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ABSTRACT 

This study investigates the impact of workplace loneliness on job performance among Generation Z 

employees in Malaysia, with affective commitment as a mediating factor. Grounded in the Affective Theory 

of Social Exchange (ATSE), it explores how emotional disconnection at work influences employee 

commitment and performance, particularly within collectivist cultural contexts. A quantitative 

methodology was employed using survey data from 271 Gen Z employees across Malaysia. Data were 

analysed via PLS-SEM to test four hypothesised relationships between workplace loneliness, affective 

commitment, and job performance. Findings indicate a significant negative relationship between workplace 

loneliness and both affective commitment and job performance. Conversely, affective commitment has a 

positive influence on job performance and mediates the relationship between workplace loneliness and 

performance outcomes. These results underscore the importance of fostering emotional attachment in 

digitally native yet socially vulnerable Gen Z employees. The cross-sectional design and cultural specificity 

limit the study, affecting generalisability. Nonetheless, it contributes to the underexplored discourse on 

workplace loneliness in non-Western settings and extends the application of ATSE. Its value lies in offering 

practical insights for organisations aiming to enhance Gen Z's workplace experiences through supportive, 

socially connected environments. 
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1 INTRODUCTION 

Over the past decade, globalisation has strengthened economic and technological ties across 

nations. However, despite this interconnectedness, emotional and social distances between 

individuals have widened, leading to a growing prevalence of loneliness. Xia and Li (2018) 

describe loneliness as a "behavioural epidemic," which, though not a new phenomenon, has 

become more pronounced in contemporary work environments. Firoz et al. (2021) found that 

nearly three-quarters of Americans experience loneliness annually, with one-third feeling lonely 

at least once a week. Harvard Business Review has classified loneliness as a public health crisis 

with significant implications for workplace dynamics and employee well-being. 

The COVID-19 pandemic further exacerbated workplace loneliness due to prolonged lockdowns, 

social isolation measures, and the widespread shift to remote work. Hwang et al. (2020) 

emphasised that loneliness and social isolation often co-occur, representing a subjective emotional 

experience and social isolation characterised by the frequency and depth of social interactions. The 

transition to virtual communication limited in-person engagement, reducing opportunities for 

spontaneous interactions and informal social bonding, which is essential for workplace cohesion 

(Wax et al., 2022). Consequently, workplace loneliness has emerged as a significant challenge, 

affecting employees' psychological well-being, job satisfaction, and overall performance. 

Bernhold and Giles (2020) define workplace loneliness as a lack of meaningful connections and 

support, leading to negative emotional and behavioural outcomes. Persistent loneliness has been 

linked to stress, anxiety, and depression (Basit & Nauman, 2023), reducing motivation, 

engagement, and productivity (Zhou, 2018). Even before the pandemic, studies showed its harmful 

effects on job satisfaction and performance. Remote work and social distancing have intensified 

these problems, weakening professional ties. For example, research on factory workers reported a 

drop in efficiency after lockdown, with high-performing staff falling from 99% to 91.8% (Kotagi 

et al., 2023). 

The long-term consequences of workplace loneliness extend beyond productivity losses. Zeng et 

al. (2023) reported that even after recovering from COVID-19, many individuals continue to 

experience physical and mental health challenges that hinder their ability to concentrate and 

perform effectively. Psychological factors such as fear and anxiety about workplace changes 

exacerbate struggles in adapting to new work routines. Walz et al. (2024) highlighted that work-

related stress and conflicts between professional and personal responsibilities contribute to 

increased feelings of isolation and workplace loneliness. These concerns underscore the need to 

understand better workplace loneliness's implications on employee well-being and performance, 

particularly as organisations adopt remote and hybrid work models. 

In Malaysia, workplace loneliness has mirrored global trends, particularly during the pandemic 

when employees faced increased workload pressures, reduced social interactions, and blurred 

work-life boundaries. Lee et al. (2023) reported that Malaysian employees experienced heightened 

stress and burnout due to disruptions in their daily work routines. The Department of Statistics 

Malaysia (DOSM) recorded a 16% decline in labour productivity in the construction industry 
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during the second quarter of 2020, illustrating the negative impact of workplace loneliness on 

employee performance (Tan & Abdul-Samad, 2023). 

Generation Z employees, as digital natives, present a unique case in discussions of workplace 

loneliness. Beam and Kim (2020) noted that Gen Z employees, relatively new to the workforce, 

have been particularly vulnerable to workplace loneliness due to their reliance on digital 

communication and limited face-to-face interaction skills. Harari et al. (2023) emphasised that Gen 

Z values meaningful and engaging work experiences. Nevertheless, their preference for digital 

interactions over traditional workplace communication may hinder the development of essential 

interpersonal skills. Mahapatra et al. (2022) suggested that reliance on digital communication 

reduces conversational abilities such as active listening, relationship-building, and real-time 

problem-solving, further exacerbating workplace loneliness and impacting performance. 

Park et al. (2022) described affective commitment as an employee's emotional bond and 

identification with the organisation, closely tied to workplace loneliness. Ayazlar and Güzel (2014) 

found that loneliness directly reduces affective commitment, which then affects job performance 

(Schoemmel & Jonsson, 2014). Disconnection from colleagues weakens commitment, leading to 

lower engagement and poorer performance (Basit & Nauman, 2023). Amarat et al. (2018) also 

noted that loneliness can foster work alienation, reducing effectiveness and satisfaction. In 

Malaysia, Hanafiah et al. (2024) emphasised that strong social connections help protect 

psychological well-being, highlighting the value of meaningful workplace relationships. 

Despite the growing recognition of workplace loneliness as a pressing issue, there remains a 

critical gap in understanding its long-term implications and strategies to mitigate its impact. 

Organisations must acknowledge the role of workplace loneliness in shaping employee well-being, 

engagement, and performance, particularly in the post-pandemic work environment. This study 

aims to contribute to the literature by examining the relationship between workplace loneliness, 

affective commitment, and job performance, with a specific focus on Generation Z employees in 

Malaysia. By exploring these dynamics, the study provides insights into how organisations can 

foster a more supportive and connected work environment to enhance employee well-being and 

productivity. 

1.1 The Impact of Loneliness in the Workplace 

Loneliness, a universal yet complex emotional state, arises from the gap between desired and actual 

social connections (Perlman, 1988). Traditional typologies distinguish between emotional 

loneliness, characterised by the absence of intimate bonds, and social loneliness, which stems from 

a lack of community belonging. However, recent scholarship critiques this binary distinction. 

Mansfield et al. (2021) introduce the concept of existential loneliness, which is rooted in 

psychological rejection or awareness of mortality. While this expansion broadens the 

understanding of loneliness, it also risks overcomplicating the construct without sufficient 

empirical validation. 
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Additionally, Holt-Lunstad and Steptoe (2022) emphasise the role of structural factors, such as 

physical proximity, in shaping loneliness. Their work challenges the dominant focus on subjective 

perceptions, highlighting a critical oversight that loneliness interventions often prioritise 

individual coping strategies while neglecting systemic solutions, such as workspace design. The 

COVID-19 pandemic exacerbated loneliness worldwide (Gruber et al., 2021), yet post-pandemic 

studies overlook its broader implications. For instance, Xu et al. (2024) link loneliness to bedtime 

procrastination in students, missing its relevance in workplace settings. Similarly, Özdemir and 

Çelen's (2024) study on Turkish older adults, while valuable, reinforces an age-centric bias that 

marginalises younger cohorts, such as Gen Z, whose digital-native experiences require distinct 

analytical frameworks. 

1.2 Job Performance in the Workplace 

Job performance, which encompasses task execution and contextual behaviours such as 

organisational citizenship (Dåderman et al., 2020), is increasingly influenced by psychosocial 

factors. The decline in productivity following the pandemic underscores the link between 

workplace loneliness and performance. However, many studies homogenise generational 

experiences, failing to account for Gen Z's unique workplace challenges. For instance, López-

Cabarcos et al. (2022) attribute job performance to leadership styles. Cucina et al. (2018) reduce 

generational differences to simplistic comparisons, such as Gen Z's conscientiousness versus that 

of older cohorts. Such generalisations ignore Gen Z's distinct stressors, including digital overload, 

pandemic-induced anxiety (Harari et al., 2023), and a preference for "work smarter" cultures 

(Dreyer & Stojanová, 2023). Additionally, performance metrics prioritise quantitative outputs, 

sidelining qualitative factors such as psychological safety (Obrenovic et al., 2020), which is a 

critical oversight given that Gen Z places significant value on mental health and well-being (Beam 

& Kim, 2020). 

1.3 Generation Z Employees' Affective Commitment  

Affective commitment, an employee's emotional attachment to an organisation, plays a crucial role 

in workplace dynamics. However, its application to Gen Z remains problematic. While research 

links commitment to job performance (Sungu et al., 2019), most studies focus on older cohorts 

(Singh & Gupta, 2015), failing to capture Gen Z's transactional approach to workplace loyalty 

(Sidorcuka & Chesnovicka, 2017). Anh Do et al. (2023) suggest that job insecurity may drive 

commitment, yet they overlook loneliness as a critical factor. Given Gen Z's high isolation levels, 

loneliness may weaken the conventional link between commitment and performance. 

Additionally, affective commitment frameworks assume stable work environments, which may be 

ill-suited to the post-pandemic era characterised by hybrid models and gig-economy engagements. 

 

1.4 Problem Statement 

Workplace loneliness remains under-theorised despite significant economic and psychological 

consequences (Dhir et al., 2023). Defined as psychological distress resulting from unmet relational 

needs at work (Wright & Silard, 2021), it is associated with reduced creativity (Peng et al., 2017), 
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increased turnover intention (Chen et al., 2021), and higher emotional exhaustion (Anand & 

Mishra, 2019). Existing research predominantly focuses on Western contexts (Ozcelik & Barsade, 

2018), often overlooking cultural nuances. In collectivist societies like Malaysia, familial ties and 

communal values may buffer or exacerbate workplace loneliness (Sumari et al., 2020). Post-

pandemic studies highlight environmental factors, such as remote work (Chmiel, 2024); however, 

the role of meaningful social connections as moderators remains unclear. This study seeks to 

address this gap. 

Generation Z (born 1995–2012), the first fully digital-native generation, is entering the workforce 

amid significant societal and economic changes. Although digitally fluent (Abutalip et al., 2023), 

their reliance on virtual communication can limit face-to-face skills (Mahapatra et al., 2022), 

potentially increasing workplace loneliness. Their need for authenticity (Sakdiyakorn et al., 2021) 

often conflicts with traditional hierarchies, leading to disengagement, a problem worsened by 

pandemic-related mental health challenges (Governale et al., 2024). Current research often 

overlooks Gen Z's internal diversity and focuses more on intergenerational friction (Atay, 2024). 

Furthermore, their "purpose-driven" outlook (Dreyer & Stojanová, 2023) is often mistaken for 

idealism, overlooking the economic pressures that influence their career decisions. 

The Affective Theory of Social Exchange (ATSE) conceptualises workplace interactions as 

emotionally charged exchanges (Lawler, 2001), providing a useful framework for understanding 

how loneliness erodes commitment. Employees deprived of meaningful connections often 

disengage, reducing organisational effort (Cropanzano & Mitchell, 2005). However, ATSE's 

Western-centric assumptions limit its application in collectivist cultures such as Malaysia, where 

communal values may shape workplace dynamics differently. For example, while interactional 

justice has been identified as a mediator in the U.S. context (Cenkci & Bircan, 2024), cultural 

factors like mutual aid may buffer workplace loneliness in Malaysia. 

Workplace loneliness negatively impacts employee engagement, motivation, and job performance 

(Wright et al., 2006). However, its specific effects on Generation Z employees remain 

insufficiently explored. This study aims to fill this gap by examining how workplace loneliness 

influences job performance and affective commitment among Gen Z employees. Loneliness also 

weakens emotional attachment to organisations, reducing alignment with values and goals (Wax 

et al., 2022). The COVID-19 pandemic exacerbated loneliness, contributing to lower affective 

commitment, but research remains scarce on these dynamics within Gen Z populations 

(Bartholomeusz et al., 2021). 

Job performance, defined as effective role fulfilment (Pourteimour et al., 2021), tends to improve 

with stronger affective commitment (Hadi & Tentama, 2020). Given Gen Z's emphasis on 

workplace experience, pragmatism, and practicality (Aggarwal et al., 2022), it is important to 

investigate how affective commitment influences their job performance. Mediation occurs when 

an independent variable affects a dependent variable through an intermediary (Tofighi, 2023). 

Workplace loneliness is associated with reduced affective commitment, which in turn affects job 

performance (Basit & Nauman, 2023). However, the mediating role of affective commitment in 

this relationship among Gen Z employees requires empirical validation. 



Journal of Cognitive Sciences and Human Development. Vol.11(2), September 2025  

 

23 

1.5 Research Aim and Hypotheses 

This study aims to explore the direct and indirect relationships between workplace loneliness, 

employees' job performance, and affective commitment among Gen Z employees. The research 

framework of this study is presented in Figure 1 below. Additionally, based on the literature and 

problem outlined above, this study proposes the following hypotheses: 

H1: There is a negative relationship between workplace loneliness and job performance among 

Gen Z employees. 

H2: There is a significant negative relationship between workplace loneliness and affective 

commitment among Gen Z employees. 

H3: A positive relationship exists between affective commitment and job performance among Gen 

Z employees. 

H4: Affective commitment mediates the relationship between workplace loneliness and job 

performance among Gen Z employees. 

  

Figure 1. The framework of the study. 

2 METHODS 

2.1 Design 

This study employed a quantitative research approach using an online survey via Microsoft Forms 

to examine the relationship between workplace loneliness, job performance, and affective 

commitment. Quantitative methods were chosen for their structured approach, enabling statistical 

analysis of reliable and valid numerical data to identify patterns, relationships, and causality 
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(Sürücü & Maslakci, 2020). The questionnaire was disseminated through various social media 

platforms to engage Malaysian Gen Z employees (ages 18–29) with work experience. A Consent 

Information Statement ensured participant anonymity and privacy.  

2.2 Participants  

This study targeted the working Generation Z population in Malaysia. A non-probability purposive 

sampling method was employed to select participants who fit the demographic profile. 

Additionally, snowball sampling was employed to reach a broader and more diverse group, 

particularly to engage individuals who might be hesitant to discuss sensitive issues, such as 

loneliness. Snowball sampling allowed researchers to leverage personal networks to overcome the 

stigma surrounding loneliness (Dusek et al., 2015). A total of 288 participants initially participated 

in the study. After data cleaning, the final sample size consisted of 271 participants, determined 

using an online Raosoft calculator with a 90% confidence level. This sample size ensured the 

findings were both reliable and generalisable to the Gen Z workforce in Malaysia. 

2.3 Instruments 

This study utilised a five-point Likert scale across all sections, including participant demographics, 

the Loneliness at Work Scale (Wright et al., 2006), the Individual Work Performance 

Questionnaire (IWPQ) (Koopmans et al., 2014), and the Employee Affective Commitment Scale 

(Allen & Meyer, 1990). Workplace loneliness was measured using the 16-item Loneliness at Work 

Scale, divided into emotional deprivation (9 items) and social companionship (7 items). Job 

performance was assessed using the 13-item IWPQ, which covers task performance (5 items) and 

contextual performance (8 items). The researchers evaluated affective commitment using the 6-

item Employee Affective Commitment Scale, which assesses employees' emotional attachment 

and identification with their organisation.  
 

2.4 Data Screening 

Before analysis, data screening was performed to ensure accuracy and reliability, enhancing 

consistency and predictive precision (Badara & Saidin, 2014). SPSS was used to verify data, with 

items numerically coded. A two-step outlier detection process was applied. First, a Univariate 

Outliers Test using z-scores identified 14 cases exceeding the ±3.29 threshold, reducing the sample 

from 302 to 288 participants (Satari & Khalif, 2020). Next, the Mahalanobis Distance detected no 

multivariate outliers, as all values remained within the acceptable range (Dashdondov & Kim, 

2023).  

 

2.5 Reliability of the Items 

Cronbach's alpha was analysed to assess internal consistency, yielding satisfactory reliability with 

values ranging from 0.882 to 0.952. Composite reliability and outer loadings further validated the 

measurement model. Items with outer loadings below 0.5 were removed to enhance composite 

reliability and average variance extracted (AVE) (Sarstedt et al., 2021). Composite reliability 
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ranged from 0.909 to 0.953, exceeding the 0.7 threshold (Gefen et al., 2000), while AVE values 

between 0.599 and 0.627 confirmed construct validity by surpassing the 0.5 threshold (Henseler 

et al., 2015) (see Table 1). 

 Table 1. Reliability analysis results.  

Variable Cronbach's Alpha 
Composite 

Reliability (CR) 

Average Variance 

Extracted (AVE) 

Workplace Loneliness 0.952 0.953 0.621 

Job Performance 0.922 0.936 0.599 

Affective Commitment 0.882 0.909 0.627 

2.6 Validity of the Items 

The researchers conducted a pre-test with 52 participants before distributing the survey, following 

Touloumi et al. (2019), who suggested that 20–50 cases are sufficient to detect significant flaws 

in the questionnaire. Participants provided feedback on question clarity, relevance, and 

comprehension, helping to identify ambiguities and improve the questionnaire before full 

implementation. The researchers assessed discriminant validity using the Heterotrait-Monotrait 

(HTMT) Ratio and found that all values were below the recommended threshold of 1.0 (HTMT < 

1) (Hair et al., 2011), confirming the satisfactory discriminant validity of the constructs (see Table 

2). 

Table 2. Heterotrait-Monotrait (HTMT) ratio. 

Construct Affective 

Commitment 

Job  

Performance   

Workplace 

Loneliness   

Affective Commitment    
 

Job Performance   0.834   
 

Workplace Loneliness   0.990  0.800  
 

2.7 Procedure 

Prior to the full-scale distribution of the questionnaire, a pre-test was conducted to refine the survey 

instrument. This step helped to improve the validity and reliability of the data collection tool. 

Based on the pre-test results, necessary adjustments were made to ensure the clarity, relevance, 

and appropriateness of the items. Following this, the finalised questionnaire was distributed online 

to the selected participants. The data collection process aimed to gather insights into workplace 

loneliness, its impact on job performance, and the mediating role of affective commitment. 
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2.8 Data Analysis 

The data was analysed using SPSS (version 26) and PLS-SEM via SmartPLS (version 4.0). The 

analysis began with reliability and validity assessments. Descriptive statistics, including 

participant demographics and levels of workplace loneliness, job performance, and affective 

commitment, were generated in SPSS, with means and standard deviations computed. PLS-SEM 

was used to evaluate the Coefficient of Determination (R²) and predictive Relevance (Q²) and test 

all four hypotheses, including the mediating effect of affective commitment. 

3   RESULTS 

3.1 Characteristics of the Participants 

This study surveyed 288 Malaysian Gen Z employees using an online questionnaire with 

demographic questions at the beginning. The survey gathered data on gender, age, education, 

location, employment status, industry, job role, work experience, and work setting. The sample 

comprised 50.3% female and 49.7% male participants. Most participants (72.6%) were aged 18–

25. Educational qualifications included bachelor's (82.1%), diplomas (8.9%), and master's degrees 

(8.0%). The highest representation was from Selangor (37.2%). Regarding employment, 45.6% 

held mid-level roles, 15.9% were executives, and 13.2% held entry-level positions. The 

distribution of employment was as follows: 65.3% in full-time jobs, 19.5% in internships, 9.9% 

self-employed, and 8.1% in part-time roles. Most participants (58.7%) had 1–3 years of work 

experience, and most worked remotely. 

 

3.2 Levels of Workplace Loneliness, Job Performance, and Affective Commitment 

Table 3 summarises the mean and standard deviation of key variables. On a five-point Likert scale, 

workplace loneliness averaged 3.36 (SD = 0.48), indicating moderate loneliness among Malaysian 

Gen Z employees. Job performance had a mean of 3.60 (SD = 0.26), reflecting moderate 

performance, while affective commitment averaged 2.98 (SD = 0.44), suggesting a moderate 

emotional attachment to the organisation. These results indicate that all three factors exist at 

moderate levels. 

Table 3. Mean and standard deviations of the variables. 

Variables  Overall Mean Overall Standard Deviation 

Workplace Loneliness 3.36 0.48 

Job Performance 3.60 0.26 

Affective Commitment 2.98 0.44 
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3.3 Evaluation of Structural Model 

The researchers evaluated the structural model using the coefficient of determination (R²), where 

values above 0.10 indicate relationships between constructs (Sarstedt et al., 2021). Workplace 

loneliness significantly influenced affective commitment, explaining 81.6% of its variance, and 

job performance, accounting for 63.8%. Predictive relevance (Q²) was also assessed, with all 

values exceeding 0, confirming meaningful relationships among the study's constructs (Hair et al., 

2011) (see Table 4). The structural model of this study is presented in Figure 2. 

Table 4. Coefficients of determination (R2) and predictive relevance (Q2). 

Targeted Construct R² Q² 

Affective Commitment  0.816 0.812 

Job Performance  0.638 0.590 

 

Figure 2. Structural model. 

 

3.4 Hypotheses Testing 

The study examined four hypotheses on the relationships between workplace loneliness, affective 

commitment, and job performance among Gen Z employees (see Table 5). Findings revealed a 

significant negative impact of workplace loneliness on job performance (H1: β = -0.348, p = 0.005) 

and affective commitment (H2: β = -0.904, p = 0.000). Affective commitment positively 
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influenced job performance (H3: β = 0.470, p = 0.000) and mediated the link between workplace 

loneliness and job performance, showing a negative mediation effect (H4: β = -0.425, p = 0.000). 

These results underscore the critical role of workplace loneliness and affective commitment in 

shaping Gen Z employees' job performance. 

Table 5. Analysis of direct relationships and the mediator effect. 

Hypothesis Path  

relationship 

Path 

Coefficient β 

Std 

Error 

t-Values P- values Results 

H1 WPL -> JP -0.348 0.123 2.827 0.005 Supported 

H2 WPL -> AC -0.904 0.017 54.565 0.000 Supported 

H3 AC -> JP 0.470 0.122 3.850 0.000 Supported 

H4 WPL -> AC -> JP -0.425 0.110 3.860 0.000 Supported 

4 DISCUSSION 

This study found that Generation Z employees experience workplace loneliness at moderate to 

high levels. This finding aligns with prior research suggesting that, as digital natives, Gen Z 

encounters difficulties in fostering meaningful workplace connections, particularly in hybrid and 

remote work settings (Barhate & Dirani, 2022). Additionally, the findings reinforce Bu et al.'s 

(2020) argument that the pandemic intensified feelings of loneliness within this generation due to 

restricted social interactions and isolation effects that continue to linger in the post-pandemic era. 

The findings indicate moderate job performance levels, with notable differences across industries 

and work environments. These findings align with the work of Koopmans et al. (2014), which 

highlights that job performance is shaped by various individual, social, and organisational factors, 

including workplace conditions (Saidi et al., 2019), motivation (Wuryani et al., 2021), and 

emotional well-being (Obrenovic et al., 2020). The moderate job performance observed among 

Gen Z employees may stem from difficulties adapting to conventional workplace structures and 

inadequate support systems after the pandemic. This outcome is consistent with Celestin (2020), 

who found that Gen Z performs optimally in environments that reflect their core values, such as 

teamwork, inclusive decision-making, and diversity. 

The analysis showed that affective commitment among Gen Z employees was generally moderate, 

reflecting a lower emotional attachment to their organisations. This is significant, as affective 

commitment is crucial for building loyalty and reducing turnover intentions (Anh Do et al., 2023). 

Such moderate levels may stem from Gen Z's entrepreneurial mindset, openness to nontraditional 

career paths, and ability to adapt and shift between opportunities (Dreyer & Stojanová, 2023). This 

also supports Sidorcuka and Chesnovicka (2017), who found that although Gen Z values 

meaningful social ties, their workplace commitment has declined after the pandemic, as lifelong 

employment is not their main goal. 
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The analysis identified a significant negative correlation between workplace loneliness and job 

performance, indicating that higher levels of loneliness among Gen Z employees are associated 

with poorer job performance. This finding aligns with Wright and Silard (2021), who highlighted 

the detrimental impact of workplace social isolation on employee morale and productivity. This 

result also conforms to the ATSE proposition that emotional disconnection disrupts the reciprocity 

norm essential for sustained engagement and productivity. In the Malaysian context, these results 

are consistent with Samion and Rahman (2021), who found that workplace loneliness negatively 

influenced job performance among academics aged 27 to 71. Although prior research has 

emphasised generational differences in workplace behaviour (Mahmoud et al., 2021), this 

relationship persists across generations in Malaysia. Consequently, H1 is supported, confirming 

that workplace loneliness has a detrimental effect on job performance. 

The analysis further validated the hypothesis that workplace loneliness has a negative impact on 

affective commitment. The findings align with previous research, demonstrating that employees 

who experience heightened feelings of loneliness tend to exhibit weaker emotional attachment to 

their organisations. Ayazlar and Güzel (2014) emphasised that workplace loneliness erodes 

employees' emotional connections, ultimately reducing their affective commitment. These results 

highlight the necessity of cultivating a supportive work environment where employees feel valued 

and connected, which can help counteract the adverse effects of loneliness on commitment. ATSE 

also supports the erosive effect of loneliness on affective commitment. Thus, H2 is supported, 

confirming that workplace loneliness negatively influences affective commitment. 

The study also confirmed a positive relationship between affective commitment and job 

performance, aligning with ATSE and the findings of Sungu et al. (2019). Employees with more 

substantial affective commitment demonstrated higher job performance, consistent with 

Schoemmel and Jonsson's (2014) results. Prior research suggests that emotionally invested 

employees are more likely to support organisational change and actively contribute to its success. 

This study indicates that a strong emotional connection to the workplace enhances motivation, 

effort, and efficiency, particularly for Gen Z employees, who highly value their workplace 

experience (Agegnehu et al., 2022). Therefore, H3 is supported, confirming a positive association 

between affective commitment and job performance among Gen Z employees. 

The findings confirmed that affective commitment mediates the relationship between workplace 

loneliness and job performance. This result aligns with Kundi et al. (2020), who identified affective 

commitment as a significant mediator between psychological well-being and job performance. 

This study fills an existing research gap by addressing the negative psychological impact of 

loneliness. The results suggest that workplace loneliness diminishes employees' emotional 

attachment to their organisation, hindering job performance. These findings support the Affective 

Events Theory (AET), which emphasises the role of emotional connections in strengthening 

employee commitment. For instance, when employees feel supported and engage in meaningful 

internal communication, such as workplace friendships. It enhances their psychological well-

being, ultimately leading to improved job performance (Qin & Men, 2023). In contrast, a lack of 

support, social isolation, and ineffective communication can adversely affect performance 

(Bieńkowska et al., 2022; Khalid et al., 2012). Therefore, H4 is supported, aligning with Basit and 
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Nauman (2023), who also found that affective commitment is a protective factor against the 

detrimental effects of workplace loneliness. 

This study highlights that workplace loneliness negatively affects employees' emotions, sense of 

belonging, performance, and commitment, and it extends the relevance of the ATSE framework 

to Generation Z employees, whose heavy reliance on digital communication often weakens 

emotional bonds in traditional work settings. In Malaysia's collectivist culture, where emotional 

ties are deeply valued, workplace loneliness significantly impacts affective commitment and job 

performance, underscoring the need to integrate cultural dimensions into organisational strategies. 

Practically, organisations can mitigate isolation by providing job autonomy, fostering trust, 

encouraging collaboration, and creating opportunities for informal interaction through initiatives 

like peer mentorship and virtual social gatherings. In the post‑pandemic era of hybrid work, 

adopting innovative office layouts and tailored support programs is crucial to sustaining 

performance and nurturing social connections, offering insights for Generation Z and preparing 

for future generations' needs. 

However, this study's cross-sectional design and focus on Malaysian Gen Z limit generalisability, 

while the framework overlooks cultural norms, hierarchy, and power dynamics. It examines only 

affective commitment, excluding factors like gender or age. Future research should apply broader 

theories, explore generational and gender differences, and use longitudinal approaches to reveal 

how workplace loneliness evolves and shapes team dynamics and culture, enabling more targeted 

organisational interventions. 

In conclusion, this research interprets the findings through the ATSE, which asserts that 

employees' emotional and social experiences in the workplace actively shape their attitudes, 

behaviours, and performance through reciprocal exchange processes. Results indicate that 

workplace loneliness negatively affects job performance, while affective commitment mitigates 

this effect. Addressing loneliness and fostering emotional connections can improve job 

performance and create a supportive work environment.  
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