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Why ArePeople Still Lonely’at Work?

Five findings ﬁvm‘éurmnt research on workplace loneliness, connection, leddeﬁhip, and culture

Current research treats workplace loneliness as more than a remote-work or proximity problem. Loneliness reflects a mismatch between the
relationships people have and the relationships they need. Relational quality, leadership, work design, peer connection, information sharing, and the
culture people experience all matter.

o Loneliness is not the same thing as being alone. WHAT THIS MEANS

A systematic review and meta-analysis found workplace loneliness associated with lower job performance FO R LEADERS
and satisfaction, poorer worker-manager relationships, and greater bumout. The construct is relational and

subjective, not simply physical isolation.

Sonrce: Bryan et al. (2024)

Stop using attendance as a proxy for belonging.

Being in the building, meeting, call, or
“ event tells us little about whether
Remote work creates both resources and risks. g
relationships meet people s needs.
A meta-analysis found two opposing pathways associated with remote-work intensity: greater autonomy and
greater isolation. Changing location alone does not resolve the relational problem. - o
; Design connection into the work.
Source: Gajendran et al. (z024)
Shared problem solving, reciprocal help,
mentoring, onboarding, and meaningful
interdependence create legitimate reasons
to relate.

o Leadership and conversation quality matter.

Empowering leadership was associated with lower workplace loneliness, with role-breadth self-efficacy and
the quality of leader-member conversations playing important roles.
Source: Hou €3 Cai (2024)

Improve conversation quality, not just frequency.

More messages and meetings do not
necessarily create more trust, voice, or
understanding.

Look for the periphery.

Newcomers, remote staff, highly
independent roles, senior leaders, and
people across locations may need

o Peer relationships cannot be replaced by brand identification.

High-quality team-member relationships were associated with less workplace loneliness. Identification with different relational supports.
the organization did not substitute for the quality of peer relationships in the way researchers hypothesized.
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Soloxlaliele e KnivpEnberyiava.] Treat loneliness as organizational information.

Persistent disconnection may signal
problems in work design, leadership,
inclusion, information flow, or everyday
culture.

o Culture is learned from repeated experience.

Current culture-climate scholarship emphasizes what people infer from organizational decisions, actions,
practices, norms, and priorities - not only the values an organization formally espouses.
Sonrce: Schneider et al. (2026)

Proximity is not belonging.

b Stronger connections.
N | ELK WILLOW CONSULTING Szmnger wganizz‘niom. elkwi]lowconsufting.ca
» KunquLiv: Ideas For an Inspired Future Beﬁer‘ﬂ,grnrm -for (d[ From the Blog

* P



4 FROM THE BLOG
search Snapshot - Lmd;rsb’@ Applimfian f

Belonging becomes more ;relz::zble wben ever yddy work repeatedly gives people reasons amd permission to connect.

BUILD INTO THE WORK

@ Meaningful one-to-one conversations.

Shared problem solving and reciprocal help.

@ Onboarding that creates real relationships, not only
information transfer.

@ Mentoring and peer support.

@ Access to information and opportunities before decisions are
final.

@ Workthat makes people useful to one another.

ONE USEFUL LEADERSHIP PRACTICE

WATCH FOR THE SUBSTITUTE

@ More office days without better relationships.

More communication without better conversation.

@ Social events carrying the relational weight of the whole
culture.

® Values campaigns that daily routines contradict.

@ Belonging initiatives that place responsibility back on lonely
employees.

@ Organizational loyalty being mistaken for human connection.

Ask two story questions: Tell me about a time you really felt you belonged here. Then: Tell me about a time you felt alone here - even though you
were surrounded by colleagues. Listen for the routines, relationships, decisions, and moments that make connection more or less likely.
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Stronger connections.
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