) was used.
The scale’s translation into the local language was performed by Keklik et al. (2013). The
scale consists of items such as ‘Others keep away from me at work’ and ‘When | greet others
at the workplace, it remains unrequited’, which are rated on a 5-point Likert structure
beginning at ‘1 — never’ and ending at ‘5 — mostly’.
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Workplace Loneliness Scale

In order to measure employees’ perceptions of loneliness, a 16-item workplace loneliness
scale was used. The scale was developed by Wright et al. (2006) and adapted to the local
language by Dogan et al. (2009). It consists of two dimensions: social companionship and
emotional deprivation. This scale is of the 5-point Likert type; its structure begins at ‘1 —
strongly disagree’ and ends at ‘5 — strongly agree’. It includes items such as ‘There is no one
at the workplace with whom to share my personal thoughts when | want to’ and ‘I feel
emotionally distant from my colleagues’. The scale consists of two dimensions as emaotional
deprivation and social companionship.

Job Performance Scale

This scale, developed by Thomas and Tymon (1994), was used to measure employees’ job
performance. It consists of 4 items on a single dimension. The scale was adapted to the local
language by C4l (2008), and it too takes the 5-point Likert form, ranging from ‘1 — never’ to ‘5
— always’. It includes items such as ‘Il complete my tasks on time’ and ‘Il am sure | have
reached the standards of service quality | offered’.

3 Findings
3.1 Reliability and Validity Studies

Before beginning the primary analyses, analyses of the validity and reliability of the scales
were conducted. First, reliability analyses were applied to the scales, and the total item
correlations of each scale were examined. During the process, the total item correlations of
2 items in the workplace ostracism scale were observed to be quite low (i.e. .113 and .287).
Therefore, 2 items were excluded from the scale. No low values were found in the total item
correlations of the workplace loneliness and job performance scales. The process revealed
the internal consistency coefficients as a = .927 for the workplace ostracism scale, a = .893
for the workplace loneliness scale and ‘a = .881 for the job performance scale. Exploratory
factor analysis was applied to test the validity of the scales. The analysis found that items
composing the workplace ostracism and job performance scales were collected under a
single factor, as in the original scales. Items forming the workplace loneliness scale were
distributed over two factors, as in the original. The total explained variances were 61.181%
for workplace ostracism, 61.703% for workplace loneliness and 74.223% for job performance.

These findings reveal that the scales used in this research are quite reliable and valid. Table
1 indicates the reliability coefficients and total explained variances of each scale.

3.2 Demographic Features of Participants and Descriptive
Statistics

Table 1 also indicates in detail the scales’ descriptive statistics and their statuses, depending
on the participants’ demographic characteristics. As shown below, the 349 participants were
almost equally distributed in terms of gender and marital status. On the other hand, most
participants had high school or university education levels and average monthly incomes of
€265-645. In terms of age, considering that those between the ages of 18—-30 made up 60%
of participants, it can be fairly said that participants were largely young. The job performance
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levels of male participants were found to be higher than those of women (t = -2.47: p = 0.01).
Single employees were exposed to more workplace ostracism than married employees (t =
-2.03: p = 0.04), and they also perceived a higher degree of loneliness (t = -2.19: p = 0.03).
In terms of the level of education, the most ostracised employees were high school graduates
(F =2.14: p = 0.07), and the middle-income group was exposed to workplace ostracism and
perceived loneliness more than other income groups (F = 3.07: p = 0.02). Apart from these
differences, demographic characteristics did not have other significant effects on workplace
ostracism, workplace loneliness or job performance.

Table 1 | Demographic features of participants, descriptive statistics and reliability coefficients

Demographic Workplace Workplace Job
Features of N Percent Ostracism Loneliness Performance
Participants Mean (SD) Mean (SD) Mean (SD)
Gender t=1.09: p=0.28 t=0.74: p=0.46 t=-2.47: p=0.01
Female 180 51.57 4.74 (0.57) 4.04 (0.70) 1.65 (0.66)
Male 169 48.43 4.68 (0.94) 3.98 (0.69) 1.83(0.73)
Marital Status t=-2.03: p=0.04 t=-2.19: p=0.03 t=-0.43: p=0.66
Married 168 48.14 4.65 (0.63) 3.94 (0.68) 1.73 (0.65)
Single 181 51.86 4.77 (0.47) 4.10 (0.68) 1.76 (0.74)
Education Level F=0.32: p=0.86 F=2.14: p=0.07 F=0.65: p=0.63
Primary School 42 12.03 4.73 (0.55) 4.01 (0.68) 1.78 (0.76)
High School 115 32.95 4.72 (0.53) 4.11 (0.69) 1.77 (0.64)
Associate Degree 80 22.92 4.75 (0.56) 3.84 (0.70) 1.75 (0.74)
Bachelor 102 29.23 4.66 (0.58) 4.05 (0.69) 1.66 (0.68)
Graduate 10 2.87 4.68 (0.69) 3.79 (0.74) 1.95 (0.95)
Monthly Income (€) F=3.07: p=0.02 F=3.00: p=0.02 F=0.82: p=0.51
264 or below 83 23.78 4.62 (0.67) 3.84 (0.73) 1.82 (0.63)
265-645 224 64.19 4.78 (0.45) 4.13 (0.63) 1.67 (0.64)
646 or above 42 12.03 4.53(0.72) 3.89 (0.79) 1.82 (0.89)
Age F=0.92: p=0.46 F=1.47: p=0.20 F=1.46: p=0.20
18-30 207 59.31 4.70 (0.71) 3.95(0.71) 1.71 (0.69)
31-40 103 29.51 4.74 (0.46) 4.11 (0.68) 1.81 (0.76)
41 or above 39 11.18 4.65 (0.50) 4.04 (0.67) 1.59 (0.52)
Reliability 0.927 0.893 0.881
Coefficients (a)
Total explained 61.181 61.703 74.223

variance (%)

Source: authors

3.3 Hypothesis Testing

Correlations are shown in table A (see Appendix). As is visible there, workplace ostracism,
workplace loneliness (and its sub-dimensions, emotional deprivation and social
companionship) and job performance were not related to any demographic variables. Only
gender and job performance were found to be positively associated. Accordingly, men exhibit
higher levels of job performance than women (r = .13*; p < .05). Workplace ostracism was
found to be positively associated with workplace loneliness (r = .51**; p < .01), emotional
deprivation (r = .55**; p <.01) and social companionship (r =.32; p <.01). This finding reveals
that the proposed H1 is supported: there is a positive association between workplace
ostracism and workplace loneliness.

Workplace ostracism seems to be negatively related to job performance (r = -.24**; p < .01).
This low-level negative association shows that H2 is supported. Another finding is that the
dimensions of workplace loneliness itself (r = -.30**; p < .01), emotional deprivation (r = -
.28**; p < .01) and social companionship (r = -.23**; p < .01) are negatively related to job
performance. This also reveals that H3 is supported, which indicates that there is a negative
association between workplace loneliness and job performance.
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Hayes’s (2013) moderation analysis method was used to test H4. This technique can identify
the direct effects of independent variables on dependent variables, as well as the moderating
effects of third variables on this first set of effects (i.e. of independent variables on dependent
variables). In this method, the mean standard deviation point of the moderator variable is
grouped as the medium level, the mean standard deviation minus 1 as low the level and the
mean standard deviation plus 1 as high level. Thus, the coefficient differences in the effect of
the independent variable on the dependent variable at the low, medium and high levels of the
moderator variable are tested. In this section, three different models were created. In the first,
the moderating effect of workplace loneliness as a whole on the association between
workplace ostracism and job performance was tested, while the other two models examined
the moderating effects of emotional deprivation and social companionship, respectively. The
findings of this analysis are shown in table 3.

Table 3 | Moderating effects of workplace loneliness, emotional deprivation and social
companionship

B (se) t 95% ClI AR? F (df;-dfy)
WO ~31% (11) 2.73 [-54; -.09]
WL -.20** (.06) -3.36 [-.32; -.08] .01 3.71 (1-345)
WOxWL -.15 (.08) -1.92 [-.31; -.00]
WO -27* (.09) -3.09 [-.44; -.10]
ED -.22** (.06) -3.55 [-.34; -.10] .01 5.19 (1-345)
WOXED -.12* (.05) -2.28 [-.23; -.02]
WO -24 (.07) 331 [-.38; -.10]
sc -.16** (.05) -2.99 [-.27; -.06] .00 .99 (1-345)
WOxSC -.06 (.06) -1.00 [-.17; -.06]

*p<.05, **p<.01. N=349. Dependent variable=Job Performance. WO=Workplace Ostracism,
WL=Workplace Loneliness, ED= Emotional Deprivation, SC=Social Companionship.

Source: authors

As seen in table 3, workplace ostracism has a direct and negative effect on job performance
in the first model (B = -.31; p < .01). Similarly, workplace loneliness negatively affects job
performance (B = -.20; p < .01). However, the interaction effect of workplace ostracism and
workplace loneliness does not seem to have a significant effect on job performance (§ = -.15;
p > .05). In the second model, similarly, workplace ostracism (8 = -.27; p < .01) and emotional
deprivation (B = -.22; p < .01) directly and negatively affect job performance. At the same
time, the moderating effect of emotional deprivation is significant in the interaction of
workplace ostracism and job performance (f = -.12; p < .05). In the third model, although
workplace ostracism (B = -.24; p < .01) and social companionship (B = -.16; p < .01) have
direct negative effects on job performance, social companionship has no moderating effect
(B = -.06; p > .05). Considering these findings together, it is possible to state that H4, which
predicts a moderating effect of workplace loneliness on the association between workplace
ostracism and job performance, has been partially supported. Figure 2 shows the moderating
effect of emotional deprivation on the association between workplace ostracism and job
performance. As it illustrates, when emotional deprivation is low (Mean SD-1), medium (Mean
SD) or high (Mean SD+1), the interaction coefficient of workplace ostracism and job
performance becomes more strongly negative.
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Figure 2 | Moderating role of emotional deprivation on the association between workplace
ostracism and job performance
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4 Discussion and Conclusion

4.1 Workplace Ostracism, Workplace Loneliness and Job
Performance

The current study inquired as to the presence of associations among workplace ostracism,
workplace loneliness and job performance, and it investigated whether workplace loneliness
had a moderating effect on the association between workplace ostracism and job
performance. As a result of the research, workplace ostracism has been found to be positively
related to both workplace loneliness and its sub-dimensions of emotional deprivation and
social companionship. This finding is consistent with those of previous studies (Leary, 1990;
Li et al., 2019; Stillman et al., 2009; Wesselmann et al., 2012). Stillman et al. (2009) found
that ostracism causes individuals to feel lonelier and perceive their lives as less meaningful
and. Similarly, in the study of Wesselmann et al. (2012), participants who experienced
loneliness reacted more negatively to ostracism than did less lonely participants. In a
separate study, workplace ostracism triggered feelings of loneliness in the workplace among
employees, damaging their job performance as a consequence (Li et al., 2019). Ostracised
individuals naturally lose their social networks and are exposed to loneliness. A low level of
trust in colleagues seems normal for individuals who feel threatened by others. In an
environment with low trust, people are expected to separate themselves from others. In
addition, the effects of ostracism — such as unfulfilled basic needs and the creation of certain
negative psychological conditions — also harm employees emotionally and push them
towards loneliness.

In the context of the current study, this explains why employees exposed to ostracism have
feel emotionally deprived and perceive a lack of social companionship. At the same time, the
consequences of workplace ostracism — such as high depression (DeWall et al., 2012), low
levels of satisfaction with colleagues and supervisors (Hitlan et al., 2006a), high work stress
(Wu et al., 2012), high anxiety (Buckner et al., 2010), psychological and physical health
problems (Baumeister & Leary, 1995), low helping behaviours (Balliet & Ferris, 2013; Mok &
De Cremer, 2016), and low psychological well-being, organisational commitment and
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organisational citizenship behaviour (Hitlan et al., 2006b) — are likely to negatively affect
employee performance. The second finding of current study is in this vein. The negative
correlation between workplace ostracism and job performance is consistent with the findings
previously documented in the literature (Baumeister et al., 2002; Feng et al., 2019; Ferris et
al., 2015; Wu et al., 2011; Xia et al., 2019).

Another finding is a negative correlation between workplace loneliness and job performance.
Employees with feelings of loneliness perform at lower levels, and as both emotional
deprivation and lack of social companionship increase, the performance of the afflicted
individuals decreases. Emotional deprivation was found to be interact more strongly with job
performance than did lack of social companionship. This finding proves that the emotional
aspect of workplace loneliness is more effective on employees than the social one. As
Gumbert and Boyd (1984) state, feelings of loneliness negatively affect individuals’
psychological well-being. Therefore, individuals are driven into anxiety, stress and
hopelessness (Adamson & Axmith, 2003). This explains the correlation of workplace
loneliness and job performance. The findings of previous studies also point to the negative
association between workplace loneliness and job performance (Akgit & Barutgu, 2017;
Deniz, 2019; Ozgelik & Barsade, 2011, 2018). Thus, findings obtained in the current study
seem to in line with those of previous studies.

4.2 Moderating Role of Workplace Loneliness

Neither workplace loneliness nor its dimension of social companionship had significant
moderating effects on the relationship between workplace ostracism and job performance.
This may be a result of the fact that job performance is largely explained by workplace
ostracism. On the other hand, the emotional deprivation dimension of workplace loneliness
was found to have a significant moderating effect on the association between workplace
ostracism and job performance; the negative interaction coefficient between workplace
ostracism and job performance grows stronger as the level of emotional deprivation
increases. The performance levels of employees who feel ostracised decrease even further
as their emotional deprivation levels increase. This finding may be a result of the negative
effects of emotional deprivation on employee psychology.

To conclude: in the context of this study, employees who are exposed to workplace ostracism
feel lonelier in the workplace and exhibit poorer performance, and ostracised employees who
report greater emotional deprivation perform more poorly than others.

4.3 Implications, Limitations and Future Research

An immediate apparently limitation is that the results of this study, which was conducted only
on a Turkish sample, cannot be generalised to all cultures worldwide. Turkey is mostly
characterised by a collectivist culture; in collectivist societies, matters such as cooperation,
collaboration, and togetherness, in any context, closely underlie other matters. In this sense,
the negative effects of ostracism and loneliness on employees might be stronger in societies
characterised by much interpersonal interaction. On the other hand, Turkey has aimed to be
an active participant in the EU for a long time and has therefore adopted its codes, rules and
policies in many fields. This long process, combined with continuous interaction with the EU,
has affected Turkish culture, which has begun to resemble EU culture. Hence, the results of
this study might be partially generalised, especially to Eastern and Central European
countries.
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The findings of the current study present certain implications both for academics and
practitioners. First, the current study proves the significance of employees’ psychological
states in the workplace. Negative psychological states decrease overall firm performance as
well as individual job performance. Factors affecting or potentially affecting employee
psychology should be attentively considered by organisations, supervisors and policymakers.
In particular, it is critical to develop practices that enable the prevention of employee
ostracism and loneliness and support employees’ emotional intelligence, psychological well-
being and positive psychological capital. In this context, organisations should develop
practices and trainings that strengthen collaboration, cooperation and social ties among
employees. The best human-resource practices motivate employees, and work motivation
increases both individual and overall organisational performance (Bienkowska & Ignacek-
Kuznicka, 2019; Sikyr, 2013). Social activities such as weekend meetings, parties or monthly
dinners bring individuals closer together. The taking of precautions by both organisations and
policymakers to prevent the negative consequences of ostracism and loneliness, as well as
strict inspections of those precautionary measures, might be beneficial.

The author concedes that adopting quantitative methods alone and getting data only via
surveys can be accepted as a limitation of this study. In social sciences, it may be more
beneficial to use qualitative methods, especially in studies aiming to investigate employees’
psychological conditions. Hence, qualitative or mixed methods may be adopted in future
research, and deeper and more comprehensive and data can be obtained from employees
through by way of interview techniques. In the current study, the associations of workplace
ostracism and workplace loneliness were only investigated in connection with the
organisational variable of job performance. However, ostracism and loneliness in the
workplace may have impact not only on organisational life but also on social life. In this
context, future research may examine the associations of workplace ostracism and loneliness
with variables that are closely related to social life, such as broad satisfaction or psychological
well-being. Ostracism damages individuals’ motivating needs (such as belonging and being
meaningful) and, therefore, their psychological states. Hereby, investigation of the
moderating effects of the psychological conditions of individuals — such as psychological well-
being, motivation or sense of meaning — on the association between workplace ostracism
and job performance seems to be significant.
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Appendix

Table A | Correlations among variables

Variables 1 2 3 4 5 6 7 8 9 10
1. Gender -

2. Marital Status .19%* -

3. Education Level -.18** -.14%* -

4. Age 22%* 50** -.13* -

5. Monthly Income 24%* A7 .32%* 27%* -

6. WO -.06 .10 -.04 .01 -.03 -

7. WL -.04 .05 -.04 .09 .05 51** -

8. ED -.06 .05 -.07 .08 .03 55** .88** -

9.SC -.00 .04 -.00 .08 .06 .32%* .84** 49%* -

10. JP 13* .00 -.04 -.04 -.02 -.24** -.30** -.28** -.23* -

*p< .05, **p< .01. N=349. Gender: 1=Female, 2= Male. Marital status: 1=Married, 2=Single. WO=Workplace Ostracism, WL=Workplace Loneliness, ED=
Emotional Deprivation, SC=Social Companionship, JP=Job Performance.

Source: author
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