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Abstract The aim of this study is to determine the
relationship between the organizational alienation and the
organizational citizenship behaviors of primary school
teachers. The research population consists of 700 teachers
from 90 primary schools in the central district of
Mardin/Turkey in the academic year of 2015-2016. The
research sample consists of randomly selected 346 teachers
from 40 primary schools. Some of the important findings; (1)
The perceptions of the primary school teachers about
organizational alienation were found to be in the dimension
of “powerlessness” (M=1.94) “normlessness” (M=2.16),
“isolation” (M=1.87), “self-estrangement” (M=1.86, Rarely)
and “meaninglessness” (M=1.66, Never). As for the score
regarding the whole scale, it was found to be (M=1.87,
Rarely). (2) The perceptions of the primary school teachers
about organizational citizenship behaviors were found to be
in the dimension of “civic virtue” (M=3.86), “altruism”
(M=4.15), “conscientiousness” (M=4.20, I agree) and
“gentility” (M=4.21; I totally agree). The score regarding the
whole scale was found to be (M=4.11; I agree). (3) In the
study, the relationship between organizational alienation and
organizational citizenship behaviors was detected as (r =
-.510, p <.01) a mid-level, significant and negative oriented
correlation. It was found out in this study that the more
organizational alienation behaviors, the less organizational
citizenship behaviors.
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1. Introduction

Mankind has played the leading role in the continuously
changing order of the world where we live. Human beings
have, by nature, thought, discovered, produced and

developed and it has been essential for humans to discover
themselves first in order to achieve these activities. They will
accomplish and maintain this unavoidable development by
means of the innovations that they will discover and improve
within themselves. However, inadequate or improper
methods and strict rules prevent them from realizing their
potentials by removing individuals from their selves and
cause them to lose the control, the result of which is
alienation.  Alienation may undermine individuals’
development [1].

The concept of alienation has entered in Turkish language
from western languages and the root of the word is based on
“aléné” in French and “alienado” in Spanish and “alienation”
in English [2]. Generally, the concept of alienation can be
defined as a decline in an individual’s adaptation to her/his
social, cultural and natural surrounding and especially in an
individual’s control over his/her close surrounding, which
causes loneliness and despair [3]. As its source, the word
“alienation” implies an intense separation first from the
objects in a world, second from other people, third from
ideas about the world held by other people [4]. Alienation is
regarded as a case of estrangement or withdrawal,
disillusionment or stress [5, 6, 7]. Alienation has been
identified with a number of problems and negative
consequences [8].

Alienation can be described as a sense of estrangement
from other human beings, from society and its values, and
from the self, particularly from those parts of the self that
link it to others, and to society at large [7].Human alienation
often occurs when a person has a negative attitude towards
people and the world and experiences a feeling that leads to
unhappiness. One can be alienated from one's family, society,
religion or culture. Oliver (2004) refers to human alienation
as 'a zone of nonbeing'; since a person's being is affirmed by
being accepted and valued by other members of his/her own
community or family, that person feels worthless when
rejected [9]. The symptoms of alienation are estrangement,
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apathy, inability to be deeply committed to anything, lack of

work engagement, retreating, disconnection in relationships

and isolation [10].

Moch (1980) points out the fact that the concept of
organizational alienation refers to an attitude or a condition
in which an employee cares little about work, approaches
work with little energy and works primarily for extrinsic
rewards [11] or it means the impossibility of meeting
employees’ social requirements [12].

Seeman [13] evaluated alienation in terms of
socio-psychological view and postulated five dimensions
-powerlessness, meaninglessness, normlessness, isolation,
and self-estrangement. These dimensions are described
briefly below.

1.  Powerlessness: According to Blauner (1964) and West
(1998), Powerlessness is a situation created by a bad
mood in which individuals are unable to conduct the
organizational activities or decide on their own [14].

2.  Meaninglessness: It is a case of disharmony caused by
the fact that individuals cannot evaluate themselves
truly and think that their behaviors are shaped by other
people’s wills [15].

3.  Normlessness (Anomie): In the traditional usage,
anomie denotes a situation in which the social norms
regulating individual conduct have broken down or is
no longer effective as rules for behavior (Seeman, 1959).
It can be defined as an imbalance which occurs as a
result of the lack of aims or the collapse of values and
dimensions within the individuals or in the society [16].

4. Isolation: 1t is the result of the fact that members of
organizations  retreat themselves from  their
surroundings and they feel incapable of belonging to
any group or community [16].

5. Self- estrangement: Mottaz (1981) points out the fact
that employees don’t perform their job eagerly and
they don’t find their jobs interesting. They cannot
make any connection between the things that they want
to do and the job that they perform. Thus, they cannot
experience the feeling of happiness resulting from
success [14].

Diener (1984) points out the fact that self-esteem of
alienated workers is likely to be low. Korman (1966) and
Sirgy (1986) suggest that low self-esteem workers tend to
have lower levels of performance and alienated workers feel
incompetent, which leads to dissatisfaction with the job and
an escape from work [17]. The consequences of feeling apart
from one's society are little known. Several possibilities have
been suggested: (1) That alienation is related to creativity, (2)
That alienation is related to mental- emotional disorder,(3)
That estranged people may be more sensitized to the wounds
of anonymous other, (4) That the alienated suffer a proclivity
to suicide, (5) That they are prone to the chemical addictions,
(6) That they are poor marriage risks, (7) That their
estrangement leads to criminal behavior [18].

The phenomenon of alienation in education turns out to be

a problem that affects teachers directly. The employees in
educational organizations become alienated from the
processes about learning and teaching. These processes
cause individuals to experience meaningless so they feel lack
of concern for teaching process and education gets more and
more boring and unpleasant [14].

Educational alienation cannot be dismissed as a purely
temporary, easily treatable defect. Rather, it is a part of
education that defines its essential tension [19]. Alienation in
education prevents teachers from being creative, from being
a model for the society and students, from improving
themselves with regards to their jobs, from their
contribution to social development, from being effective in
teaching and learning processes, from being productive in
teaching and from working in solidarity with school
administrations and colleagues [20].

Nowadays, for organizations to survive, it is not enough
for employees just to fulfill their formal duties in working
environments based on competition. Thus, the success of
organizations depends on employees behaving voluntarily
beyond formal role descriptions. These kinds of behaviors
are conceptualized as organizational citizenship behaviors
(OCBs) in literature which has become one of the mostly
researched studies [21].Organizational citizenship behaviors
that were first used by Barnard in 1930s were defined as
informal  role-behaviors.  Organizational citizenship
behaviors are described as employees’ extra role behaviors
that they perform in order to contribute to organizations.
Organizational behaviors were used by Dennis Organ in
1983 [15].

Organ (1988) describes OCB as "individual behavior that
is discretionary, not directly or explicitly recognized by the
formal reward system, and that in the aggregate promotes the
effective functioning of the organization" [22].Organ (1988)
suggests that it has been presented in the organizational
literature as discretionary behaviors that go beyond those
formally prescribed by the organization and for which there
are no direct rewards [23].Citizenship behaviors cannot be
rewarded by an organization's reward system [24].Organ
(1988) points out the fact that derived from Katz’s (1964)
notion of extra-role behaviors, organizational citizenship
behaviors (OCBs) have been defined as behaviors displayed
by teachers that are discretionary, not directly or explicitly
recognized by the formal reward system and that, in the
aggregate, promote the effective functioning of an
organization (school). These behaviors are often internally
motivated, arising from and sustained by an individual’s
intrinsic need for a sense of achievement, competence,
belonging or affiliation [25].

Katz and Kahn (1966) have noted the many occasions in
which organizational functioning depends on supra-role
behavior that cannot be prescribed or required in advance for
a given job. These behaviors include any of those gestures
that lubricate the social machinery of the organization but
that do not directly in here in the usual notion of task
performance. Examples that come to mind include; helping
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co-worker with a job-related problem; accepting orders

without a fuss; tolerating temporary impositions without

complaint; helping to keep the work area clean and
uncluttered; making timely and constructive statements

about the work unit or its head to outsiders; promoting a

work climate that is tolerable and minimizes the distractions

created by interpersonal conflict and protecting and

conserving organizational resources [26].

Researchers have offered several explanations for this
assumption. First, citizenship is thought to increase
organization performance by reducing the need to allocate
scarce resources to maintenance functions within
organizations, thereby freeing up these resources for more
productive purposes. Second, citizenship can act to improve
coordination within work groups, thus reducing friction
within organizations and improving effectiveness. Finally,
by making them attractive places to work, organizations
where citizenship is prevalent may be better able to attract
and retain the best employees, thereby improving their
performance [22].

Organ (1988) has identified five categories of OCBs or
discretionary behaviors: Altruism, courtesy, sportsmanship,
conscientiousness, and civic virtue [27].Many researchers
used Organ’s five dimensions [27, 28, 29, 30, 31], so in this
study, the dimensions described by Organ (1998) were used
in.

1. Altruism: According to Organ (1998), altruism, refers to
helping behaviors aimed at coworkers, customers,
clients, vendors, or suppliers [32].0rgan (1998)
suggests that unlike courtesy which is meant to prevent
a problem from happening, altruism is meant to provide
help to someone who is already in trouble [33].Organ
suggests that this dimension includes voluntary actions
that help another person with a work problem,
instructing a new hire on how to use equipment, helping
a coworker catch up with a backlog of work, fetching
materials that a colleague needs and cannot procure on
his own [34].

2. Courtesy: Organ’s (1988, 1990) notion of courtesy
involves helping others by taking steps to prevent the
creation of problems for coworkers and providing
advance notice to someone who needs to know to
schedule work providing advance notice to someone
who needs to know to schedule work [34].

3. Organ (1998) argues that courtesy targets behaviors
intended to mitigate problems or prevent problems from
occurring. Courtesy behavior is also associated with
maintaining the social order and reciprocating favors,
both of which suggest the value of security. Courtesy
behavior also indicates a sense of caring and
responsibility, which is captured by the category of
benevolence [33].

4. Conscientiousness: According to Organ’s definition of
this dimension, employees fulfill duties voluntarily that
surpass minimal role requirements and perform more
than the least expected behaviors such as participation
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in organization, usage of working times and obeying the
rules [32].

5. Sportsmanship (Gentility): Organ (1990) has defined
sportsmanship as “a willingness to tolerate the
inevitable inconveniences and impositions of work
without complaining.” However, his definition seems
somewhat narrower than the label of this construct
would imply. For example, in our opinion “good sports”
are people who not only do not complain when they are
inconvenienced by others, but also maintain a positive
attitude even when things do not go their way, are not
offended when others do not follow their suggestions,
are willing to sacrifice their personal interest for the
good of the work group, and do not take the rejection of
their ideas personally [34].

6. Civic virtue: It represents a macro-level interest in, or
commitment to, the organization as a whole. This is
shown by a willingness to participate actively in its
governance (e.g., attend meetings, engage in policy
debates, express one’s opinion about what strategy the
organization ought to follow, etc.) [34].

Podsakoff and MacKenzie[35]suggest that organizational
citizenship behaviors increase the development of friendship
with colleagues and administrative efficiency. Furthermore,
organization citizenship behaviors attract employees by
providing resources to be used for more useful purposes, by
reducing the need to use scarce resources just for
maintenance work and by organizing the activities among
work groups or groups. Moreover, these behaviors
strengthen organizations’ capacity and stability and enable
organizations to adapt to environmental changes. As a result,
organizational citizenship behaviors contribute to the success
of the organizations [32].

Organ (1998) suggested that organizational citizenship
behavior effectively attributes financial and human resources
as well as assists organizational efficiency in operations. In
other words, Organ (1990) claims that employees surpass
organizational requirements, not only completing their
obligations and tasks but also initiating voluntary actions
beyond their work roles, making sacrifices, helping others
and offering advice [36].

Successful organizations have employees who go beyond
their formal job responsibilities and freely give their time and
energy to succeed at the task at hand. In terms of schools
which are educational organizations, organizational
citizenship behaviors of teachers are vital for the success of
the schools. “Because OCBs smoothes the way for schools to
make the adaptations and innovations necessary for
long-term  survival and  growth” (DiPaola &
Tschannen-Moran, 2001; cited in [37]. Teaching is a
complex activity that requires professional judgments; it
cannot adequately be prescribed in teachers’ job descriptions
or contracts. Thus, organizational citizenship behavior is an
especially important aspect of the performance of faculty in
schools [38].Somech and Drach-Zahavy (2000) suggest that
performance defined as prescribed by task roles is necessary
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but not sufficient for predicting school effectiveness [39].As
Giroux (1995) has reiterated that citizenship and democracy
need to be problematical and reconstructed for each
generation. Public schools must assist in the unending work
of preparing citizens for self-governance in an evolving
social environment. Through the public schools, learners can
be taught the values and skills necessary to administer,
protect and perpetuate a free democratic society [40].

Organizational citizenship behaviors facilitate
organizations’ reform, adaptation to surroundings and
transfer of the funds and saving resources. OCB increases
quality of service, organizational, personal and group
efficiency while it reduces expenses. There is an increase in
job satisfaction, responsibility, solidarity and participating in
decision-making voluntarily. Organizational citizenship
behaviors supporting organizational learning boost students’
success. Similarly, organizational citizenship behaviors have
more advantages, for example, employees have positive
feelings towards organizations and work, and so
organizations attract workforce and have the ability to keep
that force. Moreover, a decrease in the intention of leaving
job, work transferring and work absenteeism is observed in
organizations with high organizational citizenship behaviors.
Organizational citizenship behaviors are regarded as social
capital. The more satisfied consumers are the less they
complain [32].

DiPaola and Tschannen-Moran (2001) suggest that OCB
has become paramount because it smoothes the way for
schools to make the adaptations and innovations necessary
for long-term survival and growth [37].According to Somech
and Drach-Zahavy (2000), schools will have to be more
dependent on teachers who are willing to exert considerable
effort beyond formal job requirements, namely, to engage in
OCB [39].

As mentioned above, alienation prevents employees’
creativity, improving themselves in professional aspects,
their contribution to social development and effective
working process. Teachers whose job is to teach a branch of
science, art, technique or knowledge are affected negatively
by alienation. Thus, it is essential to find out the level of
alienation of teachers and precautions in that subject in order
to enable teachers to work efficiently and productively.
Employees are very crucial for the efficiency and
performance of organizations and behaviors of employees in
the organizations are important factors for the success of the
work. Employees’ voluntary usage of their experiences and
abilities (beyond the standards) for the benefit of
organizations are organizational citizenship behaviors.
Organizational citizenship behaviors increase administrative
efficiency and employees’ productivity. Alienation is one of
the factors that decrease work performance. Therefore, it is
essential to determine primary school teachers’ alienation in
dimensions to do away with alienation and to detect the
effects of alienation on organizational citizenship behaviors.
This study is hoped to shed light on studies that will be
carried out by administrators, teachers and researches.

1.1. The Aim of the Study

The aim of the study is to determine the relationship
between the organizational alienation and the organizational
citizenship behaviors of primary school teachers. It was tried
to answer the questions below;

1. What is the range of the perceptions of primary school
teachers regarding organizational alienation?
2. What is the range of the perceptions of primary school

teachers  regarding  organizational  citizenship
behaviors?
3. Is there a meaningful relationship between

organizational alienation and citizenship behaviors of
primary school teachers?

2. Method

2.1. The Model of the Study

This study is in survey and relational survey model. In
survey model, the person or the object of the study is tried to
be determined in its own conditions as it is. In relational
survey model, co-change existence and level of change
between two or more variables together are investigated [41].

2.2. Population and Sample

The population of the study consists of primary school
teachers in the central district of Mardin in the academic year
0f 2015-2016. There are 90 primary schools in the district of
Mardin in Turkey and 700 primary teachers. The research
sample consists of randomly selected 346 teachers from 40
primary schools.

2.3. Data Collection Tools

Organizational Alienation Scale and Organizational
Citizenship Behavior Scale were used in this study. The
information related to data collecting is described below:

1. Organizational Alienation Scale: Organizational
Alienation Scale was developed and validity and reliability
of the scale were carried out by Eryillmaz [42].Based on the
dimensions formed by Seeman [13], Organizational
Alienation Scale is classified into five dimensions;
powerlessness, meaninglessness, normlessness, isolation and
self-estrangement. It was asked to an expertise view for
content validity. The scale consists of five factors reflecting
five dimensions. In factor analysis, eigenvalues and variance
ratio are taken into consideration. Factor analysis shows
items accumulating in independent five factors and items’
factor values change between 0,41 and 0,75. Correlation
value is found to be 0,84 as a result of test-retest method used
to detect whether the scale’ invariant measures are met or not.
In order to evaluate internal consistency reliability, Cronbach
alpha coefficient changes between 0,67 and 0,89 which
shows the scale is reliable. After all studies, there are five



Universal Journal of Educational Research 5(10): 1707-1717, 2017

items for personal information in the scale and 38 items for
organizational alienation level. The dimensions in the scale
and items can be described as; 15 items for powerlessness (1,
2,3,4,5,6,7,8,9, 10, 11, 12, 13, 14, 15), 10 items for
meaninglessness (16, 17, 18, 19, 20, 21, 22, 23, 24, 24), 4
items for normlessness (26, 27, 28, 29), 6 items for isolation
(30, 31, 32, 33, 34, 35) and 3 items for self-estrangement
(36,37, 38). In this study, Cronbach alpha coefficient of the
dimensions is evaluated and found as; 0,94; 0,89; 0,64; 0,80;
0,64. It is 0,94 for the whole scale. When there are not many
items in the scale, reliability co-efficient with 0.60 and over
is also regarded reliable enough [43].0zdamar (1999)
pointed out that evaluations are highly reliable when alpha
reliability coefficient is between 0.60 and 0.90 [44].Thus,
Cronbach Alpha reliability coefficient acquired through the
evaluations is within the acceptable limits. The answers in the
scale mean as follow; Always (5), Usually (4), Sometimes
(3), Rarely (2) and Never (1).

2. Organizational Citizenship Scale: Organizational
Citizenship Behaviors Scale based on the study by Organ
(1988) was developed by Podsakoff and MacKenzie (1989)
and later revised by Podsakoff, MacKenzie, Moorman &
Fetter (1990) and Moorman (1991), later it was translated
into Turkish and validity and reliability were carried out by
Polat [32].The scale based on the five dimensions of
organizational citizenship behaviors. Before using the scale,
Polat [32] tried to provide validity and reliability according
to pilot scheme results and expert opinions. The scale is
originally in English and it was translated by three people
and the results were compared. After the questions in the
scale were asked to a group of teachers and the
comprehensible translation was done, the scale was adapted
to educational organizations. Experts were asked for help to
evaluate the content validity of the scale and the scale was
re-organized with the help of three experts. After the
application of the scale, factor analysis was done to test its
construct-validity according to the findings and comments.
As a result of the factor analysis, the original scale and the
scale developed by Polat [32] was coherent. The factor
values in the scale change between 0,49 and 0,84. Cronbach
alpha coefficient for the whole scale was 0,89. Cronbach
alpha coefficient in the dimension of altruism was 0,81;
sportsmanship (gentility) was 0,81; conscientiousness was
0,88 and civic virtue was 0,86. The original scale has five
dimensions and this scale consists of four dimensions. The
items in the dimensions of altruism and courtesy were
included in one dimension. It was highlighted that the
dimensions of altruism and courtesy were very similar to
each other and both included helping others. According to
Organ (1998) explanation of the difference between these
dimensions, courtesy is performed before something bad
happens and altruism occurs after something bad happens
[32].Thus, the collection of two dimensions in one was an
acceptable result. Other items in the scale and the original
scale were coherent. As a result, the scale consists of 20
items and four dimensions; altruism, sportsmanship
(gentility), conscientiousness and civic virtue. The
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dimensions and items in these dimensions; 8 items in
Altruism (1,2,3,4,5, 6,7, 8), 4 items in sportsmanship (9,10,
11,12,), 4 items in Conscientiousness (13, 14, 15, 16) and 4
items in civic virtue (17, 18, 19, 20). Cronbach Alpha
coefficients for the dimensions of this study are respectively
0,85; 0,75; 0,81; 0,81. The whole scale was detected to be
0,88. The answers in the scale; I totally agree (5), I agree (4),
I am undecided (3), I disagree (2) and I absolutely disagree

().

2.4. Data Analysis

SPSS 20.0 packet programme was used for the analysis of
the data. Frequencies were calculated according to some
qualities of the working group. For the analysis of the data
that reached at the end of the research; mean scores and
standard deviations of the dimensions and the whole scale
were calculated. Since the distribution of the scores is not
normal, the nonparametric tests were used. Therefore, the
relationship between organizational alienation and
organizational citizenship behavior was examined by means
of Spearman's rank correlation coefficient. “Correlation
coefficient is high when it is between 0,70-1,00; it is mean
when it is between 0,70-0,30 and it is low when it is
0,30-0,00 [45]”.The level of significance was .05.

When evaluating items in organizational alienation, the
values between 1,00 and 1,80 were accepted as “Never”; the
values between 1,81 and 2,60 as “Rarely”; the values
between 2,61 and 3,40 as “Sometimes”; the values between
3,41 and 4,20 as “Usually”; the values between 4,21 and 5,00
as “Always”. The items in organizational citizenship
behavior were accepted as 1,00-1,80 “I absolutely disagree”;
1,81-2,60 “ I disagree”; 2,61-3,40 “ I am undecided”;
3,41-4,20 “I agree” and 4,21-5,00 “ I totally agree”.

3. Findings

The findings related to the dimensions of this study are
included in this part respectively.
3.1. The Perceptions of the Teachers about the

Dimensions of the Organizational Alienation

The perceptions of the teachers about the dimensions of
the organizational alienation are shown in Table 1.

Table 1. The findings of the mean and standard deviation values of the
perceptions of teachers’ organizational alienation dimensions
Dimension M SD Level
Powerlessness 1.94 .61 Rarely
Meaninglessness 1.66 .67 Never
Normlessness 2.16 .82 Rarely
Isolation 1.87 15 Rarely
Self-estrangement 1.86 77 Rarely
The whole scale 1.87 .58 Rarely

Note. M: Mean, SD: Standard Deviation.


http://tureng.com/tr/turkce-ingilizce/standard%20deviation%20value
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As seen in Table 1, the perceptions of the teachers
participating in the study were detected as; powerlessness
(M=1,94), “Rarely”, meaninglessness(M=1,66) “Never”,
normlessness (M=2,16), isolation M=1,87),
self-estrangement (M=1,86) and the whole scale (M=1,87)

“Rarely”. The dimension with the highest level is
normlessness and the item with the lowest level is
meaninglessness.

3.2. The Perceptions of Teachers’ Organizational
Citizenship Behavior

The mean and standard deviation values of the perceptions
of teachers’ organizational citizenship dimensions are shown
in Table 2.

Table 2. The mean and standard deviation values of the perceptions of
teachers’ organizational citizenship dimensions

Dimension M SD Level
Altruism 4.15 .62 I agree
Sportsmanship 421 16 I totally agree
Conscientiousness 4.20 18 I agree
Civic virtue 3.86 .74 I agree
The whole scale 4.11 .52 I agree

As seen in Table 2, the perceptions of the teachers
regarding organizational citizenship behaviors were detected;
altruism (M=4,15) “I agree”, gentility (M=4,21) “I totally
agree”, conscientiousness (M=4,20), civic virtue(M=3,86)
and the whole scale (M=4,11) “I agree. The highest level is
sportsmanship and the lowest one is civic virtue.

3.3. The Relationship between Teachers’ Organizational
Alienation and Organizational Citizenship
Behaviors

The findings about significant difference between teachers’
organizational alienation behaviors and organizational
citizenship behaviors are shown in Table 3.

As seen in Table 3, the relationship between
powerlessness (the dimension of organizational alienation)
and “altruism (the dimension of organizational citizenship
behaviors)” is (r = -.292, p < .01) a low-level and negative

oriented correlation, the relationship between powerlessness
and “sportsmanship (Gentility)” is (r = -.455, p<.0l) a
mid-level and negative oriented correlation, between
powerlessness and “conscientiousness” is (r = -.354, p <.01)
a mid-level and negative oriented correlation, between
powerlessness and “civic virtue” is (r = -.374, p < .01) a
mid-level and negative oriented correlation, between
powerlessness and the whole scale is(r = -.482, p < .01) a
mid-level and negative oriented correlation.

The relationship between meaninglessness (the dimension
of organizational alienation)and “altruism” is (r = -.317, p
<.01) a mid-level and negative oriented correlation, between
meaninglessness and “sportsmanship” is (r=-.403,p<.01)a
mid-level and negative oriented correlation, between
meaninglessness and “conscientiousness” is (r = -.319, p
<.01) a mid-level and negative oriented correlation, between
meaninglessness and “civic virtue” is (r = -.319, p <.01) a
mid-level and negative oriented correlation, between
meaningless and the whole scale is (r = -.477, p < .01) a
mid-level and negative oriented correlation.

The relationship between normlessness (the dimension of
organizational alienation)and “altruism” is(r=-.204, p <.01)
a low-level and negative oriented correlation, between
normlessness and “sportsmanship” is (r= -.234, p < .01) a
low-level and negative oriented correlation, between
normlessness and “conscientiousness” is (r=-.186,p<.01) a
low-level and negative oriented correlation, between
normlessness and “civic virtue” is (r = -.275, p < .01) a
low-level and negative oriented correlation, between
normlessness and the whole scale is (r = -.308, p < .01) a
mid-level and negative oriented correlation .

The relationship between isolation (the dimension of
organizational alienation) and “altruism” is (r=-.319, p <.01)
a mid-level and negative oriented correlation, between
isolation and “sportsmanship” is (r = -.267, p<.0l) a
low-level and negative oriented correlation, between
isolation and “conscientiousness” is (r = -.201, p < .01) a
low-level and negative oriented correlation, between
isolation and “civic virtue” is (r =-.381, p <.01) a mid-level
and negative oriented correlation, between isolation and the
whole scale is (r = -.396, p < .01) a mid-level and negative
oriented correlation.

Table 3. The findings about the relationship between teachers’ organizational alienation behaviors and organizational citizenship behaviors

Dimensions Altruism Sportsmanship Conscientiousness Civic Virtue The whole scale
Powerlessness -.292%* - 455%* -.354%* -374%* -482%*
Meaninglessness -317%* -.403%* -.319%* -319%* - 477
Normlessness -204%* -234%* - 186%* -275%* -.308%*
Isolation -319%* -267%* -201%** -381%* -.396%*
Self-estrangement -313%* -416%** -.330%* -.335%* -466%*
The whole scale -.342%* -436%* -325%* - 422%* -510%*

(*p <.05, ¥*p <.01)


http://tureng.com/tr/turkce-ingilizce/standard%20deviation%20value
http://tureng.com/tr/turkce-ingilizce/standard%20deviation%20value
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The relationship between self-estrangement (the
dimension of organizational alienation) and “altruism” is(r =
-.313, p <.01) a mid-level and negative oriented correlation,
between self-estrangement and “sportsmanship” is (r =-.416,
p < .01) a mid-level and negative oriented correlation,
between self-estrangement and “conscientiousness” is (r =
-.330, p <.01) a mid-level and negative oriented correlation,
between self-estrangement and “civic virtue” is (r = -.335, p
<.01) a mid-level and negative oriented correlation, between
self-estrangement and the whole scale is (r =-.466,p <.01) a
mid-level and negative oriented correlation.

The relationship between organizational alienation scale
and “altruism” is (r =-.342, p <.01) a mid-level and negative
oriented correlation, between organizational alienation scale
and “sportsmanship” is (r = -.436,p < .01) a mid-level and
negative oriented correlation, between organizational
alienation scale and “conscientiousness” is (r =-.325, p <.01)
a mid-level and negative oriented correlation, between
organizational alienation scale and “civic virtue” is (r =
-422, p <.01) a mid-level and negative oriented correlation,
between organizational alienation scale and organizational
citizenship scale is (r=-.510, p <.01) a mid-level, significant
and negative oriented correlation. Accordingly, it can be said
that the highest level of the relationship is detected between
the whole two scales.

4. Discussion

In this part, the results of the study are evaluated and
discussed in relation to the results in other studies.

In this study, the relationship between organizational
alienation and organizational citizenship behaviors of the
teachers in state primary schools was analyzed. As a result of
the study, the perceptions of organizational alienation of
primary teachers’; “powerlessness” (M=1,94),
“normlessness” (M=2,16), “isolation” (M=1,87),
“self-estrangement” (M=1,86) and the whole scale (M=1,87)
“Rarely”; “meaningless (M=1,66) “Never”. The dimension
with the highest level is “normlessness” (M=2,16; Rarely).
According to the studies carried out by Eryilmaz [42] and
Caglayan [46], the dimension of “normlessness” is higher
than other dimensions; the dimension of “meaninglessness”
is the lowest. The results of these two studies support the
results of current our study. According to the studies by Elma
[16], Eryilmaz [42] and Caglayan [46], teachers are alienated
at the level of “Rarely”. Work alienation represents the
extent to which a person is disengaged from the world of
work [5]. Based on this definition, it can be said that teachers’
connection with their work was disrupted at the level of
“Rarely”. Although the results are at the level of “Rarely”, it
is obvious that the behaviors that are not accepted socially
have turned out to be valid in order to reach the achievement
goals determined by social norms. So, an individual with the
feeling of normlessness loses its ties with the regulating rules
of the society [15]. The dimension of “Meaninglessness” is
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the lowest, which can be regarded as a positive development
because meaninglessness is a disharmony formed by the
thought that an individual cannot evaluate himself or herself
actually and that her/his behaviors are directed by someone
else’s will.

Alienation refers to a sense of separation of the individual
from his or her own needs and from other people, both in
work and non-work areas [6]. Alienation is a concept with
sociological, psychological and educational roots [47]
Individuals have some problems in work and family lives,
which causes increased worry, apathy for self-realization,
decreased rationality and decreased motivational changes,
personal and social alienation. Thus, different kinds of
behaviors can be observed such as the individual’s apathy for
the real world and less judgment ability, unwillingness to
express himself/ herself, self-realization in low levels and
apathy for the surroundings. Therefore, school directors
should help teachers realize their expectations, should
encourage democratic school atmosphere, should try to
establish a strong communication, should work in
coordination with administrators to make the job of teaching
attractive and should endeavor to increase teachers’
motivations. Moreover, school administration should enable
teachers to participate in deciding and applying these
decisions. The undemocratic governing/working
environments of schools have created the existence of
alienated teachers whose rumblings are fueling teacher
empowerment: Implied throughout empowerment is teacher
participation in school district decision making, a vital step
for overcoming work alienation [48]. The finding that
centralization and teacher alienation measures were
significantly but negatively related to the quality of teaching
and learning in these schools suggests that highly centralized
schools may alienate teachers from their work, reduce
subsequent teacher morale and motivation, and negatively
influence school effectiveness and productivity as well [49].

The perceptions of the teachers participating in this study;
“altruism” (M=4.15), conscientiousness (M=4,20), civic
virtue (M=3,86) and the whole scale (M=4,11) “T agree”. Just
in the dimension of “sportsmanship” (M=4,21) “I totally
agree”. As seen in the results, the dimension with the highest
level is “sportsmanship” (M=4,21) “I totally agree”. Organ
(1998) explains behaviors in this dimension as posture of
tolerating the inevitable inconveniences and impositions of
the work without whining and grievances [34].

The dimension with the lowest level is “civic virtue”
(M=3,86; I agree). Organ (1988) describes these behaviors as
responsible, constructive involvement in the political process
of the organization, including not just expressing opinions
but reading one’s mail, attending meetings, and keeping
abreast of larger issues involving the organization [34]. The
more employees have negative feelings, emotional burnout
and doubts, the less organizational citizenship behaviors they
perform. If employees have positive perceptions about their
organizations, organizational support, equality, job
satisfaction, organizational commitment, organizational trust,
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organizational justice, organizational identity, organizational
identification, salary satisfaction, work, interest in the
organization, the feeling of social responsibility and
motivation, they will tend to perform organizational

citizenship  behaviors.  Furthermore,  organizational
citizenship behaviors are affected by status at work, role
identity, culture (values, norms and

individualism-communitarians), the perception of ethical
conduct, ethical climate, activity perception, administrator
impression of work autonomy, leadership, leader- member
exchange, the factors of the transformational leadership. The
more sharing between leaders and members and the more
qualities of transformational leadership, the more tendency
of organizational citizenship behaviors [32]. Podsakoff and
MacKenzie [35] suggest that one of the pioneering studies on
organizational citizenship behavior and team effectiveness
was carried out by Karambayya (1990), who concluded that
high performance teams are made up of employees that
exhibit  high  organizational citizenship  behavior.
Organizational citizenship behavior contributes to team
effectiveness through its impact on the context in which the
task is performed [25].

According to the result of the study, a negatively
significant relationship was found between teachers’
organizational alienation behaviors and all the dimensions of
the organizational citizenship behaviors. The relationship
between “powerlessness (the dimension of organizational
alienation)” and “altruism (the dimension of organizational
citizenship behaviors)” was detected as a low-level and
negative oriented correlation. The relationship between
powerlessness and other dimensions of organizational
citizenship behaviors was detected as a mid-level and
negative oriented correlation. Tutar [15] points out the fact
that an individual whose life is directed by others feels weak
and even powerless in case of powerlessness. This individual
behaves with the feeling of inability to handle with his/her
supervisors and rules, which causes the negative effect on
organizational citizenship behaviors.

The relationship between “meaninglessness (the
dimension of organizational alienation)” and the whole
dimensions of organizational citizenship behavior was
detected as a mid-level and negative-oriented correlation. It
can be observed that an individual with meaningless has the
inability to evaluate himself/herself actually and that there
seems to be a disharmony caused by the thought that his/her
behaviors are directed by other people’s will and the
perception of powerlessness with the feeling of inability to
control the results of his/her actions [15]. Accordingly, it is
not expected for employees to perform organizational
citizenship behaviors.

A mid-level and negative oriented correlation between the
dimension of normlessness and all the dimensions of
organizational citizenship behaviors was detected. As
mentioned before, an individual with normlessness loses his
ties with the society’s regulating rules and behaves in a way
that is not accepted socially [15]. Socially unaccepted

behaviors are adopted in order to achieve goals [50]. Thus,
employees cannot perform reliable organizational
citizenship behaviors.

The relationship of isolation (the dimension of
organizational alienation) with “sportsmanship and
conscientiousness (the dimensions of the organizational
citizenship)” was ascertained to be a low-level and negative
oriented correlation. The relationship of isolation (the
dimension of organizational alienation) with “altruism and
civic virtue (the dimensions of organizational citizenship
behaviors)” was detected as a mid-level and negative
oriented correlation. Individuals cannot make friends,
interact with people and they live socially away from the
community. Employees cannot participate in groups and
build a relationship in harmony within the organization [15].
It is not expected from this kind of employees to perform
organizational citizenship behaviors.

A mid-level and negative oriented correlation was found
between the dimension of self-strangement and all the
dimensions of organizational citizenship behaviors.
Individuals are estranged from their selves. An alienated
person is not satisfied with the factors that are normally
satisfying or s/he is not interested in those factors [15]. An
individual with this feeling cannot perform organizational
citizenship behaviors.

In the study, a mid-level, significant and negative oriented
correlation was found between organizational alienation and
organizational citizenship behaviors (r =-.510, p <.01). The
less organizational alienation, the more organizational
citizenship behaviors. Mendoza-Suarezand Lara [51]
suggests that the strategy to prevent work alienation
strengthens healthy relationship and behaviors among
employees. They point out the fact that work alienation
affects behaviors in the organization negatively and
administrators should establish working conditions that are
compatible with humanitarian needs.

The effects of work alienation on employees are the loss of
job and life satisfaction, low-productivity, low motivation,
increasing work stress, low loyalty to work and organization,
high labor turnover, absenteeism, estrangement from work
and low perception of organizational well-being. The
productivity of the employees spending most of their lives in
organizations depends on personal and organizational
well-being conditions. The inability of the employees to
control work processes and products, the form of
organizations based on automation, close supervision and
authority issues, the inability of individuals to realize
themselves cause organizational well-being problems [15].
Self-estrangement occurs when an employee does not find
their job satisfactory [52]. All forms of teacher
dissatisfaction engender feelings of alienation and that the
oppressive nature of alienation is the root cause of all the
negative  consequences  associated ~ with  teacher
dissatisfaction [53].

Organizational citizenship behaviors are crucial to
organizations because employees cannot perform behaviors
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for the success of organizations just with the defined rules.
George and Brief (1992) suggest that organizational
citizenship behavior is essential because organizations
cannot anticipate through formally stated in-role descriptions
the entire array of behaviors that are needed achieving goals
[54]. In educational organizations, the success of students
and school increases due to organizational citizenship
behaviors such as teachers’ working to help students learn
the subjects that they do not understand in their breaks or
after-school time, teaching difficult subjects with great care,
making essential preparations for the lessons, performing
student-centered teaching, guiding new teachers, sharing
materials with colleagues, helping teachers with heavy work
load and participating in extracurricular activities.
Furthermore, there are more examples of organizational
citizenship behaviors at schools; teachers take the classes
when their colleagues do not come, they are open to
self-development, they do not waste time on useless subjects,
they represent their schools, they come to work on time
regardless of any bad conditions, they are interested in
developments related to their job, they are eager to
implement innovations [55].

5. Recommendations for Practitioners
and Researchers

Some recommendations for practitioners and researchers
are as follow: (1) According to the research results, it is
essential to establish a proper environment for educational
and training activities and to take into account teachers’
demands in the occupational and organizational fields.
Within this context, teachers’ expectations related to their
occupations should be determined and criteria preventing
teachers’ alienation concerning these expectations should be
developed. (2) The empowerment of communication within
the  organization, democratic leader, transparent
management style, open communication channels, and
teachers’ value judgments should be borne in mind in order
to prevent alienation.(3) School administrators should
establish a working environment in which less alienation is
experienced and more citizenship behaviors are encouraged
by providing teachers with humanitarian working conditions.
(4) School administrators should involve teachers,
educational employees, in making and applying decisions
related to them by acting responsibly. Furthermore, school
administrators should avoid the applications that weaken or
disregard teachers’ value judgments and should establish
open school climate. (5) Powerlessness (the dimension of
organizational alienation) was detected to be the highest in
the research. Thus, school administrators should endeavor to
enable teachers to collaborate by inhibiting every application
that will damage their perceptions of justice and equality by
preventing teachers’ alienation and estrangement. (6) A
mid-level, significant and negative oriented correlation was
detected between teachers’ organizational alienation and
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citizenship behaviors and it was found out that the more
organizational alienation behaviors, the less organizational
citizenship behaviors. In that case, the effect of
organizational alienation on teachers show itself as loss of
job and life satisfaction, low productivity, low motivation,
high work stress, low royalty to work and organization, high
level of turnover, absenteeism, estrangement from work and
low perception of organizational well-being. As a result, the
harm of organizational alienation and the benefits of
organizational citizenship behaviors should be explained to
teachers via seminars and in-service training by experts. (7)
Research can be performed by means of observations and
interviews. (8) The effect of organizational alienation and
citizenship behaviors of teachers on students’ success can be
researched. (9) Similar studies can be made comparing
public and private schools.

Note: This study was formed and partially developed from
Emel AVERBEK’s master thesis prepared in the
consultation of Asst. Prof. Dr. Abidin DAGLI.
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