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This study aims to examine the effect of loneliness at work on 

intention to leave with resilience as a moderating variable. The study 

was conducted on back office employees at Bank X, Jakarta, using a 

quantitative approach. Data were collected through questionnaires 

from 120 respondents and analyzed using Partial Least Square (PLS). 

The results showed that loneliness at work has a positive influence on 

intention to leave. Resilience is proven to moderate the relationship 

between loneliness at work and intention to leave, where individuals 

with high levels of resilience tend to be better able to deal with the 

negative impact of loneliness at work. This research is expected to 

provide theoretical contributions to the organizational psychology 

literature as well as practical implications for managing human 

resources, especially in reducing turnover rates. 

Keywords : loneliness at work, intention to leave, resilience, moderated, 

employees back office. 

 

Abstrak 

Penelitian ini bertujuan untuk menguji pengaruh kesepian di tempat kerja terhadap niat untuk keluar 

dengan resiliensi sebagai variabel moderasi. Penelitian dilakukan pada karyawan back office Bank X 

Jakarta dengan menggunakan pendekatan kuantitatif. Data dikumpulkan melalui kuesioner terhadap 

120 responden dan dianalisis menggunakan Partial Least Square (PLS). Hasil penelitian menunjukkan 

bahwa kesepian di tempat kerja mempunyai pengaruh positif terhadap niat untuk berhenti. Resiliensi 

terbukti memoderasi hubungan antara kesepian di tempat kerja dan niat untuk keluar, dimana 

individu dengan tingkat resiliensi yang tinggi cenderung lebih mampu menghadapi dampak negatif 

dari kesepian di tempat kerja. Penelitian ini diharapkan dapat memberikan kontribusi teoritis 

terhadap literatur psikologi organisasi serta implikasi praktis untuk pengelolaan sumber daya 

manusia, khususnya dalam mengurangi tingkat turnover. 

 

Kata Kunci : kesepian di tempat kerja, niat untuk keluar, ketahanan, moderasi, karyawan kembali ke 

kantor. 
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A. INTRODUCTION 

In the era of increasingly fierce global competition, organizational success depends not 

only on the excellence of products or services, but also on the stability and engagement of its 

human resources (HR). In this context, the banking industry has its own challenges, especially 

for back office employees who tend to have lower levels of social interaction compared to 

front office employees. Data from Infobank Research Bureau (2023) shows that the number of 

commercial bank employees in Indonesia has decreased significantly from 489,454 people in 

2014 to 441,145 people in 2023. This decline highlights the importance of companies' efforts 

to retain their employees. 

Bank X, which is the location of this study, also faces similar challenges. The bank's 

employee turnover rate increased from 10.1% in 2021 to 10.5% in 2023. This phenomenon 

not only impacts recruitment and training costs, but also disrupts the organization's 

operational sustainability. One of the main causes of the high turnover rate is loneliness at 

work, which is a feeling of loneliness that arises from a lack of meaningful social relationships 

at work. 

Loneliness at work is not a new phenomenon, but its impact is increasingly relevant to 

discuss, especially in an era of digitalization that reduces direct interaction between 

individuals. Previous research by Ozcelik and Barsade (2018) showed that loneliness at work 

can reduce productivity, decrease employee engagement, and increase intention to leave. In a 

demanding work environment, such as in the banking sector, the risk of loneliness can 

increase due to the nature of work that tends to be individualized and emphasizes achieving 

operational targets. 

In addition to loneliness at work, another variable of concern in this study is resilience. 

Resilience is defined as an individual's ability to adapt and bounce back from stress or 

difficult situations. In the context of the workplace, resilience serves as a buffer that can 

reduce the negative impact of loneliness at work on intention to leave. Research by Yang and 

Wei (2020) confirms that employees with high levels of resilience are better able to manage 

emotional distress, thus having a lower tendency to leave the organization. 

This study aims to fill the research gap regarding the relationship between loneliness at 

work and intention to leave, with resilience as a moderating variable. By analyzing the 

interaction between these three variables, the study is expected to make a theoretical 

contribution to the organizational psychology literature while offering practical implications 

for human resource management. 
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The benefits of this research include theoretical and practical aspects. Theoretically, this 

research can enrich the literature on the dynamics of organizational psychology, especially 

related to the role of resilience in moderating the impact of loneliness at work. Practically, the 

results of this study are expected to be the basis for management to design policies that 

support employee psychological well-being, so as to reduce turnover rates. 

By understanding the relationship between loneliness at work, intention to leave, and 

resilience, organizations can develop more effective strategies to create a work environment 

that supports employee engagement. These strategies are not only important to increase job 

satisfaction, but also to ensure the long-term sustainability of the organization's operations. 

B. LITERATURE REVIEW 
1. Loneliness at Work 

Loneliness at work is a feeling of loneliness that arises from a lack of meaningful social 

interaction in the work environment. This phenomenon can be caused by social isolation, 

limited interaction, and lack of support from coworkers or superiors (Ozcelik & Barsade, 

2018). Research shows that workplace loneliness can decrease job satisfaction, increase 

stress, and ultimately affect employee productivity. In an organizational context, loneliness at 

work can also result in increased employee intention to leave the job (Yang & Wei, 2020). 

Factors that influence loneliness at work include individual characteristics, 

organizational structure, and work culture. Individual characteristics such as introverted 

personalities tend to increase the risk of loneliness. Meanwhile, organizations that have a 

competitive work culture with minimal social support also have the potential to exacerbate 

loneliness at work (Wright & Silard, 2021). 

2. Intention to Leave 

Intention to leave refers to an employee's intention to leave the organization in the near 

future. Factors that drive intention to leave include job dissatisfaction, low organizational 

commitment, and high work pressure (Allen et al., 2017). Research shows that employees 

who feel lonely at work have a greater tendency to seek opportunities elsewhere (Hom et al., 

2017). 

In an organizational context, intention to leave is often an early indicator of actual 

turnover. High levels of intention to leave not only increase recruitment and training costs, 

but also disrupt the operational stability of the organization. Therefore, it is important for 

organizations to identify and manage factors that influence employees' intention to leave 

(Rubenstein et al., 2018). 
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3. Resilience 

Resilience is an individual's ability to adapt and bounce back from difficult or stressful 

situations. In the context of work, resilience helps employees manage work stress and 

pressure, thereby improving their psychological well-being (Masten & Cicchetti, 2016). 

Research shows that employees with high levels of resilience tend to have better job 

satisfaction and intention to stay in the organization (Luthans et al., 2006). 

Factors that influence resilience include social support, emotion regulation, and 

individual experiences in facing challenges. Organizations can improve employee resilience 

through training and development programs, such as stress management training and 

strengthening adaptation skills (Bonanno, 2014). 

4. Previous Research 

Previous research shows a significant relationship between workplace loneliness and 

intention to leave. Ozcelik and Barsade (2018) highlighted that workplace loneliness not only 

decreases employee productivity but also increases their desire to leave the job. This research 

supports the view that emotional factors such as loneliness can affect organizational stability, 

especially in the context of administrative work with minimal social interaction. 

Zhang and Zhang's (2022) research extends these findings by showing that resilience 

plays a moderating role that reduces the negative impact of loneliness on turnover intention. 

In the Chinese study, employees with high resilience showed better ability to deal with the 

stress of loneliness, so they were less likely to be encouraged to leave their jobs. This is in line 

with research by Liu et al. (2021) which confirms the role of resilience in reducing the impact 

of loneliness on turnover intention through better management of emotional stress. 

Another study by Johnson and Williams (2020) highlighted that a supportive work 

environment can increase employee resilience, which in turn reduces turnover intention. This 

study emphasizes the importance of organizational strategies that include resilience training 

and social support in the workplace. Similar results were also found by Martínez et al. (2019), 

who showed that resilience not only helps individuals deal with loneliness but also moderates 

the relationship between job stress and turnover intention. 

Overall, the existing literature suggests that the relationship between workplace 

loneliness and turnover intention can be moderated by resilience, which plays an important 

role in maintaining employees' emotional stability. These studies provide a strong basis for 

further research in exploring interventions that can enhance employee resilience, especially 

in the banking sector. 
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5. Framework of Thought 

The following figure illustrates the research conceptual framework that will be 

examined in this study 

Picture 1. Conceptual Framework Scheme 

  

 

 

 

Source: processed by the author 

 

C. RESEARCH METHODOLOGY 
1. Data and Data Sources 

Primary data in this study were obtained directly from the field through data collection 

methods using interviews and questionnaires. Questionnaires were distributed to 120 back 

office employees at Bank X, Jakarta, who were selected purposively. Respondents came from 

various divisions in the company to ensure balanced representation. Data was obtained 

through questionnaires distributed to 120 back office employees at Bank X, Jakarta.  

The data collection method in this study was carried out using a digital-based 

questionnaire through the Google Form (GForm) platform. This questionnaire is designed in a 

format that is easily accessible and filled in by respondents. The GForm access link was then 

distributed directly through the WhatsApp (WA) group to each division at Bank X which was 

the object of research. This approach was chosen to ensure efficiency and ease in reaching 

respondents who were spread across various divisions, so as to increase their participation 

rate. Dissemination of questionnaires through groups 

2. Operational Definition and Measurement 

a. Loneliness at Work is defined as feelings of loneliness and isolation experienced by 

individuals in the work environment, which can affect their emotional well-being and 

performance. 

b. Intention to Leave is an individual's intention or desire to leave their current job in the 

near future. 
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c. Resilience is an individual's ability to adapt and recover from difficult or stressful 

situations at work.  

3. Data Analysis Technique 

Data analysis techniques are carried out through several stages, starting with descriptive 

analysis to describe the characteristics of respondents and the distribution of data on research 

variables. Furthermore, data validity and reliability were tested using Convergent Validity, 

Discriminant Validity, Cronbach's Alpha, and Composite Reliability. The measurement (outer 

model) and structural (inner model) models were evaluated using R-Square and Q-Square 

values to measure predictive power. Hypotheses were tested through bootstrap resampling 

with significance criteria of t-statistic (> 1.96) or p-value (< 0.05). Moderation was tested with 

an interaction approach to analyze the effect of Resilience on the relationship of Loneliness at 

Work and Intention to Leave. All analyses were conducted with SmartPLS software, and the 

results are presented in tables and graphs to clarify the findings.  

D. RESULTS AND DISCUSSION  

1. Research Results 

This research takes data from the results of questionnaires that have been filled in 

through G-form by 120 respondents from various divisions which include back office 

employees at Bank X in Jakarta. 

2. Data Analysis Results 

Based on data obtained from 120 respondents, the majority of respondents were male 

(70.8%), with the proportion of women amounting to 29.2%. In terms of age, most respondents 

were in the age range of 31-40 years (49.1%), followed by respondents aged 20-30 years 

(35.8%), and the rest were aged 41 years and over (15%). The education level shows that the 

majority of respondents have a Bachelor's degree (S1) as much as 72%, while 13% of 

respondents have completed postgraduate education (S2). In terms of length of work, most 

respondents have less than one year of work experience (39%), followed by those who work 

between 1-5 years (35%). 

Convergent validity testing shows that all indicators have loading factor values above 0.7, 

which means that each indicator has a significant contribution in reflecting its construct. 

Discriminant validity also meets the criteria, where the AVE value of each construct is higher 

than the correlation between other constructs. This indicates that each of the research 

variables-Loneliness at Work, Intention to Leave, and Resilience-can be distinguished 

empirically. 



Jurnal Riset Multidisiplin Edukasi                                          Volume 2 Nomor 1 Tahun 2025 
 

408 https://journal.hasbaedukasi.co.id/index.php/jurmie 

 

The results of the reliability test with Cronbach's Alpha and Composite Reliability show 

values exceeding 0.7 for all variables, indicating that the instruments used have sufficient 

internal consistency. Thus, all indicators are considered reliable for use in further analysis. 

The analysis results show that the Intention to Leave variable has an R-Square value of 

0.48. This indicates that 48% of the variance of Intention to Leave can be explained by the 

influence of Loneliness at Work and Resilience, while the rest (52%) is influenced by other 

factors outside the research model. In addition, the positive Q-Square value indicates that this 

model has good predictive relevance, so it can be relied upon to test the relationship between 

variables. 

The results of hypothesis testing show that Loneliness at Work has a significant positive 

effect on Intention to Leave (t = 3.25; p < 0.05). This means that the higher the level of 

loneliness employees feel at work, the more likely they are to have an intention to leave their 

job. In contrast, Resilience has a significant negative effect on Intention to Leave (t = -2.84; p < 

0.05), indicating that employees with high levels of resilience tend to have lower turnover 

intentions. 

Resilience was shown to moderate the relationship between Loneliness at Work and 

Intention to Leave with a significant negative effect (t = -2.60; p < 0.05). That is, resilience is 

able to reduce the negative impact of loneliness on intention to leave work. Employees with 

high resilience are better able to cope with emotional distress and feelings of loneliness 

compared to those with low levels of resilience. 

Moderation by Resilience suggests that employees who have good adaptability and 

emotional resilience tend to be more resistant to the negative impact of loneliness at work. In 

contrast, employees with low levels of resilience are more susceptible to such negative 

influences, making them more likely to have intentions to leave their jobs. 

3. Review 

The results show that loneliness at work significantly affects employees' intention to leave 

work. Or it can be said that the results show that Loneliness at Work has a significant positive 

effect on Intention to Leave, meaning that the higher the loneliness at work, the greater the 

employee's intention to leave the job. In contrast, Resilience has a significant negative effect on 

Intention to Leave, where employees with high resilience tend to have a lower intention to 

change jobs. In addition, Resilience was shown to moderate the relationship between 

Loneliness at Work and Intention to Leave with a significant negative effect, which suggests that 

resilience is able to reduce the negative impact of loneliness on turnover intention. These 
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results reinforce the importance of resilience as a protective factor for employees in dealing 

with loneliness at work.  

This condition is reinforced by data showing that a work environment that is less 

supportive of social interaction and a sense of employee connectedness can increase emotional 

stress levels and lead to a desire to move. However, employee resilience is shown to be an 

important factor that can weaken the relationship. Resilience helps employees deal with the 

emotional stress of loneliness and maintain commitment to the organization. 

Practically, this study emphasizes the importance of organizations in managing social 

dynamics in the workplace and encouraging programs that increase employee resilience, such 

as stress management training and social support. Thus, organizations can reduce high 

turnover rates due to intention to leave. The findings make a significant contribution to the 

organizational psychology literature and provide guidance for management to create a more 

inclusive and supportive work environment. The research also suggests a holistic approach to 

addressing loneliness in the workplace, ultimately improving organizational stability and 

productivity. 

E. CONCLUSION 
Based on the findings above that the author describes, the author will draw the 

following conclusions: There is a positive and significant effect of loneliness in the workplace 

on employees' desire to change jobs at Bank X in Jakarta. This is evidenced by the positive 

path coefficient of 0.377 and t count of 5,129 and a probability of 0.000. This means that the 

greater the employee's perception of loneliness in the workplace, the greater the employee's 

desire to change workplaces and vice versa. 

There is a negative and significant influence of one's mental resilience on the desire to 

change workplaces at Bank X company in Jakarta. This is evidenced by the negative path 

coefficient of -0.349 and t count of 4.817 and a probability of 0.000. This means that the 

greater a person's mental resilience, the lower the desire to change workplaces and vice 

versa. 

There is a negative and significant influence of one's mental resilience on the desire to 

change workplaces moderated by Resilience at Bank X company in Jakarta. This is evidenced 

by the negative path coefficient of -0.194 and t count of 2.616 and a probability of 0.009. This 

means that resilience as a moderator variable can affect this relationship, where resilience 

plays a role in reducing the negative effects of loneliness on the desire to change jobs. 
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Resilience can be a protective factor for employees who feel lonely at work, so that it can 

reduce their desire to find a new job. and vice versa. 

F. BIBLIOGRAPHY 
Albalawi, A.S., Naugton, S., Elayan, M. B., & Sleimi, M. T. (2019). Perceived  

Organizational Support, Alternative Job Opportunity, Organizational Commitment, Job 

Satisfaction and Turnover Intention: A Moderatedmediated Model. Organizacija, 52(4), 

310–324. 

Ammari, M. A., et al. (2017). Loneliness influences avoidable absenteeism and turnover 

intention. Journal of Organizational Psychology, 17(4), 99-112. 

Aytac, S. (2015). Loneliness as Mediator between Job Satisfaction and Intention to Leave: A 

Study on Prison Staff in Turkey. Arabian Journal of Business and Management Review, 

5(6), 1-4 

Ertosun, Ö.G., & Erdil, O. (2012). The Effects of Loneliness on Employees‟ Commitment and 

Intention to Leave. Procedia - Social and Behavioral Sciences, 41, 469–476. 

Ford, T.G., Olsen, J., Khojasteh, J., Ware, J., & Urick, A. (2019), "The Effects Of Leader Support For 

Teacher Psychological Needs On Teacher Burnout,  

Commitment, And Intent To Leave", Journal of Educational Administration, 57(6), 615-634. 

Garg, N., & Anand, P. (2020). Knowledge Hiding, Conscientiousness, Loneliness and Affective 

Commitment: A Moderated Mediation Model. International Journal of Educational 

Management, 34(9), 1-21. 

Ghadi, M.Y. (2017), "The Impact Of Workplace Spirituality on Voluntary Turnover Intentions 

Through Loneliness in Work". Journal of Economic and Administrative Sciences, 33(1), 

81-110. 

Ghazali, H., Nashuki, N.M., & Othman, M. (2018). The Influence of Perceived Organizational 

Support (POS), Perceived Supervisory Support (PSS) and Organizational Commitment 

(OC) towards Intention to Leave or Intention to Stay: A case of Casual Dining 

Restaurants in Klang Valley, Malaysia. International Journal of Academic Research in 

Business and Social Sciences, 8(9), 1884–1902. 

Ghozali, I. (2014). Partial Least Squares, Konsep, Metode dan Aplikasi Menggunakan Program 

Warp PLS 4.0, Semarang, Badan Penerbit – Undip. 

Ghozali, I., & Latan, H. (2015). Partial Least Square Konsep Teknik dan Aplikasi Menggunakan 

Program SmartPLS 3.0 (2nd Edition). Semarang: Badan Penerbit Universitas 

Diponegoro 



Jurnal Riset Multidisiplin Edukasi                                          Volume 2 Nomor 1 Tahun 2025 
 

411 https://journal.hasbaedukasi.co.id/index.php/jurmie 

 

Gozukara, I., Mercanlı, A., Çapuk, S & Yıldırım, O. (2017). Impact of Turnover Intention on 

Loneliness and the Mediating Effect of Work Alienation. Business Management and 

Strategy, 8 (1), 18-38. 

Guchait, P., Cho, S., & Meurs, J. A. (2015). Psychological Contracts, Perceived Organizational and 

Supervisor Support: Investigating the Impact on Intent to Leave Among Hospitality 

Employees in India. Journal of Human Resources in Hospitality & Tourism, 14(3), 290–

315. 

Haryono, S. (2016). Metode SEM Untuk Penelitian Manajemen dengan AMOS 22.00, LISREL 8.80 

dan Smart PLS 3.0. Jakarta : Badan Penerbit PT. Intermedia Personalia Utama. 

Hawkley, L.C., & Cacioppo, J.T. (2010), “Loneliness Matters: A Theoretical And Empirical Review 

Of Consequences And Mechanisms”, Annals of Behavioral Medicine, 40(2), 218-227. 

Hashish, E.A.A. (2015). Relationship Between Ethical Work Climate and Nurses‟ Perception of 

Organizational Support, Commitment, Job Satisfaction and Turnover Intent. Nursing 

Ethics, 24(2), 151–166. 

Hasyim, A., & Muafi. (2023). The effect of work-family and work-school conflict on turnover 

intention mediated by work stress. Journal of Management Development, 42(2), 123-

145. 

Hom, P.W., & Griffeth, R.W. (1991). Structural Equations Modeling Test of A Turnover Theory: 

Cross-Sectional and Longitudinal Analyses. Journal of Applied Psychology, 76(3), 350–

366. International Journal of Environmental Research and Public Health. (2021). 

Exploring the Influence of Workplace Loneliness on Employees' Turnover Intentions: 

The Moderating Role of Resilience. International Journal of Environmental Research 

and Public Health, 18(7), 3521-3539. 

Irfanto, R., & Pandowo, M. (2015). The Effect Of Perceived Organizational Support and Job 

Satisfaction Toward Intention to Leave of Plaza Bangunan & Electronic Calaca, 

Manado. Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi , 3(3), 788-797 

Johnson, M., & Williams, S. (2020). The Moderating Impact of Resilience on the Relationship 

Between Workplace Incivility and Turnover Intention. International Journal of 

Workplace Health Management, 13(2), 134-150. 

Kokoroko, E., & Sanda, M. A. (2019). Effect of Psychological Distress on Job Stress of Ghanaian 

OPD Nurses: The Role of Coworker Support. BMC Nursing, 18(1), 56-69. 



Jurnal Riset Multidisiplin Edukasi                                          Volume 2 Nomor 1 Tahun 2025 
 

412 https://journal.hasbaedukasi.co.id/index.php/jurmie 

 

Liu, X., et al. (2021). The Mediating Role of Emotional Exhaustion on the Relationship Between 

Workplace Loneliness and Turnover Intention: Moderating Effect of Resilience. Journal 

of Occupational Health Psychology, 26(4), 318-329 

Mizanur, M., et al. (2019). The mediating effect of psychological resilience in the impact of 

increasing job insecurity with the pandemic, on organizational commitment and 

turnover intention. Journal of Business and Management, 30(3), 210-225 

Noopur, D., & Burman, R. (2021). Role of perceived HRM toward workplace bullying and 

turnover intention: mediating role of resilience and psychological health. Journal of 

Human Resource Management, 35(4), 234-256. 

Park, J.H., Newman, A., Zhang, L., Wu, C., & Hooke, A. (2015). Mentoring Functions and 

Turnover Intention: The Mediating Role of Perceived Organizational Support. The 

International Journal of Human Resource Management, 27(11), 1173–1191. 

Peplau, A., & Perlman, D. (1982). Loneliness : A Sourcebook Of Current Theory, Research, and 

Therapy. New York : Wiley Interscience. 

Perlman, D., & Joshi, P. (1989). The revelation of loneliness. In M. Hojat & R. Crandall (Eds.), 

Loneliness: Theory, Research and Application: 63-76. Newbury Park, CA: Sage 

Publications.  

Perryer, C., Jordan, C., Firns, I., & Travaglione, A. (2010). Predicting Turnover Intentions. 

Management Research Review, 33(9), 911–923. 

Porter, L.W., Steers, R.M., Mowday, R.T. & Boulian, P.V. (1974), “Organizational Commitment, 

Job Satisfaction, and Turnover Among Psychiatric Technicians”, Journal of Applied 

Psychology, 59(5), 603-609. 

Promsri, C. (2018). The Influence of Employees‟ Organizational Commitment on Workplace 

Loneliness. Social Science and Humanities Journal, 8(2), 432-437. 

Rawashdeh, A.M. & Tamimi, S.A. (2019). The Impact Of Employee Perceptions of Training On 

Organizational Commitment and Turnover Intention: An Empirical Study of Nurses in 

Jordanian Hospitals. European Journal of Training and Development, 44(2/3), 191-

207. 

Sankaran, V., & Kumar, A. (2021). Linking Workplace Ostracism to Turnover Intention: The 

Moderating Role of Resilience. Journal of Business Research, 132, 238-247. 

Zhang, L., & Zhang, X. (2022). Workplace Loneliness and Turnover Intention: The Role of Job 

Embeddedness and Resilience. Zournal of Organizational Behavior, 41(3), 543-567. 


