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Introduction: Based on social identity theory, by introducing organizational

identification as mediating variable and identification orientation as moderating

variable, this paper studies the influence mechanism and impacting boundary of

workplace isolation on employee fatigue and turnover intention.

Methods: Based on logic relationship, seven basic hypotheses are put forward

to construct the theoretical model of the problem. Based on the 300 e�ective

questionnaires being obtained from employees in Mainland China, the empirical

investigation adopts the three-phase lag time design. By regression analysis and

bootstrap test.

Results: (1) Workplace isolation has a significant positive e�ect on employee’s

work fatigue; (2)Workplace isolation has a significant positive e�ect on employee’s

turnover intention; (3) Organizational identification plays a partial mediating role

between workplace isolation and work fatigue; (4) Organizational identification

plays a partial mediating role between workplace isolation and employee’s

turnover intention; (5) Employee identification orientation negatively moderates

the relationship between workplace isolation and organizational identification,

that is to say, the higher the degree of identification orientation, themore inhibited

the negative impact of workplace isolation on organizational identification; (6)

Employee identification orientation has a negative moderating e�ect, namely,

compared with the low degree of employee identification orientation, the higher

the employee identification orientation, the positive e�ect of workplace isolation

on work fatigue and turnover intention through organizational identification

become weaker.

Discussion: Understanding these influencing mechanisms will have a great

influence on guiding managers to mitigate the negative e�ects of “workplace

isolation” in practice and improve the work e�ciency of employees.

KEYWORDS

workplace isolation, organizational identification, identificationorientation,work fatigue,

turnover intention (TI)

1. Introduction

The global spread and normalization of COVID-19 have had a huge impact
on people’s work and life (1, 2), and “isolation” has also frequently appeared in
different parts of society (3). In recent years, the management domain closely concerns
another “isolation” belonging to the professional category of workplace form, which
is quite different from the former “isolation.” With the rapid economic growth, the
overall quality of workers in the whole society has improved while the competition
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in the workplace has increased and the interpersonal conflicts
frequently occur. Especially, the “workplace isolation” became
common and leads to increasingly serious management and social
problems (4). In the United States, a survey of 262 employees in the
workplace showed that 69% of employees believed that they were
excluded and isolated by their leaders or colleagues during work
(5); In China, a survey lasting 1 month conducted by a recruitment
company on more than 10,000 current employees showed that
nearly half of the employees believed that they had been isolated
and excluded at work (6).

Under the Chinese organizational culture, workplace isolation
is more reflected in cold violence due to the deep influence
of traditional cultural concepts such as authority worship and
the implicit and introverted life belief (6). Besides, workplace
destructive behaviors are more in the form of implicit and indirect
mental abuse (7), such as workplace gossip (8), and workplace
isolation (7). In foreign workplaces, workplace isolation is more
reflected in fierce violence based on the universal value of facing
directly (9). Most destructive behaviors in the workplace involve
direct physical conflicts (7), such as workplace aggression (10),
workplace victimization (11).

The study of workplace destructive behavior in China should
start from the cold violence in the workplace, such as exclusion
and isolation. In the past, studies on workplace cold violence
mostly focused on workplace exclusion (12–16). As a more hidden
conflict than workplace exclusion, there are less researches on
workplace isolation (4). Only a few papers involve the impact
of workplace isolation on employees’ active production behavior,
such as lowering job performance (7, 12), reducing job satisfaction
(7), suppressing employees’ innovative behavior and narrowing
teamwork (4).

Workplace isolation refers to the psychological construct
including organizational isolation and colleague isolation perceived
by employees, which lack of support from colleagues and superiors,
and lack of social and emotional interaction opportunities with
team members (7). In short, workplace isolation refers to
employees’ psychological perception of their organization, which
is formed due to the lack of support from colleagues and leaders
for work, as well as the lack of social and emotional interaction
with team members. In addition, the overall impact of workplace
isolation on employees’ negative behavior has not been studied
so far. As we all know, employees’ negative behavior will bring
further destructive effects to the organization, such as reducing the
morale of organization members and affecting the development of
the organization. The direct impact of employees’ negative behavior
comes from two aspects, namely work fatigue and turnover
intention. Firstly, if employees feel extreme fatigue, their functional
ability will be diminished. The negative effects are reflected in both
the reduction of individual work efficiency and job satisfaction
(14), and lead to negative or deferred response to work (17).
Secondly, when employees are dissatisfied or feel frustrated in
expectations, they will have the idea of leaving the organization
(18), which will lead to the brain drain of the organization, lower
the positivity of the organization, and damage the performance of
the organization (19).

To sum up, this paper uses work fatigue and turnover
intention as indicators to measure employees’ negative
behavior, and uses social identity theory as a guide to explore

the mechanism of the negative effects exerted by workplace
isolation. As mentioned above, this paper is intended to
supplement the theory that is relatively neglected in this
research field.

2. Theoretical framework

According to social identity theory, individuals derive their self-
image from the social category they belong to Tajfel and Turner
(20, 21). Therefore, employees will feel that they are not accepted
by the organization because of workplace isolation, so they cannot
integrate themselves into the organization, and it is difficult for
them to become a member of the organization, which will reduce
the identification of the organization. Naturally, if employees have
to work when they have a low sense of organizational identification
and can’t be accepted by the organization, it will result in work
fatigue (22), which will trigger employees’ turnover intention
for a long time. In addition, individual behavior is determined
by the organizational environment where they are located and
their own internal characteristics (23). So, employees’ negative
behaviors, such as work fatigue and even resignation, are affected
by the organizational environment and their own characteristics.
On the one hand, employees are affected by work isolation.
This unaccepted and excluded organizational environment affects
employees’ positivity to integrate emotionally, which leads to
negative work behaviors. On the other hand, employees’ own
characteristics will also affect their work behavior. According to
the self-identity orientation theory (24), employees’ identification
orientation is an individual preferred personality trait defined by
themself, which will affect the perception and interpretation of
external information (25). Employees’ identification orientation
is characterized by meeting personal needs and achieving self-
improvement (26). Although workplace isolation makes it difficult
for employees to integrate into the organization at the level
of organizational environment, employees’ self-defined preferred
identification orientation can help employees generate recognition
of the organization with their own characteristics and inhibit the
occurrence of work fatigue and turnover intention.

In view of this, we explore the impact mechanism of workplace
isolation on employees’ negative behavior from the dual perspective
of organizational environment and individual characteristics, and
focus on three following issues. (1) the impact of workplace
isolation on employees’ work fatigue and turnover intention
from the aspect of organizational environment. (2) the mediating
effect of organizational identification when workplace isolation
affects work fatigue and turnover intention based on social
identity theory. (3) the moderating role and impact boundary
of employee identification orientation from the perspective of
individual characteristics.

3. Theoretical hypotheses

3.1. Workplace isolation and work fatigue

The characteristics of workplace isolation are as follows. Firstly,
when employees are working, they need to invest more resources
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to complete task. But they feel tired because they are isolated by
the organization and colleagues. Secondly, the essence of workplace
isolation stems from the lack of emotion and opportunity between
colleagues (7). Without communication objects, employees lack
emotional communication and catharsis leads to employees’
depression. At the same time, employees feel helpless and exhausted
in the face of work tasks (27); Thirdly, employees isolated by
the organization cannot access core tasks, core personnel and
core technologies (4). Due to the inability to find core personnel
and learn core technologies, their ability to solve problems are
limited, and they often feel helpless and hopeless, which then
leads to work fatigue. Fourthly, workplace isolation usually leads
to unfair treatment, such as unequal development opportunities,
remuneration and promotion opportunities. Even if work harder
and study more actively, isolated employees may still receive
unequal treatment, which will make employees feel disappointed,
generate negative thoughts, and increase their sense of work
fatigue; Fifthly, for individuals, intimacy can predict individual
health and wellbeing, while loneliness and isolation are more likely
to make individuals experience health problems such as stress,
anxiety and fatigue (28). Isolated employees are more likely to
experience frustration, powerlessness, lack of opportunities for
career development in the future, so they will lose work initiative,
which result in work fatigue (29); Finally, isolation will infect
and influence each other among employees, resulting in egative
behavior of the organization team. Based on the above analyses, this
paper proposes the first hypothesis:

Hypothesis 1: workplace isolation has a significantly positive

impact on employees’ work fatigue.

3.2. Workplace isolation and turnover
intention

Turnover intention refers to the intention to leave the
organization of employees for various reasons after working in
the organization for a period of time (30). Firstly, due to the
lack of cooperation with supervisors and colleagues, employees
have to complete tasks without help and guidance, which leads
to employees’ turnover intention. Secondly, when encountering
difficulties at work, employees suffering workplace isolation have
no colleagues to communicate and can’t get rid of their bad
mood, which will inevitably lead to negative work attitude
and turnover intention (31). Thirdly, workplace isolation will
make employees fail to integrate into colleagues and teams,
resulting in interpersonal alienation. The isolated employees will
subconsciously keep distance from their colleagues or teams and
lack the sense of belonging, resulting in the idea of resignation (32).
Finally, workplace isolation accompanies unfair treatment. When
employees feel treated unfairly, they will have the idea of leaving
the organization (33). At the same time, isolated employees are
unwilling or don’t dare to express their ideas, and ignored during
group decisions, which will also give rise to the leaving tendency
of employees.

The isolation employees facing in the workplace are not only
the subjective intentional isolation of their colleagues and leaders
at work, but also the unintentional exclusion in the organization

(4). On the one hand, this intentional and unintentional exclusion
makes employees feel abandoned by the mainstream group
psychologically. In order to vent their bad mood, employees
may leave the organization. On the other hand, employees who
affected by isolation are facing the risk of losing resources (positive
emotions, self-efficiency). In order to avoid the loss of resources,
employees will also have turnover intention. In view of this, this
paper proposes the second hypothesis:

Hypothesis 2: workplace isolation has a significantly positive

impact on employee turnover intention.

3.3. The mediating role of organizational
identification

Organizational identification is a kind of perception belonging
to the organization, whichmeans that individuals define themselves
as a member of the organization (34). According to the social
identity theory, organizational identification is a special form of
social identification. Individuals often need to obtain self-concept
from the positioning of the relationship with the organization
and others (6, 21). The most critical way to obtain self-concept
for employees is the external identification (21). If employees are
isolated by other members of the organization, they will feel that
they are not accepted by the organization, which will reduce the
organizational identification and distort their self-awareness.

Workplace isolation will inhibit employees’ organizational
identification, mainly because workplace isolation will pose a threat
to people’s basic needs. First, workplace isolation affects people’s
need to belongings. Human beings are certain kind of social
animals who want to belong to certain groups or organizations
and maintain certain social connections (35). Due to the lack
of communication and emotional exchange, workplace isolation
blocks the social contact between isolated employees and others,
thus undermining people’s need for belonging. Second, workplace
isolation affects people’s need to self-esteem. Self-esteem is an
important factor for individuals to generate and maintain positive
emotions (36). Workplace isolation makes isolated employees
unwelcome due to the lack of support from colleagues and
leaders. Because of being despised and neglected by others and
organizations, isolated employees’ positive emotions, like self-
confidence, wellbeing and self-esteem, will be damaged. Third,
workplace isolation affects people’s need to control. People want
to maintain a certain control over the surrounding to reduce the
impact of environmental uncertainty on them (37). Workplace
isolation affects the isolated employees’ sense of control over
interpersonal interaction. Isolated employees are difficult to get
support and response from others and cannot meet their own
control needs. Fourth, workplace isolation affects people’s need to
meaningful existence (6, 38). Workplace isolation deprives isolated
employees of the meaningful existence within the organization.
Because isolated employees normally have no access to core tasks
and key leaders, they feel themself unnecessary and insignificant
in the organization. Obviously, workplace isolation cannot meet
employees’ needs for belonging, self-esteem, control and existence,
which will weaken employees’ sense of identification with the
organization. In addition, the decline of employees’ organizational
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identification will lead to their negative emotions toward work and
turnover intention (39).

If employees’ organizational identification is threatened,
employees’ emotional connection to the organization will be
destroyed, and employees’ overall awareness of organizational
relevance will be reduced (40, 41). In this working state, employees
try to leave the organization and are unwilling to continue to work
hard to achieve organizational goals. Even if they decide to stay in
the organization, it is difficult for employees to devote themselves
to work and easy to feel tired. On the contrary, if an employee has
a high degree of identification with the organization, it means that
he or she has the group consciousness and believes that he or she
is an indispensable part of the organization (40). In this way, the
employee will associate organizational achievements with personal
achievements, so he or she is willing to put more efforts into it. To
achieve organization’s mission and long-term goals, he or she will
spare no effort to work.

In short, due to workplace isolation, employees cannot get the
support and guidance of colleagues or leaders at work, nor can they
get emotional communication and interpersonal interaction. They
feel it difficult to integrate into the organization and be accepted
by the organization. Isolated employees are difficult to meet the
needs of belonging, self-esteem, control and existence at work.
Without the organizational identification, they feel tired at work
and even try to leave the organization. According to these, another
two hypotheses are proposed:

Hypothesis 3: organizational identification plays a mediating

role in the relationship between workplace isolation and work

fatigue; Workplace isolation will inhibit employees’ identification

with the organization, resulting in employees’ work fatigue.

Hypothesis 4: organizational identification plays a mediating

role in the relationship between workplace isolation and

turnover intention; Workplace isolation will inhibit employees’

identification with the organization, resulting in employees’

turnover intention.

3.4. The moderating role of identification
orientation

Self-identity orientation theory (24) believes that individuals
have their own ways to obtain a sense of belonging in their
environment, and personal identification orientation is a stable
personality trait (25). Employees’ identification orientation shows
strong motivation for self-improvement (26). Although workplace
isolation reduces employees’ sense of identification with the
organization, employees can alleviate the negative impact of
workplace isolation on organizational identification through self-
improvement and self-support personality traits.

For employees with high identification orientation, they can
achieve self-improvement through proactive behavior, and then
identify with the organization during work. As intrinsic motivation,
self-improvement is an important driving factor to motivate
employees to implement positive work behavior (25). This intrinsic
motivation of self-improvement can inhibit or even offset the
low organizational identification caused by workplace isolation.
In addition, individual identification orientation can alleviate the

negative results caused by organizational inequity (42). Workplace
isolation actually originates from the unfair treatment of colleagues
and leaders. This unfair treatment makes employees unable to
integrate into the organization, which reduces employees’ sense of
identification with the organization. However, employees with high
personal identification orientation, with the intrinsic motivation of
self-improvement, are willing to seize the opportunity and prove
their ability to curb the negative impact. Therefore, we propose the
following hypothesis 5:

Hypothesis 5: identification orientation negatively moderates

the relationship between workplace isolation and organizational

identification. Namely, the stronger the identification orientation

of employees, the weaker the negative impact of workplace

isolation on organizational identification and vice versa.

3.5. The moderated mediating model

Combining the mediating effect of hypothesis 3 and 4 with the
moderating effect of Hypothesis 5, a moderated mediating model
is established. Organizational identification plays a mediating role
not only between workplace isolation and work fatigue, but also
between workplace isolation and turnover intention. However,
these mediating effects are affected by identification orientation.
Specifically, for employees with high identification orientation, the
positive effect of workplace isolation on work fatigue and turnover
intention through organizational identification will be weakened,
which leads to hypothesis 6 and hypothesis 7.

Hypothesis 6: identification orientation negatively moderates

the positive and indirect relationship between workplace isolation

and work fatigue through organizational identification. Namely,

the stronger the identification orientation of employees, the weaker

the positive indirect relationship and vice versa.

Hypothesis 7: identification orientation negatively moderates

the positive and indirect relationship between workplace isolation

and turnover intention through organizational identification.

Namely, the stronger the identification orientation of employees,

the weaker the positive indirect relationship and vice versa.

So far, organizational identification is introduced as the
mediating variable and identification orientation as the moderating
variable. According to the logical relationship, seven hypotheses are
put forward to build a theoretical model to study the impact of
workplace isolation on employees’ negative behaviors. The research
framework of this paper is as follows (Figure 1).

4. Method design and variable
measurement

4.1. Sample extraction and investigation
process

An electronic questionnaire was sent to the employees
of enterprises in Beijing, Shanghai, Guangzhou, Shenzhen,
Dongguan, Zhuhai and other regions. Before the survey, we fully
communicated with the employees, informed that there was no
right or wrong answer to all the respondents, and promised the
anonymity and confidentiality of the questionnaire. At the same
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FIGURE 1

Research framework–theoretical model.

time, in order to avoid the deviation of the common method,
the same group of people were required to fill in three parts
of questionnaire at separated three time points. Each interval
was 1 month, so the survey lasted for 3 months (from June to
August 2021).

The first part of questionnaire (time point 1: early June
2021) involved the issue of workplace isolation. Five hundred
questionnaires were distributed and 499 among those were
recovered. The second part of questionnaire (time point 2:
early July 2021) investigated employees’ identification orientation
and organizational identification. Four hundred ninety-nine
questionnaires were issued and 415 among those were recovered.
The third part of questionnaire (time point 3: early August
2021) investigated employees’ work fatigue and turnover intention.
Four hundred fifteen questionnaires were issued and 388 were
recovered. In addition, common control variables are added,
including gender, age, education level, wages, weekly working
hours, etc.

After the completion of the survey, the three parts of
questionnaires were matched according to the last four digits
of the employee’s mobile phone number, and the invalid
questionnaires without answer were eliminated. Finally, 300 valid
questionnaires were obtained from employees of enterprises in
mainland China, and the effective recovery rate was 60.12%.
In this questionnaire survey, there were 160 male employees,
accounting for 53.3% of the total, and 140 female employees,
accounting for the remaining 46.7%. Seventy-three unmarried
employees, accounting for 24.3% of the questionnaire survey;
and 227 married employees, accounting for remaining 75.7%.
The average education level of the surveyed employees is junior
college, the average age is 39.17 years, the average working period
is 4.7 years, and the average weekly working hours is 50.45 h.
Further details on the demographics of the group are shown
in Table 1.

4.2. Measuring tools

In order to ensure the reliability and validity of the
questionnaire, the existing mature measurement was used for
reference. Before the survey, according to the standard translation
and back-translation procedure (43), the questionnaire was
repeatedly proofread before issuance, and the measurement

TABLE 1 Demographic characteristics of the sample.

Variables Number Percentage

Gender

Male 160 53.3

Female 140 46.7

Marital status

Married 227 75.7

Single 74 24.3

Education

Secondary school 5 1.7

High school 65 21.7

University 200 66.7

Post-university 30 10

Age

20–29 59 19.7

30–39 99 33

40–49 92 30.7

50–59 50 16.7

Length of service (years)

1–5 198 66

6–10 101 33.7

>11 1 0.3

Mean SD

Working hours 50.5 6.9

was finally accurately translated into Chinese. In addition,
the Likert 5-point scale was used in the questionnaire (1–5
in the questionnaire respectively mean “Strongly disagree” to
“Strongly agree”).

Workplace isolation: the questionnaire compiled by Marshall
et al. (7) was used for the survey, with a total of 10 reverse questions.
For example, “when I encounter problems, I have colleagues I can
rely on”. The Cronbach’s α coefficient is 0.908.

Organizational identification: the organizational identification
scale compiled by Smidts et al. (34) was used, with five questions
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in total. For example, “I have a strong sense of belonging to the
company I work for.” The Cronbach’s α coefficient is 0.766.

Identification orientation: the individual identification
orientation scale compiled by Johnson et al. (42) was used, with
five questions in total. For example, “I am good at seizing the
opportunity to prove my ability or talent is superior to others.” The
Cronbach’s α coefficient is 0.888.

Work fatigue: the work fatigue scale compiled by Frone and
Tidwell (17) was used. The questionnaire can be divided into three
dimensions, namely physical work fatigue, mental work fatigue and
emotional work fatigue, with a total of 18 questions. For example,
“Do you feel physically tired after work,” “Do you feel mentally tired
after work,” “I feel very depressed after work.” The Cronbach’s α

coefficient is 0.956.
Turnover intention: the scale developed by Wayne et al. (44)

was used with 5 questions. For example, “I am actively looking for
another work,” “I am seriously considering leaving this firm.” The
Cronbach’s α coefficient is 0.874.

Control variables: because demographic variables also have an
impact on work fatigue and turnover intention (17, 44), gender,
age, education level, marital status, length of service, etc. are the
main factors. At the same time, weekly working hours also have a
differential impact on turnover intention (45). In order to verify
the model more accurately, these factors were measured as control
variables, including gender, age, education level, marital status,
length of service and weekly working hours.

4.3. Data analysis methods

This study used SPSS 21.0 for Harman’s one-way test,
descriptive statistics, correlation analysis, and multiple regression
analysis, and Mplus7.4 was used for confirmatory factor analysis.
When testing the mediating effect, the confidence interval of the
mediating effect was estimated by using the Bootstrap technique
and the PROCESS program (46). When testing the moderated
mediating effect, according to Edwards and Lambert (47) method
and Bootstrap technology (Bootstrap), the significance of value and
difference the indirect effect under the high and low moderators
should be tested.

5. Results and analysis

5.1. Common method deviation test

The questionnaire was collected in a multi-stage manner
suggested by Podsakoff et al. (48) to prevent possible common
method deviations from the data. At the same time, Harman single-
factor test was used to test whether this study was affected by
the common method deviation. First, exploratory factor analysis
without rotation was carried out on the questions. There were six
common factors with eigenvalues >1. The variance interpretation
rate of the first factor is 29.05%, which is less than the standard 40%
(48). Through the comparison of a series of competition models,
the analysis results are shown in the table below (Table 2).

It can be seen from above table that the fitting results of
confirmatory factor analysis of single factor model(χ 2 = 4,529.46,

df = 860, RMSEA = 0.119, SRMR = 0.154, CFI = 0.506, TLI =
0.481) is not ideal, indicating that there is no serious common
method deviation between variables.

5.2. Confirmatory factor analysis

Since the variable data came from employee self-evaluation,
it is necessary to use confirmatory factor analysis to test the
discriminant validity of each variable (48). Therefore, the fitting
indexes are selected to judge the fitting degree of the model. The
Chi-square difference must reach a significant level, Root Mean
Square Error of Approximation (RMSEA) must be <0.08, and the
Comparative Fit Index (CFI) and Tucker-Lewis Index (TLI) must
be > 0.9.

Table 2 shows the model adaptation of the five-factor model(χ2
= 1,563.36, df = 850, RMSEA = 0.053, SRMR = 0.055, CFI =
0.904, TLI = 901) is better than other competition models. All the
adaptation indexes of the five-factor model have passed the test,
which can determine the existence of discrimination of all variables.
The five variables represent five different constructs.

5.3. Correlation analysis

In order to explore the relationship between workplace
isolation, organizational identification, identification orientation,
work fatigue and turnover intention, correlation analysis was
conducted. The mean, standard deviation and correlation
coefficient of key variables are shown in Table 3.

Table 3 shows that the correlation coefficients between variables
are significant, “workplace isolation” and work fatigue (r= 0.218, p
< 0.001), “workplace isolation” and turnover intention (r = 0.326,
p < 0.001) show a significant positive correlation, which provides
preliminary evidence for subsequent hypotheses testing.

5.4. Hypothesis testing results

5.4.1. Control variable inspection results
In order to clarify the impact of demographic variables, the

gender, age, years of education, marital status, length of service and
weekly working hours of employees are taken as control variables
for regression analysis, and the results are shown in Table 4.

According to model 1 in Table 4, employees’ length of service
and weekly working hours has an impact on Organizational
Identification: the longer employees’ length of service, the lower
organizational identification (β = −0.174, p < 0.01); the longer
the weekly working hours, the higher the employees’ organization
identification (β =0.161, p < 0.01).

According to model 4 in Table 4, employees’ age, education
level and marital status have an impact on work fatigue: older
employees are more likely to feel fatigue at work (β = 0.339, p <

0.05); higher-educated employees are more likely to feel fatigue at
work (β = 0.284, p < 0.01). Employees with high education are
more likely to engage in complex work and the company have
higher requirements for their ability, which leads to employees’
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TABLE 2 Results of confirmatory factor analysis (n = 300).

Model χ2 df 1χ2 RMSEA SRMR CFI TLI

Five-factor model (hypothesis) 1,563.36 850 0.053 0.055 0.904 0.901

Four-factor model (A+B) 1,815.87 854 252.51∗∗∗ 0.061 0.072 0.871 0.863

Four-factor model (B+C) 1,915.26 854 351.90∗∗∗ 0.064 0.086 0.857 0.849

Three-factor model (A+B+C) 2,422.03 857 858.67∗∗∗ 0.078 0.084 0.789 0.778

Two-factor model (A+B+C+D) 3,932.68 859 2,369.32∗∗∗ 0.109 0.147 0.586 0.565

Two-factor model (A+B+C+E) 2,998.23 859 1,434.87∗∗∗ 0.091 0.099 0.712 0.697

Single factor model (A+B+C+D+E) 4,529.46 860 2,966.10∗∗∗ 0.119 0.154 0.506 0.481

A-workplace isolation; B-organizational identification; C-identification orientation; D-work fatigue; E-turnover intention; “+” indicates integration.

TABLE 3 Mean values, standard deviations and correlation coe�cients of variables (N = 300).

Variables Mean Standard
deviation

1 2 3 4 5 6 7 8 9 10

1 Gender 0.470 0.500

2 Age 39.170 8.855 0.147∗

3 Years of
education

14.930 1.964 −0.123∗ −0.845∗∗∗

4 Marital status 0.760 0.430 0.110 0.724∗∗∗ −0.527∗∗∗

5 Length of
service

4.700 2.736 0.110 0.485∗∗∗ −0.427∗∗∗ 0.424∗∗∗

6 Working hours 50.455 6.954 0.072 0.208∗∗∗ −0.122∗ 0.298∗∗∗ 0.236∗∗∗

7 Workplace
isolation

2.591 0.911 0.100 0.200∗∗∗ −0.213∗∗∗ 0.134∗ 0.142∗ 0.035

8 Organizational
identification

3.601 0.805 −0.104 −0.045 0.053 0.002 −0.133∗ 0.124∗ −0.395∗∗∗

9 Identification
orientation

3.646 1.052 −0.075 −0.152∗∗ 0.220∗∗∗ −0.006 −0.041 −0.024 −0.394∗∗∗ 0.239∗∗∗

10 Work fatigue 2.917 0.978 −0.030 −0.174∗∗ 0.185∗∗ −0.310∗∗ −0.046 −0.156∗∗ 0.218∗∗∗ −0.317∗∗∗ −0.206∗∗∗

11 Turnover
intention

2.602 1.055 −0.011 −0.082 −0.004 −0.151∗∗ −0.061 −0.110∗ 0.326∗∗∗ −0.315∗∗∗ −0.237∗∗∗ 0.311∗∗∗

∗∗∗p < 0.001, ∗∗p < 0.01, ∗p < 0.05.

higher likelihood to feel fatigue. Married employees are more
likely to feel fatigue at work (β = −0.426, p < 0.001). Married
employees put part of their limited energy in their families, they
may suffer from work fatigue due to lack of energy when facing
the work.

Therefore, it is necessary to fix the control variables when
verifying the model. When processing the subsequent models,
we analyzed the results in the case of controlling the employees’
gender, age, education level, marital status, length of service, weekly
working hours and other attributes.

5.4.2. Main e�ect test results
In order to verify the impact of “workplace isolation” on

work fatigue and turnover intention, regression analysis was
conducted on work fatigue and turnover intention, respectively.
According to model 5 in Table 4, “workplace isolation” has a
significantly positive impact on work fatigue (β =0.270, p <

0.001), Hypothesis 1 is confirmed. According to model 8 in

Table 4, “workplace isolation” has a significantly positive impact
on turnover intention (β = 0.350, p < 0.001), Hypothesis 2

is confirmed.

5.4.3. Mediating e�ect test results
In order to verify whether organizational identification

plays a mediating role in the relationship between “workplace
isolation” and work fatigue/turnover intention, according to
model 6 in Table 4, organizational identification plays a partial
mediating role in the relationship between “workplace isolation”
and work fatigue (β = −0.237, p < 0.001). In order to
further clarify this mediating effect, Process software was used
to test based on Bootstrap method. The results are shown
in Table 5.

It can be seen from Table 5 that the indirect and direct
effects of organizational identification are significant, and 0
is not included in the 95% confidence interval, indicating
that organizational identification plays a partial mediating role
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TABLE 4 Regression analysis model.

Variables Organizational identification Work fatigue Turnover intention

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8 Model 9

Control variable

Gender −0.100 −0.072 −0.073 −0.003 −0.023 −0.040 0.005 −0.020 −0.035

Age −0.021 −0.005 0.017 0.339∗ 0.328∗∗ 0.327∗∗ −0.142 −0.156 −0.157

Years of education −0.004 −0.062 −0.062 0.284∗∗ 0.324∗∗ 0.309∗∗ −0.206 −0.154 −0.168

Marital status 0.052 0.051 0.039 −0.426∗∗∗ −0.425∗∗∗ −0.413∗∗∗ −0.135 −0.134 −0.123

Length of service −0.174∗∗ −0.153∗ −0.162∗∗ 0.113 0.098 0.062 −0.009 −0.027 −0.061

Weekly working hours 0.161∗∗ 0.158∗∗ 0.164∗∗ −0.091 −0.089 −0.052 −0.064 −0.061 −0.027

Independent variable

Workplace isolation −0.391∗∗∗ −0.333∗∗ 0.270∗∗∗ 0.178∗∗ 0.350∗∗∗ 0.266∗∗∗

Mediating variable

Organizational
identification

−0.237∗∗∗ −0.216∗∗∗

Moderating variable

Identification
orientation

0.067

Interaction terms

Workplace isolation ∗

identification
orientation

0.141∗

R2 0.054 0.199 0.226 0.134 0.204 0.249 0.040 0.156 0.194

1R2 0.054∗ 0.145∗∗∗ 0.172∗∗∗ 0.134∗∗∗ 0.069∗∗∗ 0.114∗∗∗ 0.040∗ 0.116∗∗∗ 0.153∗∗∗

∗∗∗p < 0.001, ∗∗p < 0.01, ∗p < 0.05.

TABLE 5 Bootstrap test for mediating e�ect 1.

Mediating e�ect E�ect size Standard error 95% Confidence interval

Lower confidence limit Upper confidence limit

Indirect effect 0.099 0.028 0.047 0.157

Direct effect 0.191 0.061 0.071 0.311

Bootstrap sample size N = 5,000.

between “workplace isolation” and work fatigue. Hypothesis 3

is confirmed.
According to model 9 in Table 4, organizational identification

plays a partial mediating role between “workplace isolation”
and turnover intention (β = −0.216, p < 0.001). In order
to further clarify this mediating effect, Process software was
used to test based on Bootstrap method. The results are shown
in Table 6.

It can be seen from Table 6 that the indirect and direct effects of
organizational identification are significant, and 0 is not included
in the 95% confidence interval, indicating that organizational
identification plays a partial mediating role between “workplace
isolation” and work fatigue.Hypothesis 4 is confirmed.

5.4.4. Moderating e�ect test results
According to model 3 in Table 4, interaction term between

employees’ workplace isolation and individual identification

orientation is significant (β = 0.141, p < 0.05). In addition,
1R2 (the interaction term based on the control variables and
the moderating variable) = 0.172 (p < 0.001), indicating that
individual identification orientation plays a moderating role in
the relationship between “workplace isolation” and organizational
identification. In order to further clarify the moderating effect,
Process software was used to test based on Bootstrap method. The
results are shown in Table 7.

It can be seen from Table 7 that the moderating effect of
individual identification orientation is significant at both low and
high levels, and 0 is not included in the 95% confidence interval.
Then, by using method of Aiken et al. (49), the high and low levels
of the moderating variables were adjusted (plus or minus) by one
standard deviation (± 1SD) around the average, and the results are
shown in Figure 2.

According to Figure 2, the higher the individual identification
orientation, the weaker the positive impact of “workplace isolation”
on organizational identification.Hypothesis 5 is confirmed.
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TABLE 6 Bootstrap test for mediating e�ect 2.

Mediating e�ect E�ect size Standard error 95% Confidence interval

Lower confidence limit Upper confidence limit

Indirect effect 0.098 0.032 0.039 0.161

Direct effect 0.308 0.068 0.174 0.441

Bootstrap sample size N = 5,000.

TABLE 7 Bootstrap test of moderating e�ect.

Moderating e�ect E�ect size Standard error 95% Confidence interval

Lower confidence limit Lower confidence limit

Low (+1SD) −0.419 0.067 −0.550 −0.287

Middle −0.194 0.051 −0.392 −0.194

High (+1SD) −0.169 0.075 −0.317 −0.023

Bootstrap sample size N = 5,000.

FIGURE 2

The impact of the interaction between “workplace isolation” and

identification orientation on organizational identification.

5.4.5. Moderated mediating e�ect test results
In order to test whether individual identification orientation

moderates the indirect impact of “workplace isolation” on work
fatigue through organizational identification, Bootstrap method is
used to test the moderated mediating model. The analysis results
are shown in Table 8.

According to Table 8, under high degree of identification
orientation, the indirect effect value is 0.049, and its 95%
confidence interval is [0.006, 0.096]. Under low degree of
identification orientation, the indirect effect value is 0.121, and
its 95% confidence interval is [0.063, 0.181]. It can be seen
that individual identification orientation also further negatively
moderates the indirect impact of “workplace isolation” on
work fatigue through organizational identification. Hypothesis 6

is confirmed.
Similarly, in order to test whether individual identification

orientation moderates the indirect impact of “workplace
isolation” on turnover intention through organizational
identification, Bootstrap method is used to test the
moderated mediating model. The analysis results are shown
in Table 9.

According to Table 9, under high degree of identification
orientation, the indirect effect value is 0.048, and its 95%
confidence interval is [0.006, 0.097]. Under low degree of
identification orientation, the indirect effect value is 0.119,
and its 95% confidence interval is [0.055, 0.191]. It can be
seen that individual identification orientation further negatively
moderates the indirect impact of “workplace isolation” on turnover
intention through organizational identification. Hypothesis 7

is confirmed.

6. Conclusion and discussion

6.1. Conclusion

From the dual perspective of internal motivation of
organizational environment and personal characteristics, this
paper examines the mediating role of organizational identification
between workplace isolation and work fatigue/turnover
intention, and examines the moderating role of individual
identification orientation, aiming to reveal the impact
mechanism of workplace isolation on employees’ negative
work behaviors. The conclusions are as follows: Firstly,
“workplace isolation” has a significantly positive impact on
employees’ work fatigue and turnover intention; Secondly,
organizational identification plays a partial mediating role
between “workplace isolation” and work fatigue/turnover
intention; Thirdly, individual identification organizational
identification, that is, the higher the individual identification
orientation, it will inhibit more the negative impact of “workplace
isolation” on organizational identification; Finally, individual
identification orientation also further negatively moderates the
indirect effect of “workplace isolation” on work fatigue and
turnover intention through organizational identification, that
is, compared with a lower degree of individual identification
orientation, the positive effect of “workplace isolation” on
work fatigue and turnover intention through organizational
identification will be weakened for employees with higher
identification orientation.
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TABLE 8 Moderated mediating e�ect Bootstrap test 1.

Independent
variable

Mediating
variable

Moderating
variable

Indirect
e�ect

Standard
error

95% Confidence interval

Lower confidence limit Lower confidence limit

Low (-SD) 0.121 0.036 0.063 0.181

Workplace
isolation

Organizational
identification

Identification
orientation

High (+SD) 0.049 0.028 0.006 0.096

Bootstrap sample size N = 5,000.

TABLE 9 Moderated mediating e�ect Bootstrap test 2.

Independent
variable

Mediating
variable

Moderating
variable

Indirect
e�ect

Standard
error

95% Confidence interval

Lower confidence limit Lower confidence limit

Low (-SD) 0.119 0.042 0.055 0.191

Workplace
isolation

Organizational
identification

Identification
orientation

High (+SD) 0.048 0.028 0.006 0.097

Bootstrap sample size N = 5,000.

6.2. Theoretical contributions

First of all, this study verifies the impact of workplace
isolation on employees’ negative behaviors, which is conducive
to a comprehensive and in-depth understanding of the negative
consequences of workplace isolation, and provides new empirical
evidence for enriching and expanding research on workplace
isolation (4). The antecedent variables of work fatigue and
turnover intention were expanded. This study fills the theoretical
gap between workplace isolation and work fatigue and turnover
intention, and enriches the cognition of workplace isolation and
work negative behavior to a certain extent.

Second, organizational identification plays a mediating role in
the process of workplace isolation ’s impact on employees’ negative
work behaviors. Based on the social exchange theory, the research
starts from the organizational environment of workplace isolation.
It is difficult to meet the needs of belonging, self-esteem, control
and existence of employees, reduce the identification with the
organization, and show work fatigue and turnover tendency. At the
same time, this study combines workplace isolation, organizational
Identification, work fatigue, and turnover intention are integrated
in a framework, revealing the pathway through which workplace
isolation affects employees’ negative work behaviors (7). Since
previous studies on organizational identity paid less attention
to interpersonal factors, the research results of this study on
the relationship between workplace isolation and organizational
identity also have certain enlightening significance for expanding
the research on the antecedents of organizational identity.

Finally, this study verified that personal identity orientation
negatively moderates the relationship between workplace isolation
and organizational identity, and negatively moderates the
mediating effect of organizational identification in the process
of workplace isolation affecting employees’ negative work
behaviors. This conclusion supports the intrinsic motivation
of self-identity orientation theory (50). Employees with

high personal identity orientation can alleviate the negative
impact of workplace isolation and reduce organizational
identity with their inner motivation of independence and
self-improvement. This paper expands the research on the
boundary conditions of the relationship between workplace
isolation and organizational identity, and reveals whether the
internal motivation of employee identity orientation affects the
path of workplace isolation on its negative work behavior through
organizational identification.

6.3. Practical contributions

Accompanied by the attention of workplace isolation, alleviate
its negative impact. This study provides practical guidance on
how to deal with work-related negative behaviors brought about
by workplace isolation. The study clarifies the impact mechanism
of workplace isolation from the perspective of organizational
isolation environment and internal self-improvement motivation,
which can help organizations and employees clarify workplace
isolation more accurately and objectively. Therefore, managers
try to mitigate the negative impact of workplace isolation on
individuals as much as possible. Organizations can try to create
a mutual understanding, tolerance, and proactive organizational
culture and communication mechanism, form a united, inclusive,
and open working atmosphere, and prevent workplace isolation
from happening.

Strengthen employee identification with the organization.

Since organizational identification plays a mediating role between
workplace isolation and employees’ negative work behaviors,
companies can inhibit the positive impact of workplace isolation
on employees’ work fatigue and turnover intention by increasing
employees’ identification with the organization. Employees who
identify with the organization, consider themselves amember of the
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organization, take the organization’s goals as their work goals, and
are more willing to make efforts and contributions (51). Therefore,
managers actively communicate with employees to solve their
work difficulties and enhance employees’ sense of belonging to
the organization (52). The human resources department can also
appropriately increase team cohesion building activities to enhance
employees’ sense of identity.

Improve employee identity orientation. Due to employees’
different identification orientation, their feelings and behaviors
toward “workplace isolation” are different. Therefore, managers
should cultivate employees’ identification orientation for the
organization and improve employees’ adaptability to negative
events and emotions through targeted and planned training (53).
In addition, when recruiting employees, the human resources
department can test the employee’s identification orientation and
consider using the employee’s identification orientation as a
reference factor for hiring employees.

Finally, when facing decentralized office or home working,
organizations can use information technology to strengthen
interaction with employees (54), provide more remote
communication platforms, establish channels for employee
interaction, and provide personalized care for employees (55).

7. Limitation and future research
directions

Admittedly, although this paper has made very valuable
research conclusions, there are some research limitations need to
be noted: due to the single source of data, the interpretation of
causality in this paper is limited to a certain extent. It is suggested
that longitudinal data should be adopted in subsequent studies
in order to establish the causality more clearly; Secondly, due to
the constraints of time, space and other factors, the sample size

and data sources of this paper are not very extensive; Finally, this
paper based the survey on employees themselves, the impact of
family atmosphere on “workplace isolation” and the impact of
organizational atmosphere and leadership were not considered. It
is suggested that subsequent studies pay attention to these factors.
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