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Abstract 

High levels of labor turnover are considered signals of poor management for organizations. 

The departure of qualified employees may result in great losses in organizational terms. This 

research aimed to examine the relationships between turnover intention, work alienation, and 
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loneliness. Research data were collected using surveys from 440 aviation company 

employees, and convenience sampling was used for participant selection. The survey 

included UCLA Loneliness Scale, Work Alienation Scale, and Turnover Intention Scale. The 

research revealed that turnover intention had an effect on loneliness and this effect of 

turnover intention on loneliness was fully mediated by work alienation. Accordingly, work 

alienation fully mediates the relationship between turnover intention and loneliness. The 

analyses indicate that organizations, especially in the aviation industry, should pay attention 

to psychological factors such as loneliness and work alienation that drive qualified employees 

to quit their jobs. This research contributed to the relevant literature by pointing out 

organizational behavior concepts that may lead to unexpected labor loss and thereby 

inefficiency. 

Keywords: Work alienation, Turnover intention, Loneliness, Structural equation model 
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1. Introduction 

Today, employees who have unsatisfied expectations and feel frustrated in psychological, 

physical and financial terms lead to reduced professional efficiency, resulting in departures 

(Yıldırım, Erul, & Kelebek, 2014). Turnover intention, the opinion of an employee to quit his 

or her job in a near future (Şahin, 2011), is an important management topic which has been 

discussed in recent studies (e.g., Hom & Griffeth, 1991; Telli, Ünsar, & Oğuzhan, 2012) with 

regard to its predictive role in actual departures.  

Employee turnover creates a considerable organizational cost (Arshadi & Shahbazi, 2013). 

This makes turnover intention significant for organizations to take necessary and expedient 

actions. Turnover intention is widely agreed to influence organizational efficiency. By 

establishing the factors with effect on turnover intention, management researchers are able to 

predict and explain employees’ intentions to leave, while managers can formulate precautions 

to avoid potential resignations (Hwang & Kou, 2006). 

As a psychological-based factor, loneliness is considered the inability to establish desired 

social dialogues (Nurmi & Katariina, 1997; Savikko, Routasalo, Tilvis, Strandberg, & Pitlaka, 

2005). Loneliness at work occurs when one is excluded and isolated from social environment 

within an organization (Wright, Burt, & Strongman, 2006). Loneliness has an effect on work 

life just as it does on personal life. It is important for an individual to have serenity and safety 

at a workplace. 

One’s detachment from the organization psychologically, physically or both is an indicator of 

alienation (Tuna & Yeşiltaş, 2014). Work alienation refers to one's incapacity of 

self-expression at work (Suárez-Mendoza & Zoghbi-Manrique-de-Lara, 2008). An alienated 

employee refers to an individual who feels disengaged from work and uninvolved in his or 

her role at work (Sulu, Ceylan, & Kaynak, 2010). Work alienation is closely related with 

working conditions (DiPietro & Pizam, 2008). According to Ünsar and Karahan (2011), work 

alienation results in leaving the job. From this perspective, this study aspires to reveal how 

loneliness at work is affected by turnover intention and whether work alienation mediates the 

loneliness-turnover intention relationship. 

2. Turnover Intention 

Turnover is withdrawal from an organization permanently either on a voluntary or an 

involuntary basis (Robbins, Judge, Odendaal, & Roodt, 2009). Turnover intention, in turn, is 

employees’ intention to continue or leave their current work relationship (Lacity, Lyer, & 

Rudramuniyaiah, 2008). 

According to Vandenberg and Nelson (1999), the intention of employees to leave is the 

likelihood of a permanent withdrawal from their organization in the near future. The intention 

to stay, in turn, reflects the extent to which employees are committed to their organization and 

are willing to continue their employment (Hewitt, 2004). As shown by various studies, 

intention is the most significant determinant of actual turnover (e.g. Tett & Meyer, 1993; 
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Igbaria & Greenhaus, 1992). Besides, empirical research has proven that the intention of an 

employee to stay or leave has a consistent and strong association with voluntary turnover 

(Dalessio, Silverman, & Schuck, 1986; Mathieu & Zajac, 1990). 

The literature rarely contains a precise definition of turnover intention and this is a 

consequence of the perception that people consider the term self-explanatory (Bester, 2012). 

For instance, Rusbult, Farrell, Rogers and Mainous (1988) have suggested that turnover 

intention is the active and detrimental actions of individuals when they are not satisfied with 

their work conditions. Some scholars conceptualize turnover intention as the extent to which 

an employee desires and plans to quit the organization (e.g. Lacity et al., 2008; Sousa-Poza & 

Henneberger 2004), while others (e.g. Mobley, Horner, & Hollingsworth, 1978; Tett & Meyer, 

1993) approach this concept as a conscious and thoughtful desire to leave an organization. 

The theory of Reasoned Action and Planned Behavior by Fishbein and Ajzen (1975) suggests 

that a planned behavior is likely to be predicted by the intention to perform such behavior. 

This behavioral intention concept proposes that individuals rationally reach a decision by 

“systematically employing accessible information on the costs and benefits of the behavior 

and the control they have, or believe they have, over carrying it out” (Chacon, Vecina, & 

Davila, 2007, p. 628). Drawing on this theory, turnover intention can be defined as the 

behavioral intention of an employee to quit the organization. 

Both at organizational and individual levels, employee turnover is a critical issue for human 

resources. From the organizational standpoint, increased employee turnover represents loss of 

qualified employees, which leads to increased investment costs in training of replaced 

employees (Liu, Liu, & Hu, 2010). It may damage organizational productivity when a critical 

and effective employee leaves (Cascio, 2010). Turnover also leads to interruption in 

organizational activities, because of which it is often considered a negative influence on 

organizational productivity and efficiency (Aykan, 2014). On the other hand, turnover 

intention may provide certain advantages such as the departure of a low-performing 

employee (Cascio, 2010) whose replacement may bring certain advantages such as novel 

information, capabilities and skills among other favorable changes (Mobley, 1982).  

Regarding the factors, which affect turnover intention, Sias and Cahill (1998) found that 

informal relationships within an organization have an enhancing influence on employee 

commitment, job satisfaction, and turnover intention. Bakker, Schaufeli, Leiter, & Taris 

(2008), in turn, suggest that turnover intention is negatively and significantly affected by job 

resources such as social support, manager guidance, feedback and time control. Work 

engagement or commitment plays a mediating role in such relationship. Taboli (2015) 

demonstrated a negative relationship between work engagement and turnover intention, 

whereas burnout and work alienation positively affect turnover intention. It has also been 

found less likely for employees who identify themselves with their organization to leave, as 

they desire to maintain such identity (van Dick et al., 2004; van Knippenberg, van Dick, & 

Tavares, 2007). 
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3. Loneliness 

Loneliness is a constant affective disorder, which occurs when one feels alienated, 

misunderstood and rejected or when one is deprived of social associations for activities or 

opportunities toward social affection and integration (Rook, 1984). According to Weiss 

(1973), loneliness has two forms; social and emotional. Social loneliness is the form related 

to one's social relations and it is often accompanied by distress and depression resulting from 

social support deprivation. Emotional loneliness, on the other hand, is related to the absence 

of closeness to another individual and includes feelings such as emptiness and anxiety. 

Despite the unclear association between the two loneliness types, there is a consensus that 

relationship is the basis of both types (Kaymaz, Eroğlu, & Sayılar, 2014). 

The literature review points out three main assumptions employed to examine the loneliness 

concept (Kraus, Davis, Bazzini, Church, & Kirchman, 1993). The first one assumes that 

loneliness is a perception of incapability and originates from one's social lifestyle. The second 

assumption approaches loneliness as a subjective feeling that has a direct relationship with 

one's experiences. The last one suggests that loneliness is an undesirable and troublesome 

feeling. All three assumptions have paved the way for scientific research on loneliness. 

Loneliness at work refers to the situation resulting from poor social relations with others at 

work and leading to distress (Wright et al., 2006). Psychological factors experienced at work, 

such as loneliness, are likely to have a negative influence on both individuals and 

organizations. Interpersonal relationships and employee performance suffer for individuals 

while organizational commitment is compromised for the employer (Yılmaz, 2008). When an 

employee has an intention to leave an organization, loneliness suggests an undesired climate 

in the organization (Wright et al, 2006). 

There is limited research on loneliness at work and its effects in the Turkish literature, 

contrary to the foreign literature. Among these, Demir (1989) conducted the reliability and 

validity study of UCLA loneliness scale; Yılmaz (2008) examined life satisfaction and 

organizational commitment; Doğan, Çetin and Sungur (2009) provided the Turkish form of 

the scale for loneliness at work and Erdil and Ertosun (2011) investigated the link between 

organizational commitment and loneliness at work.  

The study by Erdil and Ertosun (2011) suggests that loneliness at work has an adverse effect 

on employee's social and professional life. Their findings demonstrated that employees feel 

less loneliness when the organization creates a social climate for establishing positive 

relationships, and they concluded that the role of social climate in loneliness at work is 

fundamental and determinative. The study by Aytaç (2015) showed that employees who feel 

loneliness at work also have turnover intentions. Likewise, Aykan (2014) demonstrated that 

emotional loneliness plays a mediating effect on turnover intention when employees believe 

that their contract is violated at work and emotional loneliness enhances such turnover 

intentions. Demirbaş and Haşit (2016) established a significant and positive relationship 
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between loneliness at work and intention to leave. Drawing on this theoretical background, 

we develop the following hypothesis: 

H1: Turnover intention has a positive effect on loneliness. 

4. Work Alienation 

Alienation is a situational construct resulting from particular conditions rather than a stable 

personality factor (Seeman, 1983). It is a concept that has been studied for a long time (Nair 

& Vohra, 2010). Fromm (1955) and Seeman (1959) provided great insights to the concept of 

alienation, which have driven researchers to analyze this concept from the perspectives of 

different disciplines including sociology (e.g., Blauner, 1964), social psychology (e.g., Maadi, 

Kobasa, & Hoover, 1979) and organizational science (e.g., Podsakoff, Williams, & Todor, 

1986). However, the work of Seeman is groundbreaking in definitional terms. Seeman 

conceptualized alienation based on the absence of certain conditions including powerlessness 

(refers to being incapable of controlling environmental situations), meaningless (refers to the 

perceived insignificance of work outcomes), normlessness (refers to the inability of applying 

norms), isolation (refers to unmet affiliation need) and self-estrangement (refers to 

unsatisfactory conditions at work). 

In organizational context, alienation typically implies employees' non-internalization of their 

tasks at work (Organ & Greene, 1981). However, in psychological context, researchers have 

focused on work involvement as the opposite of alienation (Lodahl & Kejner, 1965). 

Accordingly, alienation is a psychological state of feeling dissociated from work (Kanungo, 

1979). Since there are various definitions, we discussed work alienation as the feeling of 

detachment from work (Organ & Greene, 1981) for the purposes of our research. In this sense, 

work alienation represents the situation where an employee feels unattached, unconcerned 

and uninterested about their job (Kanten & Ülker, 2014). Such feeling of work alienation may 

result in adverse consequences for both the organization and employees (Ceylan & Sulu, 

2011; Chiaburu, Diaz, & De Vos, 2013). 

The literature contains several studies conducted concerning which factors and outcomes are 

associated with work alienation, including job characteristics and leadership styles, 

inadequate decision-making, restricted autonomy, job involvement, organizational 

commitment, organizational justice and perceived structure of the organization (DiPietro & 

Pizam, 2008; Banai & Reisel, 2007; Ceylan & Sulu, 2011; Kanten & Ülker, 2014; Sulu et al., 

2010; Nair & Vohra, 2010). Besides, work alienation may affect employee attitudes and 

behaviors. For instance, the study by Golden, Veiga and Dino (2008) suggested that 

employees experiencing alienation at work have lower levels of satisfied need toward 

belonging and fewer reasons to continue their employment. Banai and Reisel (2007) stated 

that psychological states are likely to be positively affected in the presence of a well-designed 

job. Tuna and Yeşiltaş (2014) established that identification and alienation affect turnover 

intentions. The study by Ünsar and Karahan (2011) indicated that work alienation results in 

leaving the job over time, while Sulu et al. (2010) highlighted that alienation leads to 
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decrease in motivation causing employees to start feeling psychologically detached from their 

job. Based on the above background, we develop the following hypothesis: 

H2: Work alienation mediates the turnover intention – loneliness relationship. 

5. Methods 

5.1 Research Goal  

This study has two objectives. The first one is to discover whether turnover intention and 

loneliness at work are related. The second one is to reveal whether work alienation has a 

mediating effect on such relationship. 

5.2 Participants and Procedure 

A questionnaire was conducted with 480 participants, 40 of which were considered invalid 

due to missing information, so 440 questionnaires were obtained in full. 75% of the 

participants were male, 65% had a minimum of 3 years work experience, and 68% had a 

bachelor’s degree. Based on age groups, 10% of the participants were under 25 years of age, 

35% were aged between 25 and 29, 25% were aged between 30 and 34, and the remainder 

aged 35 and above. Concerning their positions, 5% were administrators, 5% were engineers, 

15% were technicians, 25% were personnel, and the remaining participants were workers. 

5.3 Measures 

Turnover Intention Scale was used to measure turnover intention. This instrument includes 

three items (e.g. “I often think about quitting my job”). It was developed by Cammann, 

Fichman, Jenkins and Klesh (1983). The items were responded on a 5-point Likert system. The 

higher score suggests greater intention to leave a job. The reliability coefficient in this study 

was 0.930. 

Work Alienation Scale was used to measure work alienation. This instrument includes 10 items 

(e.g. “Most of the work life is wasted with meaningless activities”). It was developed by 

Hirschfeld and Field (2000). A 5-point Likert system was used to respond to the items. The 

higher score suggests greater alienation from the work. The reliability coefficient in this was 

0.889. 

UCLA (University of California Los Angeles) Loneliness Scale was used to measure 

loneliness at work. This 5-point Likert scale was developed by Russell, Peplau and Ferguson 

(1978) and it consists of 20 items (e.g. “I feel isolated from others”). The reliability coefficient 

in this study was 0.880. 

6. Results 

6.1 Statistical Data Analysis 

SPSS 22.00 and AMOS 22.0 software programs were used to analyze and interpret the survey 

responses collected in the research. Regarding the scales used in the research, confirmatory 
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factor analyses were conducted, followed by the calculation of the Cronbach's alpha values. 

Confirmatory factor analyses of three study scales were separately conducted via the AMOS 

program. A model was developed through structural equation modeling and the mediator 

analysis was performed on the AMOS program.  

6.2 Confirmatory Factor Analyses 

Structural equation modeling (SEM) and confirmatory factor analysis (CFA) are based on same 

logic and calculation technique in principle; however, they are approached as different 

concepts in practice. Structural equation modeling typically aims to test a proposed theoretical 

model or hypotheses and targets at establishing the model that explains the data best by 

comparing multiple alternative models. Therefore, structural equation modeling is considered 

an extension of traditional regression models (Schermelleh-Engel, Moosbrugger, & Müller, 

2003). 

Confirmatory factor analysis, in turn, is usually used in scale development and validity 

analyses, and targets at confirming a predetermined or fictionalized structure. Confirmatory 

factor analysis is seen as a special application area of structural equation modeling and the 

measurement model is treated as a typical confirmatory analysis (Bollen, 1989; Blunch, 2008).  

Table 3. Standard good fit indices and fit indices of the model 

No Fit Indices Good Fit Acceptable Fit 

1 x
2 - - 

2 x
2
/ sd  0 < x

2
/ d f  <  2 2 < x

2
/ sd  <  5  

3 RMSEA 0< RMSEA <0.05 0.05< RMSEA < 0.08 

4 GFI 0.95 < GFI < 1.00 0.90 < GFI < 0.95 

5 CFI 0.97 < CFI < 1.00 0.95 < CFI < 0.97 

6 SRMR 0< SRMR <0.05 0.05< SRMR <0.10 

6.3 Confirmatory Factor Analysis: Instruments 

With confirmatory factor analysis (CFA), AMOS 22.0 software program was used to 

investigate whether measurement models were significant for each scale. The results revealed 

that the measurement models were acceptable. Then, the adequacy of the entire model was 

evaluated through goodness of fit indices. In our research, only confirmatory factor analyses of 

the scales were conducted as the validity of language has been performed previously. 

Confirmatory factor analyses demonstrated that the dimensions of the scales were consistent 

with the original studies. 

With increase in sample size, especially in samples greater than 200, the Chi-Square (x
2
) value 

is found higher and the statistical significance level of the Chi-Square (x2) test is found lower. 
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Bollen, 1989; Fornell & Larcker, 1981). The confirmatory factor analysis of the study scales 

and the adequacy of the general models tested were determined using degree of 

freedom-adjusted Chi-Square (x
2
) value (Chi-Square value/degree of freedom), other goodness 

of fit indices and standardized residual covariance matrix values (Bagozzi, Yi, & Phillips, 

1991). 

6.3.1 Turnover Scale 

In the confirmatory factor analysis of the turnover scale, which consists of three items and a 

single dimension, all items remained in the analysis with no exclusion. The analysis of three 

items revealed that the factor loadings of the items were between .811 and .98. 

 

Figure 1. CFA Analysis of TO Scale 

The model test values were found as x
2 

(2.987) and x
2
/df (2.987), suggesting that CFA was 

significant. Furthermore, the goodness of fit indices [GFI (.903), CFI (.0952), SRMR (.0547) 

and RMSEA (.0796)] were found within the acceptable limits, which showed CFA result to be 

applicable. 

6.3.2 Work Alienation Scale 

In the confirmatory factor analysis of the work alienation scale, which consists of 10 items and 

a single dimension, all items remained in the analysis with no exclusion. The analysis of 10 

items revealed that the factor loadings of the items were between .68 and .86. 

  



 Business Management and Strategy 

ISSN 2157-6068 

2017, Vol. 8, No. 1 

www.macrothink.org/bms 
27 

 

Figure 4. CFA analysis of WA Scale 

The model test values were found as x
2 

(76.140) and x
2
/df (2.538), suggesting that CFA was 

significant. Furthermore, the goodness of fit indices [GFI (.967), CFI (.0984), SRMR (.0254) 

and RMSEA (.059)] was found within the acceptable limits, which showed CFA result to be 

applicable. 

6.3.3 UCLA Scale 

In the confirmatory factor analysis of the loneliness (UCLA) scale, which consists of 20 items 

and a single dimension, half of the items were excluded from the analysis due to low factor 

loadings. The analysis of 10 items that had significant factor loadings and remained in the 

analysis revealed that the factor loadings of the items ranged between .41 and .79. 
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Figure 5. CFA analysis of UCLA Scale 

The model test values were found as x
2 

(76.140) and x
2
/df (2.538), suggesting that CFA was 

significant. Furthermore, the goodness of fit indices [GFI (.967), CFI (.0984), SRMR (.0254) 

and RMSEA (.059)] was found within the acceptable limits, which showed CFA result to be 

applicable.  
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6.4 Models 

6.4.1 Model 1: The Effect of Work Alienation on Loneliness 

 

Figure 6. The effect of WA on UCLA 

The model developed for examining the effect of WA on UCLA was found significant as the 

model test values were x
2 

(260.385) and x
2
/df (1.638). The model was within the acceptable 

limits as the goodness of fit indices was GFI (.944), CFI (.981), RMSEA (.038) and SRMR 

(.0321). The model developed for examining the effect of WA on UCLA was found valid 

according to both the Chi-Square test result and the good fit indices. The regression coefficient 

was (.29, p<0.05) regarding the effect of WA on UCLA from the estimate values, suggesting 

that the effect was statistically significant. Accordingly, the UCLA values increase as the WA 

values increase.  

6.4.2 Model 2: The Effect of Turnover Intention on Loneliness 
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Figure 7. The Effect of TO on UCLA 

The model developed for examining the effect of TO on UCLA was found significant as the 

model test values were x
2 

(127.867) and x
2
/df (2.131). The model was within the acceptable 

limits as the goodness of fit indices was GFI (.954), CFI (.981), RMSEA (.051) and SRMR 

(.043). The model developed for examining the effect of TO on UCLA was found valid 

according to both the Chi-Square test result and the good fit indices. The regression coefficient 

was (.18, p<0.05) regarding the effect of TO on UCLA from the estimate values, suggesting 

that the effect was statistically significant. Accordingly, the UCLA values increase as the 

turnover intention increases. 
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6.4.3 The Mediating Role of Work Alienation in the Turnover Intention-Loneliness 

Relationship  

 

Figure 8. The Mediating Role of WA in the TO-UCLA Relationship 

The model developed for examining the mediating role of WA in the impact of TO on UCLA 

was found significant as the model test values were x
2 
(343.314) and x

2
/df (1.582). The model 

was within the acceptable limits as the goodness of fit indices was GFI (.936), CFI (.981), 

RMSEA (.036) and SRMR (.0301). TO had an effect on UCLA in the singular relationship (.18), 

whereas the effect of TO on UCLA was found insignificant (.08; p>0.05) when WA was 

included in the TO-UCLA relationship. The decrease in effect from .18 to .08 revealed that WA 

fully mediated the TO-UCLA relationship. Turnover intention had an effect on loneliness and 

such effect of turnover intention on loneliness disappeared when work alienation came 

between. Accordingly, work alienation fully mediates the relationship between turnover 

intention and loneliness. 
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7. Conclusion and Suggestions 

In this study, we investigated the turnover intention and loneliness relationship as well as the 

mediating role of work alienation in this relationship. Our findings demonstrated that turnover 

intention had an effect on loneliness, a relationship that disappeared when work alienation 

came between. Consequently, work alienation was found to fully mediate the relationship 

between turnover intention and loneliness. This research contributes to the relevant literature 

by pointing out organizational behavior concepts that may lead to unexpected labor loss and 

thereby organizational inefficiency. 

Our analyses indicate that organizations especially in the aviation industry should pay 

attention to psychological factors such as loneliness and work alienation that drive qualified 

employees to quit their jobs. As we assumed and found, loneliness at work has an effect on 

turnover intention. Since loneliness at work derives from poor interpersonal relations (Wright 

et al., 2006), this suggests that employees who have weaker social relations at the workplace 

have greater intention to quit their job, which is in agreement with the study by Demirbaş and 

Haşit (2016). As loneliness indicates an undesired environment in an organization (Wright et 

al., 2006), such finding may help human resources management and executives to develop 

certain strategies to deal with the turnover issue. Accordingly, we recommend organizations 

to structure support meetings or interviews for employees who suffer from loneliness in order 

to create an area of self-expression. Additionally, organizations may provide trainings on 

communication skills and conflict management as well as social events to bring employees 

together. Organizations may also benefit from focusing more on teamwork and 

engagement-enhancing strategies. 

The second finding of this study showed the mediating impact of work alienation on 

loneliness-turnover intention relationship. Organizations do not prefer the departure of their 

qualified employees against their own wishes. Top management of the organizations should 

not remain unresponsive to the resignation of a qualified employee because of certain 

psychological variables. The present study has highlighted that employees may quit their jobs 

not only due to financial causes but also due to certain psychological factors. As one of those 

factors, we established that alienation from work removes the impact of loneliness on turnover 

intention. Work alienation occurs when an employee feels unattached and uninterested in their 

job (Kanten & Ülker, 2014) and such feeling is known to cause unfavorable outcomes both at 

the organizational and individual levels (Ceylan & Sulu, 2011; Chiaburu et al., 2013). 

Therefore, employers must strive to prevent employees from feeling detached from their 

organizations. Based on the study by Develioğlu and Tekin (2012), employees who have been 

working in an organization less than a year feel greater alienation from work than those who 

have been working in the same organization more than 10 years. Accordingly, organizations 

may consider increasing work autonomy and participation in decision-making processes to 

enhance employees’ respect and engagement toward their job. Furthermore, organizations 

may hold regular interviews to find out situational issues experienced by employees and 

develop necessary strategies. 
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Although our study has its benefits, it holds certain limitations. First, this study was 

conducted only with aviation employees. Future research may include other service industries 

to make a comparison or discover industry-specific differences leading to turnover intention. 

Second, future research may investigate cultural factors contributing to these psychological 

factors influencing turnover intention, such as organizational climate and the type of 

organizational culture. Moreover, other situational and individual factors may be explored in 

future research.  
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