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1. Research problem

The demand-driven nature of healthcare services, particularly in nursing, frequently necessi-
tates medical professionals to engage in tasks beyond their formal job descriptions. Such ex-
traneous responsibilities may have adverse effects at both organizational and individual lev-
els, potentially leading to increased job-related stress and burnout. Studies indicate that nurs-
ing professionals face heightened occupational, social, and psychological stress due to their
duties in patient care, extended working hours, and exposure to hazards such as infectious
diseases and life-threatening situations (Easa, 2021; Talaee et al., 2021; Zhang et al., 2020).

This strain is especially evident among nurses and doctors in Egyptian hospitals, where high
levels of occupational stress have been shown to affect their psychological well-being, per-
sonal lives, and overall job performance (Kama et al., 2015; Easa, 2021; Said & EIl-Shafei,
2021).

As central social environments, government hospitals provide nurses with opportunities for
interaction with other healthcare teams and patients. While social interaction has recognized
benefits, it also poses challenges; in some cases, employees may experience intentional social
exclusion, or ostracism, defined as the extent to which a nurse perceives being excluded or
ignored by others (Said & El-Shafei, 2021). Workplace ostracism is increasingly gaining at-
tention among social researchers for its detrimental impact on organizational outcomes as
well as on individual behaviors and performance (Easa, 2021).

The Egyptian nursing sector faces serious workforce challenges, including high turnover
rates, which exacerbate the strain on an already overburdened healthcare system. A key factor
contributing to this turnover is the prevalence of negative workplace dynamics, such as work-
place loneliness—a state of social disconnection experienced even in the presence of others
(Uslu, 2021; Amarat et al., 2019). This sense of isolation, especially in a profession that relies
heavily on teamwork and emotional support, can intensify job dissatisfaction and lower nurs-
es’ commitment to their roles

Therefore, this study aims to explore the psychological and social factors influencing turnover
intentions among nurses, focusing on work alienation as a critical mediating variable. By un-
derstanding this mediating effect, healthcare administrators can develop targeted interventions
to alleviate feelings of exclusion, cultivate a supportive work culture, and ultimately reduce
turnover rates in Egypt’s nursing sector.

Depending on what is previously mentioned, a research problem can be formulate in the fol-
lowing questions:
- What is the direct effect of WL on Tls at the Governmental hospitals in Qalyubia
Governorate?
- What is the direct effect of WO on Tls at the Governmental hospitals in Qalyubia
Governorate?
- What is the direct effect of WA on Tls at the Governmental hospitals in Qalyubia
Governorate?
- Does WA play a mediating role in WL - TIs relationship?
- Does WA play a mediating role in WO - Tls relationship?

2. Hypotheses development



2.1 Relationship between workplace loneliness and work alienation

Workplace loneliness is stated as an employee's feeling of disengagement and discon-
nect from colleagues or managers at work (Wright, 2015). This evidence suggested that lone-
liness is related to reduced employees' engagement (Bowers et al., 2022). Disengaged em-
ployees have rates of anxiety, stress, emotional exhaustion and work alienation (Amarat,
2019; Ertosun & Erdilb, 2012).

In line with this view, Amarat et al. (2019) confirmed the mediating role of work al-
ienation in the effect workplace loneliness on nurses’ performance. Moreover, Deiz et al.
(2024) showed that workplace loneliness has a positive effect on work alienation, and work-
place loneliness had a mediating role in the effect of resilience on work alienation.

Thus, it seems that individuals experiencing workplace loneliness are likely to cause a
number of negative effects on the individual level such as work alienation anxiety, stress,
emotional exhaustion and depression (Amarat et al., 2019; Rokach, 2004); in the work con-
text, it influences negatively on job performance, job satisfaction and intention to leave (Ay-
tac, 2015; Demirbas & Hasit, 2016). Based on the results of previous studies, we propose the
following hypothesis:

Hypothesis (H1a): Workplace loneliness positively associated with work alienation.

2.2 Relationship between workplace ostracism and work alienation.

According to Deniz & Cimen (2022), inclusive studies have not yet investigated the
associations between WO and WA. In the literature, WO is mostly researched in linkage to
job engagement, and self-esteem (Zhang et al., 2023), stress, burnout, anxiety, depression and
knowledge hiding (Lee et al., 2022; Polat et al., 2023). However, limited focus has been di-
rected toward examining the impact of WO on WA (Deniz & Cimen, 2022; Akturk & Ye-
siltas, 2024).

The situation created in workplace environment by WO such as negative psychologi-
cal mood, mental fatigue, anxiety, emotional exhaustion and disengagement are expected in-
dividuals to be isolated from the groups to which they belong, and it indirectly leads ostra-
cized individuals to alienation (Deniz & Cimen, 2022; Akturk & Yesiltas, 2024). The findings
of a study by Deniz & Cimen (2022) suggested that WO has appositive effect on WA, While
Akturk & Yesiltas (2024) Showed that serial mediating effect of WO and WA between sea-
sonal employee leadership and turnover intention. In light of relevant literature, the hypothe-
sis developed concerning the positive association between WO and WA is as follows:

Hypothesis (H1b): Workplace ostracism positively associated with work alienation.

2.3 Relationship between workplace loneliness and turnover intentions.

Workplace loneliness is associated with various individual and organizational varia-
bles. Based on previous literature, loneliness among workers can be considered as a factor
that negatively impacts organizational citizenship behaviors and reduce social connections
(Bowers et al., 2022). In line with this, individuals whose sentimental expectation cannot be
matched in the work environment that causes entry towards loneliness feeling that contributes
to greater employee job withdrawal behaviors, which adversely impact on workforce en-
gagement and consequently higher turnover intention (Mobley et al., 1978). Compatible with
this view, many researchers such as Ozturkciftci (2021), Ertosun & Erdilb (2012) and Bowers
et al. (2022) reached results in their studies conducted with employees working at distinct or-



ganizations that confirm the positive relation between workplace loneliness and intention of
leaving employment. Based on the above review, we propose the following hypothesis:

Hypothesis (H2a): Workplace loneliness positively associated with turnover intentions.

2.4 Relationship between workplace ostracism and turnover intentions

Workplace ostracism is more unclear than other counterproductive behaviors (Sarfraz
et al., 2019), therefore, it is much more threatening and harmful to control WO than bullying,
harassment and emotional exhaustion. As a support to this approach, extent studies indicated
that WO led to higher intention to exit organization. This relationship occurs for two reasons.
First, coming from social identity theory, Kim & Ishikawa (2021) states that WO decreases
the feeling of self-esteem and self-meaning are critical motivating for organizational culture.
Second, based on job stress theory, Singh & Randhawa (2024) claimed that ostracism is an
interpersonal stressor that breaking social relations and failure in social engagement, resulting
in numerous psychological reactions such as anxiety, emotional and depression.

Few empirical studies such as Singh & Randhawa (2024) and Kim & Ishikawa (2021)
have indicated that there is a positive association between workplace ostracism and turnover
intensions. Based on the results of previous studies, we prose the following hypothesis:

Hypothesis (H2b): Workplace ostracism positively associated with turnover intentions.

2.5 Relationship between work alienation and turnover intentions.

The COR theory clarifies that the resources acquired by individual are lack or lose
may cause experience stress, negative outcomes and threatened behavioral motivation (Singh
& Randhawa, 2024). In line with this view, alienated employees sense that they unable to ob-
tain the resources such as (respect, Support or empowerment) that they appreciate (Zhao et al.,
2022). Therefore, employees may try to inhibit further lack of their psychological resources or
attempt to acquire more resources by drifting away from their job (Srivastava et al., 2024).

Alienated employees often begin searching for appropriate employment alternatives
after a while (Adams et al., 2021), as a result, it is raising social identification disputes, thus
causing higher turnover intention (Zhao et al., 2022). In connection with this theoretical con-
sideration, previous studies have also emphasized the positive influence of work alienation on
turnover intention (Zhao et al., 2022; Singh & Randhawa, 2024; Srivastava et al., 2024;
Ozturkciftci, 2021). Based on the preceding discussion we propose the following hypothesis:

Hypothesis (H3): Work alienation positively associated with turnover intentions.

2.6 The mediating role of work alienation

As discussed above, workplace loneliness, and workplace ostracism are associated with work
alienation, which in turn are associated with turnover intentions. Besides, sporadic studies re-
vealed that workplace loneliness and workplace ostracism are also associated with turnover
intentions (Singh & Randhawa, 2024; Kim & Ishikawa, 2021; Ozturkciftci, 2021; Ertosun &
Erdilb, 2012, and Bowers et al., 2022). These hypothetical associations at fit for the mediation
model furthermore, Singh & Radhawa (2024) found that WA mediates the relationship be-
tween employees' self-efficacy and their turnover intentions. A study by Amarat et al. (2019)
also revealed that work alienation played a mediating role in the effect of workplace loneli-
ness on job performance. In addition, Deniz & Cimen (2022) concluded that WA has a medi-
ating role in the effect of WO on employee voice. In the same direction, Tasneem & Uzma
(2019) found that WA mediates the association between workplace bullying and its outcomes.



The effect of workplace loneliness and workplace ostracism variables on work alienation and
turnover intentions are explained above theoretically. This proposes that becoming isolated or
lonely at work and / or feeling of excluded and ostracized leads employees to become feeling
alienated and to begin with giving up employment because of this mediating feeling of aliena-
tion. Within the context of the relations between the variables and the above-mentioned ex-
planations, the following hypotheses were formed:

Hypotheses (H4a): Work alienation has a mediating role in the effect of workplace loneliness
on turnover intentions.

Hypotheses (H4b): Work alienation has a mediating role in the effect of workplace ostracism
on turnover intentions

3. Sampling

This is a survey study through a random sampling technique, in which data were collected at
one point of time. The study population consists of all nursing staff at the Governmental hos-
pitals in Qalyubia Governorate, the Governmental hospitals in Qalyubia Governorate include
10 hospitals with 6922 nursing staff (CAMPAS, 2022 p53:55). The present study relied on
online sampling calculators, to determine the sample size, so the sample size was 377 partici-
pants. The number of complete and usable responses is 319 out of 377 responses, with a re-
sponse rate of 84.6%. Accordingly, the analysis was based on a sample of 319 responses.

4. Discussion of results

The study primarily investigates how workplace loneliness and ostracism influence nurses'
turnover intentions, specifically exploring the vital role of workplace alienation as a mediat-
ing mechanism that explains how these social stressors translate into a desire to leave the
healthcare sector.

Utilizing the Conservation of Resources (COR) theory, the research frames loneliness and
ostracism as resource-depleting stressors. It posits that when healthcare staff lose social and
emotional resources, they experience negative psychological states like alienation, eventually
seeking to preserve remaining resources by withdrawing or resigning from their positions.

The empirical findings establish a significant positive relationship between workplace lone-
liness and work alienation. This aligns with prior literature (e.g., Ozturkciftci, 2021) and con-
firms that a lack of social connection directly fuels feelings of alienation, consistent with pre-
vious models where alienation mediated the link between loneliness and job performance.

The results demonstrate a clear positive link between workplace ostracism and alienation.
This reinforces the idea that being excluded or ignored by colleagues creates a psychological
vacuum of isolation, supporting recent studies that identify ostracism as a precursor to organi-
zational alienation.

Data confirms that increased loneliness directly elevates turnover intentions among staff.
Lonely employees are significantly more likely to consider quitting, a finding that validates
hypothesis H2a and remains consistent with established organizational behavior research re-
garding social isolation and job withdrawal.



The study highlights that workplace ostracism acts as a potent driver for leaving an organi-
zation. The negative emotional detachment caused by being ostracized creates an urgent psy-
chological need to escape the current environment and seek belonging in a different profes-
sional setting.

A strong positive correlation was found between work alienation and turnover intentions.
The research suggests that the presence of alienation (the absence of basic psychological ful-
fillment) is a critical determinant of whether an employee stays or leaves, mirroring findings
In mainstream management literature.

Ultimately, the study confirms that workplace alienation serves as a "partial mediator.” It
bridges the gap between social stressors (loneliness/ostracism) and behavioral intentions
(turnover), indicating that while loneliness and ostracism directly affect the urge to leave,
their impact is significantly channeled through the feeling of being alienated from work.

5. Research recommendation

In light of the current nursing shortage and the increasing demand for healthcare services, the
study proposes the following recommendations for governmental hospitals in Qalyubia Gov-
ernorate:

- Mental Health and Workplace Harmony: Hospital administrations and nurse man-
agers should prioritize the mental health of nursing staff and foster a collaborative en-
vironment. This involves rapid conflict resolution, actively soliciting suggestions and
complaints, and involving nurses in establishing flexible work schedules.

- Training Programs and Coping Mechanisms: Human Resource Management
should implement training courses to raise awareness of strategies for coping with
workplace ostracism, loneliness, and alienation. This includes role-playing exercises
for handling challenging social situations and organizing group activities, retreats,
and competitions with symbolic rewards to strengthen social cohesion.

- Strengthening Effective Communication: Developing robust communication chan-
nels between nurses and their colleagues to mitigate negative emotional states. This
can be achieved through team-building initiatives, improving professional relation-
ships by sharing knowledge, and conducting regular workshops and seminars.

- Support Networks and Decision-Making Involvement: Nurse managers should es-
tablish support networks to enhance cooperation and integrate nurses into decision-
making processes. Key measures include fostering inter-departmental relationships
and utilizing job rotation to diversify expertise and expand professional networks.

- Reducing Work Overload and Stress: Hospital administrations must work to ex-
clude excessive occupational stressors. Recommendations include involving nurses in
scheduling work according to their health and family circumstances, establishing on-
site nurseries for their children, and providing choices between day and night shifts.

- Digitalizing complaints and Suggestion Systems: Creating dedicated digital plat-
forms (WhatsApp or Email) for receiving nurses' feedback. Essential indicators for
success include ensuring anonymity for complainants, providing timely responses,
maintaining continuous administrative engagement, and honoring individuals who
present innovative proposals.
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Singh il ae 3 Le 55 «(9AT Lualad By o Candl 8 4ud)y g asiidagy i) o) Cilaaal S
Kim & Ishikawa (2021). s& Randhawa (2024)

cJaall 0ysn &t o 4l (gpinay (lal LD g Aol cundl 8 cJaall e & iYL e Lo Ll
of N elly i (Singh & Randhawa, 2024; Zhao et al., 2022). daladl @l e Gilsy La
Aadaial) 3pslae sai Aoyl apal Jiey oLl ol ieall ailaig alee (o (puniil] Adlaity Jalall &)

Jaal) e B Bangll cre S 0 AR (8 Janll Gl (& e s danssi dsag gilall sl sl
@35 Y alaialy Ajal) elia o @y s (AT dga e daall plysn &g e (e Jaal) GSa S 2l
s A0S 0581 aas (Mg eV L aal Sujad 3 Lol agd s el &5 A ¢ ) ) L 8ytle
Y I dasagll eall aaSl S AL luhall (e sae ae Al o3 ety - 8l 138 (e 1eia el

Aglie padan CBle b Jael) GlSe

oanall dacl & Jall jaall dl 8y cduhall Ll clbags Al malall e gl
:5\:171):\153\ ddadlaa 2\:1435;1\ Gl ‘_.,—'NU ‘5‘4_9; ddasall ilaadldl FEEN ¥ g

oo el Gpag Silia ATudl @lyls) (e oy sy A yo g S dudil] dmually uladl 1
I3 gamug . plozmll Jaoall z9) 5589 (anetll 2] il Ansall (Sgimd Lslsl sllac
Slosie dgid e opodly gulid by (B Ll S el Gl ad¥) 2oy o IS (10
Al Jeadl gl ey 3 Adlady @ S1iily cealgSas s ol

Shgs malats Ao Lydull 315l 8yls) Gile (e pas CauSl Sbdly Aenyudd| molidl 2
Sl B g lly Ll salels ae o Sl bl by (o pel| Cinyat] dpmaseto 2yl
eelaisg Aiall Cadlgll &alge e coyuill " 5l9a¥ caal” Coglal o lusiul 7 Aady . il sl
Agelor¥l Lalopll susatl dse; 35lao uelar laslung dupdys >,

a3y ot sell o Aaliinay g8 Jlasl clgid eliy: Jladdl dyolgill @il jujas 3
iy« (Team Building) eall 3,8 ¢l clyalon e elds tauladl c¥laasy Sl
Aupss Silais e Ll § dylally il Jols S5 e Jeadl e

e A8 utanls panpaitll Gae e cumgtar Slall (S ASH LA el Sl Juads 4
Jg—z e e S 0t (o Seag 18N pis (B el 1Ay Gglanll bistus a8,
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(Job  adsstl yoaahl dsliw Jundiy «adduwll pludl 23K 5 Loy otll (s Juol sl
A ) SlaMall 5,515 arwgiy ol asdl JamlRotation)

Slius sl Gle Jeall g diadl alls) Gle iy Juoadl bogang slicl cayasns 5
o295 b 2l ey deeadl dslae slae] (b cna el Al i) IS e BB (L] sl
e LM 8o L oy «Joadl Hlae J515 e Jlabd Lilas y93 Adgis < ,udly Lueiall
Adladls Lo Luall Joall )16

(AT o o oluadly) 2uedy Jmlss 8L paiasns: $9lSidly ool Adll dnglaie 2ied, .6
aliI¥ (ALl Colis g Aalidl & yud| Glaus po eyl | il Aang (591804 JLidan
s Leti¥lg puuatll @aysad syand )KL KN Closal 03,839 «payedl 3,00
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