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ABSTRACT
Keywords: Alienation, which is built on Hegel’s social psychology studies and Karl Marx’s philosophical studies, is
considered to be an increasingly important problem as an interdisciplinary subject. Work alienation is a state of
Work Alienation incompatibility that occurs as a result of the individual’s getting distanced from himself/herself and society. It is
’ important to handle this state of incompatibility, which is affected by external and internal factors, from an
Organizational administrative point of view. In this connection, the purpose of the current study is to determine the level of work
Commitment, alienation of employees and the effect of alienation on the level of organizational commitment. The study
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employed the questionnaire method to collect data. The population of the study consists of health sector workers
in the city of Istanbul. The sample of the study is comprised of 322 people selected from the population by using
the random sampling method. Correlation and regression analysis methods were used to determine the
interaction between the perceptions of organizational commitment and work alienation. As a result of the
analysis, it was determined that there is a negative and significant correlation between work alienation and
organizational commitment.

OZET

Hegel’in sosyal psikoloji arastirmalarinda ve Karl Marx i felsefi calismalarinda temellenen yabancilagmanin,
disiplinlerarast bir inceleme konusu olarak onemi giderek artan bir sorun oldugu diisiiniilmektedir. Ise
yabancilagsma, bireyin kendinden ve toplumdan uzaklasmasi ile ortaya ¢ikan bir uyumsuzluk durumudur. Dissal
ve igsel faktorlerin etki ettigi bu wyumsuzluk durumunun yoénetimsel agidan ele alimnmasi onemlidir. Bu
diigiinceden hareketle tasarlanan arastrmamin amaci;, ¢alsanlarin ise yabancilagma diizeylerinin ve
yabancilasmanin orgiitsel baghhk diizeyi iizerindeki etkisinin tespit edilmesidir. Arastirmada veri toplama
yontemi olarak anket yénteminden yararlanimistir. Arastirmanin evrenini Istanbul ilindeki saghk sektorii
calisanlart olusturmaktadir. Séz konusu evren icerisinde tesadiifi yontemle secilmis 322 kisi ¢aligmanin
orneklemidir. Orgiitsel baghilik ve ise yabancilasma algisi arasindaki etkilesimi belirlemek icin korelasyon ve
regresyon analizi yonteminden yararlamimistir. Yapilan analizler sonucunda ise yabancilagma ile orgiitsel
baghlik arasinda negatif ve anlamly bir iliski oldugu tespit edilmistir.
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1. INTRODUCTION

Nair and Vohra (2010) state that the psychological bond between the individual and the organization has mainly
been investigated in relation to the concept of commitment to the organization rather than alienation from work.
The psychological distance between the individual and the organization is generally defined as work alienation in
the literature (Hirscfield and Field, 2000; Kanungo, 1979). Hirscfield and Field (2000) addressed work centrality
and work alienation as separate elements of a general commitment to work. In this regard, Hirschfeld and Feild
(2000) define the concept of work alienation as a psychological sense of getting disengaged from work. According
to this definition, the concept of work alienation reflects the degree of disengagement and unenthusiastic outlook
of the person from the business world. Similarly, Kanungo (1979) handled the concept of work alienation and
work involvement as two poles of the same phenomenon and defined work alienation on the basis of the sense of
disengagement. Accordingly, work involvement refers to a person’s cognitive identification with the work and
the perception that the work has the potential to meet the expectations and needs (external and internal) of the
person. Work alienation, on the other hand, refers to the psychological and cognitive separation of the person
from the work and the perception that the work does not have the potential to meet the expectations and needs
(external and internal) of the person (Kanungo, 1979).

As can be seen, studies investigating the concepts of alienation and organizational commitment explain both of
these concepts by emphasizing the psychological bond or disengagement between the individual and the
organization. In addition, studies in the literature also show that these two variables are closely related to
organizational attitudes such as job performance and intention to quit (Az, 2017; Meyer and Allen, 1991; Meyer
et al., 2002; Ozutku, 2008; Tastan, Isci and Arslan, 2014; Tummers and Dulk, 2013; Unsal and Karahan, 2011;
Weiner and Vardi, 1980).

The fact that work alienation refers to a psychological separation/disengagement from work and that
organizational commitment refers to the strength of the bond established with the organization, as well as the fact
that both variables are related to organizational results such as job performance and intention to quit strengthen
the possibility of a relationship between these two variables. Studies on the relationship between organizational
commitment and work alienation also support this situation.

Tummers and Dulk (2013) revealed that work alienation negatively affects employees’ organizational
commitment as well as their performance. The meta-analysis study conducted by Chiaburu, Thundiyil, and Wang
(2014) showed that although work alienation affects various organizational outputs, it has the strongest effect on
organizational commitment. Hirscfield and Field (2000) found that work alienation has a stronger relationship
with the emotional commitment dimension of organizational commitment compared to work centrality.

Brannen and Peterson (2009) concluded that work alienation causes employees to stay at work solely for financial
reasons. Employees whose interest in the job has decreased stay in this job only for financial reasons, which
causes a feeling of alienation. Therefore, work alienation may cause employees to develop continuance
commitment, which is related to the cost of leaving the organization, rather than an emotional commitment to
identification with the organization and commitment to the organization.

2. LITERATURE REVIEW

The review of the literature on organizational alienation and the antecedents and consequences of organizational
alienation in relation to some variables is summarized below.

In order to analyze the state of alienation in the tourism sector, a study was conducted on five-star hotel employees
(Babiir, 2009). According to the results of the study, the alienation levels of the employees were not very high.
The author attributes this result to the fact that young people generally work in the tourism sector. It was observed
that the alienation of the employees occurred to the greatest extent in the dimension of powerlessness and this is
believed to be because employees think that they are not given the right to speak sufficiently. In addition, it is
stated that the division of labour, working conditions and management style factors are among the factors affecting
the dimension of powerlessness. In addition, it is stated that unfair promotions in the tourism sector cause a
significant increase in the dimension of normlessness. The factors affecting the dimension of meaninglessness
and normlessness are explained as economic structure, working conditions, management style and work itself.

Banai and Weisberg (2003) examined the levels of alienation among employees in private and public
organizations in Russia. The results of the survey conducted on 725 employees working in three private and five
public organizations are as follows: The organizational alienation level of the employees working in private
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companies is higher than the employees working in public institutions. On the other hand, it was observed that
the alienation levels of the employees with high education level were lower than those of the employees with low
education level. The authors, who concluded that alienation levels are higher in male employees, attribute this to
the fact that women adapt faster to changing conditions. In addition, it was stated that there is an opposite
relationship between organizational alienation and organizational commitment.

A seminal study examining the problem of organizational alienation was carried out by Mauldin (2001). The
researcher aimed to determine the attitudes of employees towards organizational alienation, with the idea that
humour behaviours can reveal people’s subconscious situations. And it was concluded that negative subjective
comments made towards the work and the person can cause organizational alienation. Managers’ establishing
positive relations in the organizational environment seems to be very important in terms of the alienation problem.
In a study carried out to determine the causes of alienation, the factors that lead to the emergence of powerlessness,
meaninglessness, normlessness and alienation from society are stated to be a division of labour, working
conditions, social cultural-economic structure, technological structure and urbanization-industrialization
(Biiytikyilmaz, 2007). In another study examining the relationship between working conditions and alienation, it
is stated that negative working conditions will cause burnout in employees over time and this will cause alienation.
According to the results of the study, there is a positive relationship between the satisfaction of the employees
regarding the working conditions and burnout. In addition, it is stated that there is a positive relationship between
burnout syndrome and alienation (Behar, 2007).

Chiaburu et al. (2014) conducted a meta-analysis study on alienation. The study revealed the antecedents and
consequences of alienation. Accordingly, the antecedents of alienation are stated as personality characteristics,
role stress (role conflict and role ambiguity), leadership, job design and work environment. The consequences of
alienation are summarized as negative results in employee attitudes, absenteeism, health problems and poor
performance. The authors, who interpret the antecedents and consequences of alienation, state that alienation will
negatively affect the adoption of the job, job satisfaction and commitment (Chiaburu et al. 2014: 33). Mercan
(2016), on the other hand, surprisingly, did not find a significant relationship between organizational alienation
and organizational commitment in a study conducted on a sample of teachers.

The relationship between leadership and alienation, which Chiaburu et al. (2014) expressed as an antecedent of
alienation, is a subject investigated in the study of Banai and Reisel (2007). In the study, the concept of alienation
is discussed in two dimensions as individual and social. The study, which examined the relationship between
supportive leadership, job characteristics and alienation, was carried out on production facility and hospital
employees working in Cuba, Germany, Hungary, Israel, Russia and the United States. As a result of the study, it
was concluded that there is a negative relationship between leadership and individual alienation in Cuba, Hungary,
Russia and the USA, and there is a negative relationship between leadership and social alienation in Cuba and
Hungary. In addition, it is stated that in western countries such as Germany and the USA, alienation is less than
in others. The authors explained the reason for different results across the countries on the basis of cultural
differences.

Another study dealing with the relationship between leadership and alienation is by Sarros et al. (2002). The aim
of the study was to examine the relationship between transformational leadership and transactional leadership,
two styles of leadership, and alienation. The study was carried out on 326 employees of a fire department serving
in the USA. As a result, the authors found a positive relationship between transactional leadership and alienation
and a negative relationship between transformational leadership and alienation. From this point of view, it is stated
that organizations can direct the alienation problem with certain leadership styles. In order to determine the
relationship between leadership styles, intention to quit and anti-work behaviours, Puni et al. (2016) conducted a
study whose sample consisted of bank employees in Ghana. According to the findings of the study, there is a
positive relationship between autocratic leadership style, intention to quit and harmful work behaviour and a
negative relationship between democratic leadership style, intention to quit and harmful work behaviour. Intention
to quit and harmful work behaviour is defined as the organizational consequences of alienation by Nair and Vohra
(2012). The relationship between labour turnover, which is another organizational result of alienation, and
alienation was investigated in another study on nurses. The study revealed a positive relationship between labour
turnover and alienation. In other words, as alienation increases, it is inevitable to experience an increase in the
labour turnover rate (Phillips, 2001).

In light of the data obtained from the managers and employees of the lodging businesses operating in Mugla
province, it was concluded that the employees perceive the leadership behaviours of the lower-level managers as
more control-oriented. Middle managers, on the other hand, have the perception that top managers have more
relationship-oriented leadership behaviour. The differences in perceptions of leadership between hierarchical
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levels can be explained through various reasons. As the majority of the employees are young, they are more prone
to perceive the instructions coming from lower-level managers with whom they are in direct interaction as a
pressure factor, which may lead to the emergence of the perception that control-oriented leadership behaviour is
exhibited by these managers. In addition, the fact that the education level and age of lower-level managers are
generally lower than those of the upper-level managers might be the reason for them to exhibit control-oriented
leadership (Avct and Topaloglu, 2009).

In order to determine the relationship between democratic leadership, in which the person-oriented leadership is
adopted, and the hierarchy of needs, a study was conducted on the employees of a five-star hotel in Alanya. In
this study, the participants expressed that democratic leadership behaviours more positively affected their need
for security, their social needs, their need for self-disclosure and their need for self-completion (ince, 2013). It
should not be forgotten that problems experienced in these factors positively affected by democratic leadership
behaviours are among the reasons for alienation.

Democratic leadership behaviour was found to be the dominant leadership style in the sample of the employees
working in the lodging sector (Al-Ababneh, 2013). On the other hand, the job satisfaction of the employees was
found to be not low. Thus, Al-Ababneh (2013) argues that democratic leadership is the appropriate leadership
style for the management of hospitality businesses. An important study investigating role conflict and role
ambiguity, which are other antecedents of alienation, was carried out by Keller (1975). According to the results
of the study carried out by administering a questionnaire to 88 employees in the R&D department of a public
institution operating in the United States, role ambiguity has a significant negative impact on job satisfaction.
Similarly, Netemeyer et al. (1995) concluded that role conflict and role ambiguity have a negative effect on job
satisfaction, that role conflict directly affects job-related tensions, but role ambiguity does not have such an effect.
Furthermore, role conflict, role ambiguity and workload indirectly affect organizational commitment, intention to
quit and job satisfaction. According to the results of another study conducted on the employees of the lodging
sector, the presence of role ambiguity in the management policies implemented by the managers will increase the
employees’ intention to quit (Eastham, 2004).

When the national literature is reviewed, it is seen that there are studies examining the relationship between role
conflict and role ambiguity and job satisfaction and organizational commitment. In order to investigate the
relationship between organizational commitment, job satisfaction and role stress sources, a questionnaire was
administrated to managers in 5 large white meat production enterprises operating in Balikesir province. As a result
of the study, it was determined that there is a negative correlation between organizational commitment, role
ambiguity and role conflict. In addition to this, it was stated that role conflict and role ambiguity negatively affect
job satisfaction (Akar and Yildirim, 2008).

The results of a study carried out on employees in the food sector in the Eastern Mediterranean Region revealed
that the perception of role ambiguity affects job satisfaction and organizational commitment. In this context, it is
possible to say that role ambiguity should be eliminated in the organizational environment in order to ensure job
satisfaction and increase organizational commitment (Terzioglu, 2014).

According to the results of a different study conducted to determine the organizational commitment, job
satisfaction and tendency to quit, which are the results of alienation, it was concluded that job satisfaction,
organizational commitment and alienation affect the tendency to quit. It is stated that the dimensions of normative
commitment and self-alienation have a high effect on the tendency to quit (Uysaler, 2010). Contrary to these
studies examining the relationship between alienation and organizational commitment, Kili¢ (2010) reached a
surprising result in the study conducted on call centre employees. According to the results of the study, there is a
linear and strong correlation between the organizational commitment of the employees and their state of
alienation. The reason for such a result might be the fact that the participants may have avoided giving negative
answers to the questions posed to measure their alienation due to professional concerns. In addition, Ozdevecioglu
and Aktas (2007) found that there is a positive correlation between life satisfaction and organizational
commitment in their study in which they examined the relationship between life satisfaction and organizational
commitment levels of the employees working in lodging businesses in Antalya and Nevsehir. Moreover, it was
found that the organizational commitment of the employees reduces work-family conflicts that affect their life
satisfaction. A study examining the effect of loneliness in business life on organizational commitment was carried
out by applying a questionnaire to the employees of a five-star hotel in Didim. As a result of the analysis of the
data collected from 156 participants, a negative correlation was found between emotional loneliness in business
life and organizational commitment. In the study, although organizational commitment was handled with a three-
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dimensional approach, the normative commitment dimension was excluded from the study due to weak results of
the reliability analysis (Ayazlar and Giizel 2014).

The most important factor for the competitive advantage in organizations is to provide quality service. It is obvious
that the key element in providing quality service is the personnel. In the tourism industry, where seasonal
fluctuations are experienced intensely, sectoral problems such as seasonal employment, exposure to long and
irregular working hours and low wages prevent employees from being permanent in enterprises (Giiclii, 2006: 4).
Because of the current problems and the importance of the human factor in the tourism sector, the subject of
organizational commitment has been widely researched in relation to different variables in the literature. The
relationship of organizational commitment with job satisfaction (Namasivayam and Zhao, 2007), life satisfaction
(Ozdevecioglu and Aktas, 2007), organizational learning (Avci and Kiigiikusta, 2009), leadership (Yavuz and
Tokmak, 2009), organizational justice (Yazicioglu and Topaloglu, 2009), devotion (Altindz et al., 2011),
organizational stress (Uzun and Yigit, 2011), work-family conflicts, organizational conflicts (Kavacik et al.,
2013), intention to quit (Tnay et al., 2013), mobbing (Yildirim et al., 2014; Pelit and Kilig, 2012), loneliness in
business life (Ayazlar and Giizel 2014), staff empowerment (Mete et al., 2015) and organizational loyalty (Yaou
et al., 2019) has been investigated in the literature. When the national and international literature on the subject is
reviewed, it is seen that the subject to be investigated has been examined in different fields with different variables,
and has not been considered as in the model proposed in the current study.

3. METHODOLOGY

In this section, the application conducted, the method used, selection of the scales, determination of the sample,
data collection and reliability analysis of the scales are presented.

3.1. Purpose of the Study

As a result of the developing technology and understanding of competition, the individual, who is the most
valuable asset of the organizations, needs to feel safe and should have knowledge about what his/her job
completely serves in order to work with maximum efficiency in the organization. In order to help workers in the
health sector get rid of the sense of insecurity, cynicism and alienation from the work, first of all, there is a need
for the determination of the current situation of the workers by organizations. In the current study, organizational
commitment and job alienation levels of individuals employed in various positions by different organizations in
the health sector were determined. In this context, the main purpose of the current study is to examine the
relationship between the health sector employees’ perception of organizational commitment and perception of
alienation from work.

3.2. Research Population and Sample

The questionnaire method was used as the data collection method in the study. Questionnaires were collected
online via Google Forms. Google Docs, a professional online software and MS Word were used to administer the
questionnaires, and the data were transferred to SPSS and Excel. The population of the study consists of health
sector workers in Istanbul. The sample of the study is comprised of 322 people selected from the population by
means of the random sampling method.

3.3. Scales Used in the Study

For the current study, studies in the literature on organizational commitment and work alienation were examined
and the scale developed by Allen and Meyer in 1990 and given the final shape by Meyer, Allen and Smith in 2000
was used. In addition, the “Work Alienation” scale developed by Mottaz (1981) and adapted to Turkish by Mog
(2018) was used. Both of the scales are 3-dimensional.

3.4. Research Method

The data of the study were collected by using the questionnaire method. The questionnaire was administered face-
to-face and online. In the analysis of the collected data, the SPSS program package was used. First, the
demographic data of the participants were analyzed. Then, the reliabilities of the scales used in the study were
determined. In order to determine whether the scales and their dimensions were normally distributed, the Kurtosis
and skewness values were examined. Correlation and regression analysis methods were employed to determine
the interaction between the perceptions of organizational commitment and work alienation.
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3.5. Hypotheses of the Study

The following hypothesis was developed to determine the relationship between the perceptions of organizational
commitment and work alienation.

Hi= There is a significant correlation between organizational commitment and work alienation.

3.8. Demographic Information of the Participants
In this section of the study, demographic information of the 322 participants is presented.

Table 1. Demographic Information of the Participants

Variables N %
Female 154 47.8
Gender Male 168 522
18-25 50 15.5
Age 26-35 193 59.9
36-50 68 21.1

51 and older 11 34

In Table 1, the demographic information of the participants is shown. Nearly half of the participants are females.
Moreover, 59.9% of the participants are in the age group of 26-35.

3.9. Reliability and Normality Tests of the Scales Used in the Study

In this section of the study, the reliability and normality tests of the scales of organizational commitment and work
alienation and of their sub-dimensions are given.

Table 2. Reliabilities of the Scales Used in the Study and of their Sub-dimensions

Scales and Sub-dimensions 1;Ifu Ilil:le l::: Crglllll:l?;h’s

Organizational Commitment 18 -840
Emotional Commitment 6 847
Continuation Commitment 6 .820
Normative Commitment 6 776

Work Alienation 21 .942
Meaninglessness 7 .909
Self-alienation 7 859
Powerlessness 7 .906

In Table 2, the reliabilities of the scales used in the current study and of their sub-dimensions are shown. When
the reliability test results are examined, it is seen that the scales of organizational commitment and work alienation
have “high reliability” (>.80).

Table 3. Descriptive Statistics of the Scales and their Sub-dimensions

Scales N Mean Std. Dev. | Skewness | Kurtosis
Organizational Commitment 416 3.2151 55773 -.614 376
Emotional Commitment 416 3.4980 .82079 -.554 162
Continuation Commitment 416 2.9391 51630 -.190 .026
Normative Commitment 416 3.2083 72209 -.462 -.027
Work Alienation 322 2.5095 82517 .163 -.597
Meaninglessness 322 2.1744 .82776 S11 -.325
Self-alienation 322 2.7382 1.03995 .155 -.874
Powerlessness 322 2.6158 96585 274 -.420
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In Table 3, the descriptive statistics of the scales of organizational commitment and work alienation used in the
current study and of their sub-dimensions. The highest mean from among the sub-dimensions of the scale of
organization commitment was calculated for the sub-dimension of “Emotional Commitment”. Moreover, the
highest mean from among the sub-dimensions of work alienation was calculated for the sub-dimension of “Self-
alienation”. According to George and Mallery (2010), Tabachnick and Fidell (2013), if the skewness and kurtosis
values are between +2.0 and -2.0, then the scale is considered to have a normal distribution and parametric tests
should be used (As cited in Eygii, 2018, 844). Thus, as the skewness and Kurtosis values of the scales of
organizational commitment and work alienation used in the current study and of their sub-dimensions were
calculated to be between +2.0 and -2.0, one-way ANOVA and independent samples t-test were used in the study.

Table 4. Factor Analysis of the Scale of Work Alienation

Factor
Name of the Items Item Loadings Extraction
Factor
(%)
Meaninglessness 1Y13 754 26.433
Y8 732
Y14 721
Y10 .685
Y12 654
1Y9 663
Y11 .641
Self-Alienation Y20 754
IY1s 723 20.875
Y21 675
Y16 .643
Y18 622
Y17 676
Powerlessness Y19 .632
IYs 732 16,345
Iyl .694
Y4 .656
NG .632
Y7 623
Y2 612
Y3 .606
TOTAL 63.653
Sampling Adequacy .876
Bartlett Test Chi-square 1344.20
Df 66
Sig. .000

In Table 4, factor analysis of the scale of work alienation is presented. The scale of work alienation was divided
into three sub-dimensions called powerlessness, meaninglessness and self-alienation. The original scale has the
same sub-dimensions.

Table 5. Factor Analysis of the Scale of Organizational Commitment

Factor
Name of the Items Item Loadings  Extraction
Factor
(%)

Emotional OB3 776 27.130
Commitment  OB6 754

OBl1 734

OB2 704

OB4 .695

OB5 .686
Continuation OB17 723 24.250
Commitment OB14 712

OBI18 701
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OB13 673
OBI15 671
OB16 .664
Normative OBS8 651
Commitment  OB7 714 14.323
OB9 704
OB10 .653
OB12 .643
OBl11 621
TOTAL 65.703
Sampling Adequacy .801
Bartlett Test Chi-square 1423.44
Df 81
Sig. .000

In Table 5, factor analysis of the scale of organizational commitment is presented. The scale of organizational
commitment was divided into 3 sub-dimensions called emotional commitment, normative commitment and
continuation commitment. The original scale has the same sub-dimensions.

Table 6. Correlation between the Perceptions of Organizational Commitment and Work Alienation

Organlz.atlonal Emotional Continual Normative
Commitment
) ) - 737 -,660™ -,599™ -,642™
Work Alienation
,000 ,000 ,000 ,000
) -,584™ -,536™ - 473" -,499™
Meaninglessness
,000 ,000 ,000 ,000
) ) -,697" -,605™ 587" -,608™
Self-Alienation
,000 ,000 ,000 ,000
-,638™ -,582™ -,498™ -,562™
Powerlessness
,000 ,000 ,000 ,000

** denotes significance at the level of 99% * denotes significance at the level of 95%

The correlation between the perceptions of organizational commitment and work alienation was tested with
correlation analysis. As a result of the analyses conducted, a negative and significant correlation (p<0.01) was
found between the perceptions of organizational commitment and work alienation. In other words, with the
increasing perception of organizational commitment, the perception of work alienation decreases.

Table 7. The Effect of Organizational Commitment on Work Alienation

Non-standardized Standardized
Model Coefficients Coefficients
Dependent Variable: T P
Work Alienation B Std. Beta
Error
(Constant) .666 .099 6,694 ,000
Organizational _678 035 -737 219,509 | 000
Commitment
P 0.000
F 380.607
Durbin-Watson 1.833
Adjusted R? 0.543

In Table 15, the effect of organizational commitment on work alienation with regression analysis is shown. Since
there was a high correlation between the dimensions of organizational commitment, Durbin-Watson values were
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not between 1.5 and 2.5 and VIF and Tolerance values were not within the desired ranges, they were not included
in the model as independent variables. As a result of the analysis, it was understood that organizational
commitment has an effect on work alienation. In other words, as the perception of organizational commitment
increased, the perception of work alienation decreased. Of the total variance in work alienation, 54.3% is explained
by organizational commitment.

S5.RESULTS

The concept of organizational commitment, which dates back to the depths of the history of philosophy, has
recently gained importance in the organizational context in our country and in the world. The individual’s
perception of organizational commitment can vary across its dimensions and can be encountered in the form of
alienation from work, cynical attitude, not attaching the required importance and a critical point of view. Such
cynical attitudes of the individual within the organization lead to both decreasing efficiency in the activities of the
organization and to the creation of personnel who are difficult to manage in organizational terms.

Although alienation is a concept inherent in human nature, as old and deep-rooted as human history, its
identification with business life is mostly based on the industrial revolution and its aftermath. Of course, it would
be possible to observe the negative effects of a period characterized by mechanization, technological
developments and the depreciation of the individual’s labour as a result of the capitalist order, on the perceptions
of employees and their approach to work. It has been observed that instead of identifying himself/herself with the
organization in return for his/her effort, the individual cannot grasp the value of himself/herself for the
organization in the mechanized, robotic, routine work cycle and is alienated as a result.

In the current study, the relationship between the perceptions of organizational commitment and work alienation
of the employees working in the health sector was examined. To this end, a questionnaire was administered to
322 people working in the health sector in Istanbul. In the empirical analyses, regression and correlation methods
were employed.

The number of studies investigating the relationship between these two phenomena is highly small. This study,
different from the other relevant studies in the literature, includes the analysis of employees working in the health
sector in Istanbul. In the previous studies, this population and sample were not addressed. As a result of the
analysis, it was determined that there is a negative relationship between organizational commitment and work
alienation. In other words, it was observed that as the employees’ perception of organizational commitment
increased, their level of alienation from work increased as well. Thus, the H; hypothesis of the study was
supported.

It is possible to prevent the alienation of employees by detecting the intra-organizational factors that cause
organizational alienation in advance and intervening in possible problems beforehand. The personnel working in
the lodging sector, which is an important element of the tourism sector, provide service under great pressure as a
result of long working hours and heavy guest traffic. Employees working under pressure are increasingly getting
alienated from themselves and their work. In the tourism sector, where the employee turnover rate is high, taking
measures to prevent organizational alienation and ensuring the organizational commitment of the employees are
one of the important issues that will bring organizational success. Meeting the expectations of the individual in
the business environment and making him/her feel that he/she is a part of the organization that works for the
purposes of the organization rather than a robot will have an impact on quality in business life, as stated by Giircii
(2012). In the light of the results of the current study and the review of the literature, in the tourism sector, where
production is directly dependent on the human factor, managers should follow the organizational or individual
activities of their personnel by “seeing”, not by “looking”. In order to prevent the alienation problem, which can
be described as a crisis in both individual and organizational terms, and to eliminate the existing problem, all level
managers should be actively involved in intra-organizational communication.

Alienation is a growing problem. For this reason, it is necessary to determine the factors that cause alienation for
an employee who has an organizational alienation problem. In this respect, the social opportunities offered by the
organization, the protection of the legal rights of the employees, the preparation of in-service training that will
increase the job-related qualifications and the organization’s providing a suitable work environment for the
employee are important issues to be handled. If the perceptions of managers about such problems in the
organization are clear, then it can be an opportunity to turn a crisis into an opportunity. For an alienated worker
who has isolated himself/herself from his/her environment, exhibiting democratic leadership behaviours and
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directing the employee towards communicating will reduce the effect of the problem, while at the same time, it
will over time increase the self-confidence of the employee who is encouraged to communicate. One of the most
distinctive features of democratic leadership behaviour is to encourage workers to generate ideas and to participate
in decisions and this is a factor that can directly affect the powerlessness dimension of alienation. However, an
employee, who is managed with democratic leadership behaviour, will realize that his/her thoughts are cared for
and will feel valued. This will prevent alienation and increase organizational commitment.

It is seen in the literature review carried out in detail on the subject that the problem of alienation in connection
with relations between democratic leadership, role ambiguity and organizational commitment has not been the
subject of research up to now. Investigation of these relations is the scientifically powerful side of the current
study. In this respect, it is thought that analyzing the current state of the issue in other branches of the sector is
important in terms of bringing the problem to the agenda and coming up with some useful implications. In
addition, it is thought that a comparative analysis in which organizational alienation will be investigated more
comprehensively in five dimensions rather than in three dimensions as in the current study can be a subject of
further research. Researching the subject in relation to different variables will help fill the gap in the literature.
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