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Oz

Galisma, orgiitsel iklimin sapkin davranislar ve yabancilasma tizerindeki etkisini arastirmaktadir. Galisanlarin is ortamlarina iliskin
algilarimin hem kisisel hem de 6rgiitsel sapkinlik ve yabancilasma duygularini nasil etkiledigini incelemektedir. Arastirma, drgiit
iklimi ile 6rgiitsel yabancilasma, orgiit iklimi ile sapkin davramslar ve yabancilasma ile sapkin davranmislar arasinda dogrudan
iliskiler oldugunu ortaya koymaktadir. Ayrica, orgiitsel yabancilasmanin 6rgiit iklimi ve sapkin davramslar arasindaki iliskiye
aracilik ettigini 6ne siirmektedir. Arastirmanin verileri Mugla ilinde ¢esitli hizmet sektorlerinde ¢aligan 274 kisiden toplanmustir.
Stringer (2002) tarafindan olusturulan orgiit ikliminin sadece baglilik ve tamnma boyutlar1 dogrulanmstir. Bulgular, baglilik ve
taninma boyutlarinin drgiitsel yabancilasma ile énemli dlgiide iligkili oldugunu géstermektedir. Ozellikle, baglilik ve drgiitsel
yabancilasma arasindaki pozitif iliski 6nemli bir sonug olarak ortaya ¢ikmustir. Ayrica, calisma Srgiitsel yabancilasmanin orgiitsel
iklim boyutlar1 ile hem kisisel hem de 6rgiitsel sapma arasindaki iligskiye tam olarak aracilik ettigi sonucuna varmaktadir.

Anahtar Kelimeler
Orgiitsel iklim, Yabancilasma, Olumsuz Sapkin Davranislar.

Abstract

The study investigates the impact of organizational climate on deviant behaviors and alienation. It examines how employees'
perceptions of their work environment influence both personal and organizational deviance and feelings of alienation. The
research posits direct relationships between organizational climate and organizational alienation, organizational climate and
deviant behaviors, and alienation and deviant behaviors. Additionally, it suggests that organizational alienation mediates the
relationship between organizational climate and deviant behaviors. Data were gathered from 274 employees in various service
sectors in Mugla Province, Turkey. Only commitment and recognition dimensions of the organizational climate constructed by
Stringer (2002) were validated. The findings indicate that the commitment and recognition dimensions are significantly related to
organizational alienation. Notably, a positive relationship between the commitment and organizational alienation emerged as a
key result. Furthermore, the study concludes that organizational alienation fully mediates the relationship between organizational
climate dimensions and both personal and organizational deviance.

Keywords

Organizational Climate, Alienation, Negative Deviant Behaviors.
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Introduction

Organizational deviant factors is defined as voluntary actions that violate important organizational norms prescribed
by formal and informal policies, rules, and procedures and in doing so threaten the well-being or reputation of the organization
and/or its members (Robinson and Bennett 1995; Bennett and Robinson, 2000). Examples of organizational deviance include
lying, stealing, absenteeism, sabotage, fraud, corruption and even violence in the workplace. Bolin and Heatherly (2001) list the
following behaviors as deviant behaviors: stealing organizational materials, not making sufficient effort in the execution of
tasks, drug/alcohol use at work, making false accident claims, abusing medical leave rights, and taking long breaks from work
when necessary. Robinson and Bennet (1995) classify deviant behaviors into four different types of deviance. These are
production deviance, property deviance, political deviance, and personal aggression. Production deviance is defined as
behaviors that violate norms that determine the minimum quality and quantity of work to be accomplished. Being late for work,
leaving early, taking excessive breaks, withholding effort, wasting resources, using drugs and alcohol at work, and calling in sick
(absenteeism) are forms of production deviance. Political deviance involves creating social interactions that put other
individuals at a personal or political disadvantage. Deviance is forms of political deviance such as nepotism, favoritism, gossiping
about coworkers, and competing for personal gain (Robinson and Bennet 1995). Property deviance is defined as the
unauthorized acquisition or damage of material elements/tools or assets of the organization by employees. Sabotaging
equipment, accepting kickbacks, lying about hours worked, disclosing confidential information, deliberate mistakes, misusing
expense accounts, and stealing from the company are forms of property deviance. Personal deviance involves deviant behaviors
that are serious and interpersonally harmful. Sexual harassment, rape, verbal abuse, physical assault, sabotaging coworkers'
work, stealing from coworkers, damaging coworkers' property, and endangering coworkers are forms of personal aggression
(Robinson and Bennet 1995).

The above-mentioned behaviors are more of negative deviance behaviors. Deviant behaviors could also be positive and
aim to support the wellness of an organization. Galperin (2002) defines constructive deviant behaviors as "the conscious
violation of the norms and rules of the organization in order to positively contribute to and improve the organization or its
members or both". Even if these behaviors called constructive deviant behaviors violate organizational norms, they are desired
by organizations because they are beneficial in achieving organizational goals. Although constructive devaint behaviors violate
organizational norms, behaviors that create some advantages for the organization can be defined as deviance behaviors.
Spreitzer and Sonenshein (2004) define constructive deviant behaviors as behaviors that deviate from the norms of the
reference group benefit the reference group and conform to hypernorms.

In the literature, some antecedents of organizational deviance behavior are mentioned. In this study, organizational
climate is examined as one of the antecedents of organizational deviance behavior. Organizational climate is related to
individuals' perceptions of the organizational conditions and environment. Organizational climate describes the way the
conditions of the organization are perceived by employees and the quality of the organizational lifestyle (Cetinkaya and Giileg,
2022). The more positively employees evaluate the organizational climate, the less likely they are to deviate from accepted
behaviors (Kamp & Brooks, 1991; Chernyak-Haive Tziner, 2014; Lipifiska-Grobelny, 2021).

Organizations where organizational-individual interactions are generally negative, in other words, where individuals
generally have negative perceptions and attitudes about organizational elements, are defined as toxic organizations (Tanyolag,
2020). Problems related to the structure and design of the organization, deficiencies in defining roles, injustice, communication
problems, inadequate organizational support, and inadequate/negative leadership support (Kalemci et al., 2019) can be listed
as factors based on basic organizational-individual interactions. Zahid and Nauman (2024) state that positive organizational
atmosphere in the workplace weakens workplace incivility and reduces deviance behaviors. In other words, positive
organizational atmosphere appears to have an effect that reduces interpersonal deviance behaviors. Similarly, Grobelny (2021)
found that negative deviance behaviors such as abuse, sabotage, theft and withdrawal are rare with a positive perceived
organizational atmosphere regardless of the employee gender.

The research also aims to examine the relationship between alienation and organizational deviance behaviors. 1t is
tried to understand whether alienation supports a passive state of indifference or deviant behaviors. There are results in the
literature that there is a significant and positive relationship between deviance and alienation (Kanten & Ulker, 2014; Yildiz &
Alpkan, 2015; Erdem, 2021; Agalday, 2022). In other words, as the level of alienation increases, negative deviant behaviors
increase and at the same time, a decrease in performance levels can be observed (GarciaContreras et al., 2022).

As stated above, when the literature is examined, it is understood that organizational climate and alienation affect
deviant behaviors separately. In addition, there are studies (Bajaj, 1982; Demirez & Tosunoglu, 2017; Gelik, 2023) stating that
organizational climate and alienation are interrelated variables. When the literature is examined, it is seen that these variables
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are discussed separately and together, but very few studies have examined all of these relationships. The main purpose of this
study is to fill this gap. At this point, in the following stages of the study, the information in the literature on the relationship
between the variables discussed in the study was conveyed and hypotheses were formed accordingly. In the next stage, data
collection tools, sampling and the findings obtained in the research were given and in the last stage, the findings were discussed.

2. Literature Review and Hypothesis Development

Forehand and Gilmer (1964) draw attention to the interaction of the individual and environment in understanding
behaviors. Zhang and Liu (2010) define organizational climate as individuals' perceptions of their work environment.
Organizational climate refers to the basic characteristics of the organization formed as a result of how the organization relates
to employees and other environmental elements (Campbell et al., 1970). Cooke and Rousseau (1988) propose that organizational
climate is related to employees' perceptions of organizational structures and how they feel about being a member of the
organization. Ehrhart et al. (2014) define organizational climate as "the shared meaning organizational members attach to the
events, policies, practices, and procedures they experience and the behaviors they see being rewarded, supported, and
expected”. Organizational climate is related to many elements of organizational life. Organizational elements such as
interpersonal relationships, motivation, leadership, autonomy, support, physical conditions, conformity to work, commitment,
and innovation can be expressed as components of organizational climate (Bohdérquez et. al. 2023). Downey et al. (1974) define
organizational climate as "a set of characteristics that define an organisation and (a) distinguish it from other organizations, (b)
are relatively permanent over time, and (c) affect the behavior of people in the organization. According to Zhang and Liu (2010),
there are two basic levels related to organizational climate. These levels are the macro level, which refers to the organizational
climate perceived by individuals in the whole working environment, and the micro level, which refers to the perceptions of a
specific dimension or a specific environment of the organization. Bowen and Ostroff (2004) define organizational climate as
"perceptions about how the organization is defined in terms of shared practices, policies, procedures, routines, and rewards,
what is important to the organization, and what behaviors are expected of individuals. Schneider et al. (2013) briefly define
organizational climate as the meanings that people attribute to their interrelated experiences at work.

Jianwei and Liu (2010) state that organizational climate has significant main effects on turnover intention, job
satisfaction, and job competence, as well as organizational effectiveness such as employee commitment to the organization and
collective identity. A positive organizational climate has significant effects on employees' job satisfaction (Gaunya, 2016; Ahmad,
et al. 2018; Magbool et al., 2020), innovation (Shanker et al., 2017; Kang, et al., 2016), and well-being (Viitala et al, 2015). Steinke
(2015) investigated components, that human resources departments should create for an effective organizational climate, which
were listed as employee engagement, support, training and development, effective leadership, and fairness.

In the literature review mentioned above, it is understood that organizational climate can determine an individual's
attitudes toward his/her organiztion and job. As another term related to organizational climate alienation is defined as
employees finding their jobs, workplaces, and roles in the workplace meaningless. Hirschfeld and Feild (2000) work alienation
is defined as a person's lack of interest and other negative attitudes towards his/her work. Seaman (1959) states that alienation
is related to the concepts of powerlessness, meaninglessness, normlessness, isolation, and self-alienation. On the other hand,
organizational alienation not only weakens the individual's interest in the organization and organizational issues but also causes
the efforts to change direction. In this respect, according to Agarwal (1993), organizational alienation refers to the fact that the
employee puts less effort than necessary for his/her job, his/her level of caring for his/her job decreases and he/she primarily
strives for rewards outside the organization (Agarwal, 1993). The effect of organizational climate on the formation of attitudes
about work and organization suggests that organizational climate may also be effective in the formation of alienation. There
are many studies in the literature on the relationship between the elements of organizational climate and alienation. Alienation
can develop due to the structural features of the organization such as centralization, bureaucracy (Aiken and Hage 1966; Miller,
1967; Haim and Weiss, 1990; Nair and Vohra, 2010), and the technological structure of the organization (Blauner, 1964).
Leadership has been shown to be an effective variable on alienation in many studies (Sarros et al., 2002; Banai et al., 2004).
Results show that transformational leadership was associated with lower work alienation, whereas transactional leadership was
associated with higher work alienation (Sarros vd., 2002). In addition, it is also included in the literature that the job itself and
its characteristics also cause alienation. Work-related factors such as job stress (Chiaburu et. al. 2014; Sunman, 2021) and job
conflict (Chiaburu et. al. 2014) also have an impact on alienation. In studies on organizational climate and alienation (Kakabadse,
1986; Demirez and Tosunoglu, 2017; Genger Gelik, 2023; Aksit Asik, 2018), a significant relationship between the two variables
was reported. In this study, the dimensions (structures, standards, responsibility, reward/recognition, support, commitment)
developed by Stringer (2002) and widely used in understanding organizational climate were adopted to measure organizational
climate. Therefore, the following hypothesis are proposed.
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H,: Organizational climate has a significant influence on alienation

Within the scope of H1, the relationship between commitment, recognition, structure, support, standardization,
response variables, which are the components of organizational climate, and alienation will be tested.

Accordingly, it is aimed to test the following hypotheses.
H,,: Response has a significant influence on alienation

H,,: Commitment has a significant influence on alienation
H,: Recognition has a significant influence on alienation
H,4: Support has a significant influence on alienation

H,.: Standardization has a significant influence on alienation
H,¢ Structure has a significant influence on alienation

In this study, it is assumed that organizational climate is one of very important antecedent of destructive/negative
deviance behavior. Fridslan et al. (2023) and Alias et al. (2018) found that organizational climate has a negative impact on
deviance behaviors. Similarly, Erturk and Ziblim (2020) reported that teachers were a strong predictor of deviant behaviors.
Therefore, the following hypothesis is proposed.

H,: Organizational climate has a significant influence on deviant behaviours.

Within the scope of H2, the relationships between organizational climate components and the dimensions of negative
deviance behaviors will be tested.

H,,: Response has a significant influence on organizational deviance behaviors

H,,: Commitment has a significant influence on organizational deviance behaviors
H,: Recognition has a significant influence on organizational deviance behaviors
H,4: Support has a significant influence on organizational deviance behaviors

H,.: Standardization has a significant influence on organizational deviance behaviors
H,¢ Structure has a significant influence on organizational deviance behaviors

H,,: Response has a significant influence on interpersonal deviance behaviors

H,,: Commitment has a significant influence on interpersonal deviance behaviors
H,,: Recognition has a significant influence on interpersonal deviance behaviors

H,: Support has a significant influence on interpersonal deviance behaviors

H,;: Standardization has a significant influence on interpersonal deviance behaviors
Hy: Structure has a significant influence on interpersonal deviance behaviors

One of the variables that the research focuses on is organizational deviance behaviors, especially destructive deviance
behaviors. Organizational deviance is defined as voluntary actions that violate important organizational norms prescribed by
formal and informal policies, rules and procedures and in doing so threaten the well-being or reputation of the organization
and/or its members (Robinson and Bennett 1995; Bennett and Robinson, 2000). Destructive deviance behaviors can negatively
affect the performance and productivity of organizations and even threaten the existence of organizations (Tian & Guo, 2023).
Destructive deviance behaviors includes behaviors that harm individuals' work, workplace, other employees and organizations.
There are results in the literature that there is a significant and positive relationship between alienation and destructive
deviance behaviors (Kanten & Ulker, 2014; Li & Chen, 2018; Yildiz & Alpkan, 2015; Erdem, 2021; Agalday, 2022). In other words,
as the level of alienation increases, destructive deviance behaviors increase, and at the same time, a decrease in performance
levels can be observed (Garcia-Contreras et al., 2022; Kartal, 2018). In the study conducted by Duran and Bayar (2022), it was
found that the concept of alienation was equated with the concepts of alienation, reluctance, dislike, coldness, powerlessness,
alienation, depression, meaninglessness and aimlessness. Argon and Ekinci (2016) identified that the low level organizational
deviant behaviors negatively affect teachers' level of adaptation to the school. Duran and Bayar (2022) listed the results of
alienation from work as discontent-unhappiness, inefficiency, failure, asocial relations, insecurity, increase in supervision,
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operational problems and resignation. Researches directly addressing alienation and deviance behaviors (Abd-Elrhaman et al.,
2020; Contreras et al. 2022; Adibifar and Monson, 2020) indicate a significant and negative relationship between the two
variables.

H,: There is a significant relationship between alienation and organizational deviance factors.
H,,: There is a significant relationship between alienation and organizational deviance factors.
H,,: There is a significant relationship between alienation and interpersonal deviance factors.

Another hypothesis aims to understand the mediating effect of alienation between organizational climate components
and negative deviance behaviors at individual and organizational levels. There are not many studies examining the mediating
role of alienation in the relationship between organizational climate and deviance behaviors. On the other hand, the mediating
effect of alienation in the relationship between some organizational climate components and deviance has been extensively
researched. For example, Erdem (2021) reports that alienation has a mediating effect between democratic leadership type and
deviance behavior. Li and Chen (2018) state that alienation has a mediating effect between psychological contract violation and
deviance behaviors. Farahbakhsh et al. (2020) state that alienation mediates the effect of organizational climate on deviance
behaviors.

Accordingly, the following hypothesis is proposed;

H,: Alienation mediates the relationship between organizational climate and deviance behaviors.
3. Research Design and Data Collection

3.1. Scales

Although there are many separate studies examining the relationship between organizational climate and alienation,
alienation and deviance behaviors, there is no study in the literature that investigates the effect of organizational climate on
destructive behaviors through alienation. In order to fill this gap, the relationship between organizational climate and deviance
behaviors has been examined within the framework of the phenomenon of alienation. Organizational climate, alienation and
destructive deviance behaviors were measured with a seven-point Likert scale. In order to measure these three constructs, 53
questions were asked to the respondents. The organizational climate scale was developed by Stringer (2002) with 6 dimensions
and 24 statements. Organizational climate dimensions; organizational structure, responsibility, recognition, support, standards
and commitment. The organizational climate scale was translated into Turkish by Hocaniyazov (2008) and this translation was
validated in studies conducted by Ergiilen (2011) and Mumcu and Ozyer (2020).

The scale developed by Bennett and Robinson (2000) was used to measure destructive deviant behaviors. The
destructive deviant behavior scale has two dimensions, organizational and interpersonal, and 19 statements in total. The scale
was adapted into Turkish by Tiiziin et al. (2017). Tiiziin et al. (2017) reported the Cronbach Alpha coefficient of the organizational
dimension deviance behaviors subscale as 0.84 and the Cronbach Alpha coefficient of the interpersonal dimension deviance
behaviors subscale as 0.82.

The alienation scale was developed by Hirschfeld and Field (2000); it is a one-dimensional scale with 10 items. The scale
was translated into Turkish by Ozbek (2011). In the related study, the Cronbach Alpha value of the scale was reported as 0.71.

Ethical approval of the study was obtained from Mugla University Ethics Committee on 21.12.2023 with Protocol
No/Decision No: 230118,/140.

3.2. Sample

The present study is a cross-sectional study conducted in Mugla Province in Turkey. Data were collected by random
sampling technic from service sector; health, banking, education, transportation, tourism enterprises. Orneklem biiyiikliigiiniin
ne olmasi gerektigine Gpower analizi yapilarak karar verilmistir. GPower is designed for use in determining sample sizes in
social and behavioral sciences (Faul et al., 2007). In the Gpower software, adjustments were made as f=0.15 (moderate), a=0.05
and the power set at 80% (Gefen et al. 2011). Accordingly, the minimum sample size was determined as n=103.

After it was decided that enough pilot studies were conducted, the normal data collection process started and a total
of 368 data were collected. After eliminating invalid questionnaires and discarding extreme outlier data, a valid dataset
consisting of 274 questionnaires was created. To collect data, a structured questionnaire including demographic dimensions was
distributed to the participants (Table 1).

Table 1. Demographics Characteristics
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Demographic Variables Number Percentage
Age
Between (18 and 29) years 118 43
Between (30 and 39) years 76 28
Between (40 and 60) years 80 29
Gender
Male 126 46
Female 148 54
Educational
background
Secondary education 2 1
Higher secondary education 27 9,5
Associate degress 59 21,5
Bachelor degree 134 49
PG degree 52 19
Type of Industry
Private 150 55
Public 124 45

Source: Authors’ representation.

3.3. Research Tool

Structural equation modeling (SEM) was used to determine the relationships between organizational climate,
alienation and destructive deviance behaviors. SEM is widely used in conducting validity analysis of scales and hypothesis
testing (Loehlin, 2004; S6rbom, 1982). For this reason, SEM was used in the study to conduct confirmatory factor analysis (CFA)
and hypothesis testing. The dimensions for which confirmatory factor analysis was conducted within the scope of the scales
used are listed in Table (2).

Table 2. Scales and item numbers

Factors Number of Items

Organizational Climate (OC)

Response 3items
Support 5items
Structure 4items
Recognition 4items
Standarts ditems
Commitment 4items
Alienation (AL) 10items
Destructive Deviant Behaviors (DDB)
Organizational Level (OL_DDB) 1litems
Personal Level (PL_DDB) 7items

Source: Authors’ representation.
4, Results

This section presents the results of the measurement model and the structural model. SmartPLS 4.0 software was used
to test the CFA and structural model.

4.1. Measurement model

Confirmatory Factor Analysis (CFA) ensures accurate measurement before examining relationships between latent
variables (Joreskog, 1969). SEM models consist of two key parts; measurement model and structural model (Coulacoglou &
Saklofske, 2017). Measurement model specifies the number of underlying factors, how individual indicators relate to these
factors, and the connections between indicator errors (essentially a CFA model). Structural model defines how the various
factors influence each other (e.g., through direct or indirect effects, or no relationship at all).
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Confirmatory Factor Analysis (CFA) is a measurement model built on structural equation modeling. At first, factor
loadings were checked within the scope of indicator reliability. In this context, factor loadings must meet the > 0.708 condition
(Hair et al., 2010; Hair et al., 2022). After CFA, the measurement model consisted of 25 items. Seven items were validated for
organizational climate, 10 items for alienation and 8 items for destructive deviance behavior (5 items for organizational level
deviant behaviors, 3 for personal level deviant behaviors). Items with factor loadings less than 0.5 were removed (Hair et al.,
2009). The factor loadings of the items vary between 0.618 and 0.941. Four statements (aliens5, alien7, aliens, alien9) within the
in alienation scale do not meet the above-mentioned condition (0.678 < 0.708) with a very small difference. However, Hair et al.
(2022) state that items with factor loadings less than 0.70 should not be eliminated immediately unless the factor loadings are
below 0.40. Therefore, the relevant itemse were not eliminated because of AVE value is above default value

Internal consistency was analyzed within the scope of the measurement model. In this context, composite reliability-
CR (J6reskog, 1971) and cronbach alpha values were evaluated. CR values should be between 0.60-0.70 (Joreskog 1971; Bagozzi &
Yi, 1991; Hair et. al. 2014). and cronbach alpha value should be greater than 0.70 (Nunnally,1978; Cortina, 1993). In this scope, it
is seen that each construct meets these values. As a result, it was decided that the measurement model had sufficient internal
consistency.

Table 3. Factor Loadings

Construct Latent Observed Factor Cronbach Composite AVE  Rho_A
Variables Variables Loadings  Alpha Reliability
Organizational =~ Commitment commitmentl  0.917
Climate commitment2 0.814 0.936 0.936 0.786 0.938
commitment3 0.895
commitment4 0.911
Recognition  recogl 0.886
recog2 0.862 0.875 0.878 0.706  0.882
recog4 0.768
Negative Organizational orgdev2 0.728
Deviant Level Negative orgdev3 0.799
Organizational Deviant orgdevé 0.941 0.902 0.904 0.654  0.912
Behaviors Behavior orgdevs 0.842
orgdev1l 0.713
Personal Level  persdev2 0.933
Negative persdev4 0.910 0.909 0.912 0.776 0.917
Deviant persdevé 0.793
Behavior
Alienation alien1 0.882
alien2 0.599
alien3 0.768
alien4 0.808
alien5 0.681
alien6 0.807 0.920 0.919 0.536 0.926
alien7 0.618
aliens 0.627
alien9 0.682
alien10 0.791

Covergent validity was evaluated by examining AVE values. AVE values are above the threshold value of 0.50 (Hair et.
al., 2022; Fornell and Larcker, 1981). Table 3. shows that AVE values vary between 0.536 and 0.786. Anderson & Gerbing (1988)
and Dunn et al. (1994), have proposed evaluating convergent validity by analyzing the statistical significance of standardized
factor loadings. All factor loadings were found to be significant at the 0.05 level. Thus, the convergent validity was judged to be
satisfactory.

In the discriminant validity assessment, cross loadings values were first used to determine whether there were
overlapping factors. Once it is understood that there is no overlapping substance than Fornell and Larcker (1981) criterion and
the HTMT (Heterotrait-Monotrait Ratio) criteria as proposed by Henseler et al. (2015) were used to assess discriminant validity.
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According to the Fornell and Larcker (1981) criterion, the square root of the average variance explained (AVE) values of the
constructs in the study should be higher than the correlations between the constructs in the study. Table 4 shows the analysis
results based on the Fornell and Larcker (1981) criterion.

Table 4. Fornell and Larcker Criterion

1 2 3 4 5
Alienation 0.732
Commitment -0.013 0.887
Orgdev 0.656 -0.150 0.809
Persondev 0.560 -0.074 0.781 0.881
Recognition -0.300 0.807 -0.366 -0.314 0.840

In the discriminant validity assessment, HTMT was evaluated and it was seen that the values indicating that each
construct was discriminated were below the accepted threshold values. As can be seen from Table 5, all HTMT values are below
the threshold value of 0.90 (Henseler et. al., 2015).

Table 5. Heterotrait-Monotrait Ratio (HTMT)

1 2 3 4 5
Alienation 1
Commitment 0.137
Orgdev 0.656 0.174
Persondev 0.557 0.108 0.782
Recognition 0.301 0.808 0.371 0.314 1

The model fit values given within the scope of PLS-SEM are the SRMR value, which should be higher than the threshold
value of 0.080, and the NFI values, which should be higher than the threshold value of 0.90. In our study, SRMR value was 0.072
and NFI value was 0.81. Portela (2012) states that when the NFI is above 0.80, the structure has sufficient fit. Therefore, it was
reconfirmed that the confirmatory factor analysis result had an adequate fit.

Finally, as a result of the confirmatory factor analysis, only the commitment and recognition dimensions of the
organizational climate dimensions were significantly validated. Although the original scale included 6 dimensions, only
commitment and recognition dimensions met the reliability and validity thresholds in CFA and were retained. Response and
standardization dimensions were validated with one observed value each. The other dimensions were excluded from the model
as they did not meet the reliability/validity and discrimination criteria. For this reason, many hypotheses established with the
organizational climate components mentioned above could not be tested within the scope of the study.

4.2. Structural model assessment

In the structural model, we analyzed the R* (coefficient of determination), Q* (predictive relevance), and estimated the
path coefficients (Hair et al., 2022).

Table 6. Results in PLS-SEM

Hypothesis Path Std Std 95% BCa CI P Decision
beta | error tvalue Values

Hi1b commitment -> alienation 0.689 | 0.148 | 4.647 0.000 Supporte
[0.416;1.002] d

Hilc recognition -> alienation -0.856 | 0.138 | 6.204 0.000 Supporte
[-1.157;-0,614] d

H2b commitment -> orgdev 0.003 | 0.150 | 0.017 [-0.293;0.296] | 0.987 Rejected

H2c recognition -> orgdev -0.188 | 0.172 | 1.089 [-0.528;0.148] | 0.276 Rejected

H2h commitment -> perdev 0.198 | 0.167 | 1.182 [-0.111;0.547] | 0.237 Rejected

H21 recognition -> perdev -0.335 | 0.197 | 1.702 [-0.738;0.031] | 0.089 | Rejected

H3a alienation -> orgdev 0.600 | 0.081 | 7.370 0.000 Supporte
[0.426;0.746] d

H3b alienation -> perdev 0.459 | 0.093 | 4.825 0.000 Supporte
[0.265;0.631] d
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Alienation—R’ = 0.256, Q"_predict = 0.062
Orgdev—R’=0.462, Q"_predict = 0.274
Perdev—R’ = 0.348, Q"_predict = 0.238

First, we hypothesized that there is a positive and significant association between organizational climate and deviant
behaviors. As shown in Table 6, the two elements of organizational climate commitment and recognition influences alienation.
Both commitment and recognition component of organizational climate has significant influence on alienation and H1 (H1,:
There is a significant relationship between commitment and alienation; H1.: There is a significant relationship between
recognition and alienation) has been admitted. It is seen that commitment ( = 0.689, t = 4.826, p <.001) recognition (f =-0.856,
t = 6.370, p <.001) dimensions of organizational climate are effective in explaining alienation. In addition, alienation was found
to be effective on negative deviance behaviors at the organizational (B = 0.600, t = 7.370, p <.001) and personal level (f = 0.459, t
= 4,825, p < .001). In other words, the hypotheses "H3,: There is a significant relationship between alieanation and negative
organizational deviance factors" and "H3,: There is a significant relationship between alienation and negative personal deviance
factors" are accepted.

4.3. Results on the mediating role of alienation

The mediation model is explained using the mediation typology developed by Zhao et al. (2010). Zhao et al. (2010) state
that the first condition specified by Baron and Kenny (1986), which is a significant relationship between the dependent and
independent variable, is not necessary in the analysis of the mediation effect.

First, it is examined whether the indirect effect is significant. The results show that
commitment->alienation—>organizational negative deviance (§ = 0.413, t = 4.030, p <.001), commitment—>alienation—>personal
negative deviance (f =0.316, t = 3.402, p <.001), recognition—>alienation—>organizational negative deviance (p =-0.513, t = 5.000,
p <.001), recognition—>alienation—> personal negative deviance (B =-0.393, t = 4.030, p <.001) indirect effect is significant.

After this stage, it was examined whether the direct effect was significant or not. Accordingly, the relationship between
commitment, recognition dimensions and negative deviance dimensions was found to be insignificant. The nonsignificance of
these relationships indicates full mediation.

5. Result

The obtained results reveal that organizational climate factors such as commitment and recognition are effective on
alienation. On the other hand, it is a surprising result that commitment affects alienation from the organization. Contrary to
the general expectation, according to the results obtained, paradoxically, while commitment increases, alienation increases at
the same time. The questions in the commitment scale do not have any details about the type of commitment the respondents
are in. A calculative or normative commitment suggests that commitment to the organization may be conditioned by certain
interests or as a moral obligation. It is thought that the fact that commitment is an obligation should also be considered in the
simultaneous increase of commitment and alienation.

Meyer and Allen (1991), based on Marsh and Mannari's (1977) definition of commitment as "individuals feel that it is
morally right to stay with the company regardless of how much status increase or satisfaction the organization has provided
them over the years", state that commitment can emerge as a moral obligation. In the same study by Meyer and Allen (1991),
referring to Wiener's (1982) definition ("the totality of internalized normative pressures to act in a way in which meets
organizational goals and interests"), they underline that individuals may have a moral obligation to be committed. Meyer and
Allen (1991) as well as Etzioni (1961) described alienating involvement with the metaphor of a prison where a coercive system
of obedience is prevalent. As stated by Penley and Gould (1988), the absence of alternative jobs makes it necessary for individuals
to be loyal to the organization and increases alienation. The rate of the subjects in the study working in the private and public
sectors is almost the same.

When the correlation analyses were analyzed, it was observed that the relationship between commitment and
alienation was negative in public sector employees, while this relationship was positive in private sector employees. This
situation indicates that even if individuals are alienated from their workplace, they are obliged to maintain their commitment
status or their emotional states related to commitment. In addition, this situation suggests that committed individuals may
react more towards alienation in some negative situations. Bucher et al. (2024) also found that alienation attitudes of individuals
were positively correlated with engagement levels in a study conducted on employees of digital micro work platforms. Bucher
et al. (2024) state that due to their long history of activity on the platform, individuals are strongly invested in the system and
may feel trapped and restricted, which may increase alienation. This situation has been previously discussed in the
organizational commitment literature with the concept of alienative commitment (Penley and Gold, 1988). Penley and Gold
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(1988) state that this type of commitment develops when job alternatives are perceived to be limited. In such a situation,
individuals tend to continue their existence in the organization compulsorily. It should be taken into account that a significant
part of the sample consists of public employees.Especially in countries like Turkey, where job alternatives are scarce, a
significant portion of public employees may show alienative commitment tendencies (Usman et al., 2021). As a matter of fact,
although the public sector in Turkey expresses many problems regarding undesired working conditions and low salaries, they
continue to work in the public sector at a significant rate.

On the other hand, a significant inverse relationship was found between recognition and alienation, which is the
organizational climate component related to recognition; in other words, as recognition increases, alienation decreases. When
recognition is lacking or the reward system is perceived as unfair, employees may feel worthless and alienated (Ghaleb, 2024).
One of the results obtained within the scope of the study related to recognition is that alienation has an indirect effect between
recognition and organizational and personal deviance behaviors. Similarly, Bajaj (1982) stated that if individuals are not
appreciated, they may prefer normlessness, which is a dimension of alienation, in other words, not conforming to the norms of
the community.

In addition to the relationship between organizational climate and alienation, alienation has a positive effect on
negative deviance behaviors. While commitment and recognition do not have a direct effect on alienation, it has been
determined that negative organizational deviance behaviors increase as alienation increases (Li & Chen, 2018; Uysal, 2018).
Individuals' alienation from the organization increases their likelihood of exhibiting negative deviance behaviors towards the
organization and the individuals they work with. In addition, the mediating role of alienation between the identified
organizational climate dimensions and negative deviance behaviors was also determined. When the literature was reviewed,
this result was considered to be a unique result. Accordingly, it is concluded that the alienating effect of organizational climate
increases employees' negative deviance behaviors.

The results obtained at the end of the study show that especially commitment and recognition are effective on
alienation, and alienation is effective on organizational and personal deviance behaviors. It was also found that alienation has
an indirect effect between the mentioned organizational climate factors and deviance behaviors. The relationships between
these variables have not been sufficiently investigated in the literature. Therefore, the results obtained are considered to be
original. Especially the alienative commitment of the public sector and the alienation tendencies that develop accordingly have
been remarkable among the results of the study. This situation comes to mind as an issue worthy of further research on the
relationship of personnel in different contexts with their work and how alienation and deviance behaviors emerge accordingly.
Indeed, some research (Jernigan & Beggs, 2015) suggests that such relationships can occur across the public-private divide, or
even across different lines of business within the public sector. Therefore, it is thought that researching the issue in different
contexts such as public and private will contribute to the literature.
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