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Abstract

The purpose of this study was to determine the mediator role of organizational justice between healthcare workers
power distance and organizational alienation. In the research, power distance is independent variable, organizational
alienation is the dependent variable, and organizational justice is the mediating variable. The study used convenience
sampling to reach 491 employees out of 4974 active employees from 14 public hospitals in Ankara, the capital city
of Turkey. A survey was used in this research. The research analysis was carried out using the SPSS package

programme. SPSS Process macro was used to determine the effect of mediation and Model 4 was used for mediation.
The results of the study showed a positive association between power distance and organizational alienation.

Also, the study results show a negative relationship between power distance and perception of organizational
justice; It was concluded that there is a negative relationship between organizational alienation and perception of
organizational justice. showed.Organizational justice has a significant mediating role in the effect of power distance
on organizational alienation.

Keywords: Power distance; Organizational alienation; Organizational justice; Health employess.
Resumen

El propdsito de este estudio fue determinar el papel mediador de la justicia organizacional entre la distancia de
poder de los trabajadores de la salud y la alienacion organizacional. En la investigacion, la distancia de poder es la
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variable independiente, la alienacion organizacional es
la variable dependiente y la justicia organizacional es
la variable mediadora. El estudio utiliz6 un muestreo
de conveniencia para llegar a 491 empleados de 4974
empleados activos de 14 hospitales publicos en Ankara,
la capital de Turquia. En esta investigacion se utilizo
una encuesta. El andlisis de la investigacion se llevd
a cabo utilizando el programa del paquete SPSS. Se
utilizé la macro de proceso SPSS para determinar el
efecto de la mediacion y el Modelo 4 para la mediacion.
Los resultados del estudio mostraron una asociacién
positiva entre la distancia de poder y la alienacion
organizacional. Ademas, los resultados del estudio
muestran una relaciéon negativa entre la distancia
de poder y la percepcion de justicia organizacional;
Se concluy6é que existe una relacién negativa entre
alienacion organizacional y percepcion de justicia
organizacional. mostré. La justicia organizacional
tiene un papel mediador importante en el efecto de la
distancia de poder sobre la alienacion organizacional.

Palabras Clave: Distancia de poder; Alienacion
organizacional; Justicia organizacional;
Health employess.

1. Introduction

Cultural values influence the reactions
and attitudes of people to different events.
(see also: Gelfand et al.,, 2007). Managerial
behavior is also influenced by cross-cultural
variations. As managers are socially and
culturally shaped, they tend to run their
companies based on the values they have
internalized. In Turkish culture, loyalty,
helping one another, and maintaining
close relationships with large associations
and professional organizations are highly
valued rituals. These cultural values have a
significant impact on the way managers lead
their teams and run their organizations.

Turkey is known for having a culture
with a high power distance, where social
stratification based on income, prestige, and
interpersonal position is prevalent. In many
organizations, certain areas such as car
parks, canteens, toilets and dining rooms are
designated on the basis of the status of the
individual, and visitors are often referred to
by their titles.

In organizations with a high power
distance, there 1is often a noticeable
difference in how employees and superiors
are treated (Oriicii et al., 2019). Workers in
such organizations may feel disconnected

from their jobs and the company due to the
significant distance between them and their
superiors. This can impact their ability to
use their expertise, skills, and knowledge
to contribute to the organization processes,
as they may only focus on completing
assigned tasks and following instructions
without question. When workers are not
included in the management procedures of
a company, they may become unaware of
the circumstances within the organization.
This can lead to a sense of disconnection
from both the company and their position,
and can have an impact on all stakeholders
involved. Additionally, it could hinder the
establishment of healthy communication
and interaction. Social relationships play a
crucial role in maintaining stability within
organizational structures, and prioritizing
organizational justice is important in building
a strong foundation for these relationships.
This can significantly impact how employees
perceive their work environment, and how
they behave and interact with one another
(Lambert, 2003).

The aim of the present study is to
determine the mediator role of justice in
the relationship between power distance
and organizational alienation of healthcare
workers. In this study, survey was used, SPSS
package program was used in the analysis of
research, Model 4 was used for mediation and
SPSS Process macro was used to determine
the effect of mediation.

The proposed model is shown in Figure
1. In the proposed model, power distance
was treated as an independent variable,
organizational alienation as a dependent
variable and organizational justice as a
mediator variable.

Based onthe aboveliterature, the following
research hypotheses were proposed:

H: There is a significant relationship
between power distance and organizational
alienation.

H,: There is a significant relationship
between power distance and organizational
justice.

H,: There is a significant relationship
between organizational alienation and orga-
nizational justice.

https://doi.org/10.25100/cdea.v40i78.13187
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Figure 1. Research Model

Organizational Justice

Power Distance

Organizational

Alienation

Source: Authors’ own elaboration.

H,: Organizational justice has a significant
mediation role on the effect of power distance
on organizational alienation.

2. Power Distance

Power distance is one of the six cultural
dimensions that were first defined by Geert
Hofstede (1984) (Krishnakumar et al., 2021).
It refers to the perception of members in
an organization or society regarding the
unequal distribution of power (Hofstede
et al.,, 2010; Hofstede and Mooij, 2010). It
has been observed that cultures with high
power distance tend to accept and justify
inequalities, while those with low power
distance are less comfortable with them
and do not support them. This has been
suggested by research conducted by Jha et
al.,, (2019) and Krishnakumar et al., (2021).
In societies with high power distance, social
stratification based on factors such as power,
wealth, status, prestige, and authority
is emphasized. This inequality is often
reinforced by the hierarchical structure
prevalent in organizations, which can
result in longer distances in the superior-
subordinate relationship. Consequently,
communication within the organization may
suffer as employees find it more difficult to
take initiative and actively participate in
decision-making (Oriicii et al., 2019; Ghosh,

2011). In organizations with low power
distance, there are typically few supervisory
staff and limited pay differentiation. The
organizational structure tends to be flat,
with similar rights and duties available
to all employees. This results in non-rigid
centralization, with low levels of inequality
in opportunities and rewards. In such
organizations, it is not common for superiors
to benefit from privileges (Kartari, 2001;
Bakan et al., 2004). This has been suggested
by Kartari (2001) and Bakan et al. (2004). In
contrast, in organizations with high power
distance, employees tend to follow the orders
given by their managers without questioning
them. This has been suggested by Yaman
and Irmak (2010). Such organizations tend to
have a hierarchical structure with significant
pay differentiation and a greater number of
supervisory staff. This inevitably leads to
greater social stratification, where superiors
enjoy privileges that are not available to their
subordinates (Yaman and Irmak, 2010).

3. Organizatioanl Alienation

It can be observed that that employees
who are dissatisfied with the relationships
within the organization tend to experience a
sense of meaninglessness in their job. They
may also feel weak, lonely, and inadequate,
and view themselves as mere cogs in the

https://doi.org/10.25100/cdea.v40i78.13187
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system, leading to a loss of hope for the future
(Elma, 2003). Organizational alienation
can arise among employees due to private
and arbitrary behaviors, which can lead to
feelings of hostility. When complaints are
not addressed, the situation can worsen. The
perspective of managers towards employees
is also a significant factor that can affect
organizational alienation. In workplaces
where the employees’ organizational
commitment is not valued, social needs
are not met, and organizational values are
not internalized, employees may become

alienated from the organization. This
alienation can negatively impact their
productivity and motivation, ultimately

affecting the success of the organization.
Therefore, prioritizing employee well-being
and creating a positive work environment that
fosters a sense of belonging and commitment
is crucial (Babur, 2009; Simsek et al., 2014).
In situations like these, employees may find
it difficult to behave in a manner that is
congruent with their knowledge and skills,
which can lead to feelings of dissatisfaction
and disengagement. When employees lack
a clear understanding of their roles and
responsibilities or the purpose of their job,
they may feel disconnected and lost within
the organization.

4. Organizational Justice

Organizational justice refers to the
employees’ perception of how punishments,
promotions, salaries, and rewards are applied
within the organization. It encompasses
the decision-making process involved in
these areas and how such decisions are
communicated to the employees (icerli, 2010).

Over the last thirty years, various
researchers have defined organizational
justice in different ways. Greenberg (1987),
Colquitt et al. (2001), and Cropanzano et al.,
(2007) have all explored different aspects of
organizational justice, including distributive
justice, operational justice, and interactional
justice.

The level of power distance within an
organization can significantly impact the
behavior of employees. High or low levels
of power distance can affect employees in
different ways. While employees may not

react to the centralization of power and
privileges by those in authority, it does not
necessarily mean that they view it as fair. In
cases where employees experience injustice
within the organization, it can have negative
impacts on their overall well-being. They may
feel alienated from the rules, procedures,
applications, social relationships, and even
from themselves.

5. Research Methodology

5.1. Design

Studies conducted in Turkey have shown
that the healthcare sector is characterised
by a high power distance and a hierarchical
power structure, where the upper echelons
of management have the most power.

(Turan et al.,, 2005; Uslu and Ardig, 2013;
Cicek Saglam, 2018). Employees want justice
to flow from the top to the bottom. Thus,
studies show that equality and justice are
expected. This expectation of justice and
equality in the workplace is consistent with
the justice theory proposed by Adams in 1965.
According to this theory, individuals compare
and evaluate theirowninputsand outputs with
those of another individual, which can affect
their perceptions of fairness and motivation
in the workplace. Many studies have shown
a correlation between power distance and
organizational justice (Koksal, 2018; Acaray,
2019). In this study, we added organizational
alienation to the mediation process in the
relationship between organizational justice
and power distance. There is a lack of studies
on this topic in the health sector in Turkey.

This is a crossectional quantitative study.
The study was approved ethically by Ankara
Haci Bayram Veli University Research
Ethics Committee in 2021 (Document No:
E-11054618-302.08.01-16440). In order to
research to be conducted, the necessary
permissions were taken from Ankara City
Health Administrative and related public
hospitals.

5.2. Participants

The population is made of the healthcare
staff that work in public institutes in Ankara,

https://doi.org/10.25100/cdea.v40i78.13187
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capital city of Tiirkiye. The population is made
up of 4974 workers in 14 public hospitals.
Using a stratified sampling method, the
sample of the present study consisted of 491
people (Mean age=32.8 SD= .84). Sample
composed of doctors (n= 137), nurses (n= 38),
technicians (n= 27), administrative staff (n=
40), operative staff (n= 14), managers (n= 25),
midwives (n= 15), secretaries (n= 61), other
people. Of health staff, 69.5 % were women
(n=341) and 30.5% were men (n=150).

5.3. Data Collection

There are questions to obtain a demo-
graphic profile of participants. We asked
about the participants’ gender, age, education
level, job, the unit they work in. We also asked
about the type of hospital (either branch
hospital or a general hospital).

The power distance was measured by the
scale that was developed by Yorulmaz et al.
(2018). The scale consisted of 3 Items and
was rated on a three-point Likert-type scale,
ranging from strongly disagree (1) to strongly
agree (5). The Cronbach Alpha reliability was
0.87.

Factor analysis was performed to see
the factor structure of the scale. The scale
consisted of 4 Items Factor analysis includes
Exploratory Factor Analysis (EFA), Kaiser-
Meyer-Olkin (KMO) and Barlett test results.

Factor analysis results for at power
distance resulted in four factors which
explained 51.05% of the variance. Factor
1 was comprised of 7 items (items 1 to 7)
explained 28.43% of the variance with factor
loads from .37 to .72. Factor 2 was comprised
of 6 items (items 8- 13) that explained 8.42%
of the variance with factor loadings from .51
to .62. Factor 3 was comprised of 3 items
(items 14-16) that explained 7.69% of the
variance with factor loadings from .50 to .62.
Factor 4 was comprised of 6 items (items 17-
22) that explained 6.5% of the variance with
factor loadings from .53 to .64.

The scale that was developed by Mottaz
(1981) and adopted to Turkish by Uysaler
(2010). The scale consisted of 3 Items and
was rated on a three-point Likert-type scale,
ranging from strongly disagree (1), disagree

(2), neutral (3), agree (4), and strongly agree
(5). The Cronbach Alpha reliability was 0.85.

Factor analysis was performed to see the
factor structure of the scale. Factor analysis
includes Exploratory Factor Analysis (EFA),
Kaiser-Meyer-Olkin (KMO) and Barlett test
results. Factor analysis results for at power
distance resulted in three factors which
explained 27.94% of the variance. Factor
1 was comprised of 7 items (items 1 to 7)
explained 27.94% of the variance with factor
loads from .44 to .64. Factor 2 was comprised
of 7 items (items 8- 14) that explained 9.65%
of the variance with factor loadings from .45
to .56. Factor 3 was comprised of 7 items
(items 15-21) that explained 7.86% of the
variance with factor loadings from .43 to .58.

In order to measure the perception of
organizational justice, the organizational
justice scale that was developed by
Colquitt (2001) and adopted into Turkish by
Cihangiroglu (2009). The scale consisted of
3items and was rated on a three-point Likert-
type scale, ranging from strongly disagree
(1), disagree (2), neutral (3), agree (4), and
strongly agree (5). The Cronbach Alpha
reliability was 0.95.

Factor analysis was performed to see
the factor structure of the scale. The scale
consisted of 3 Items Factor analysis includes
Exploratory Factor Analysis (EFA), Kaiser-
Meyer-Olkin (KMO) and Barlett test results.
Factor analysis results for at organizational
justice resulted in three factors which
explained 72.10% of the variance. Factor
1 was comprised of 7 items (items 1 to 5)
explained 56.76% of the variance with factor
loads from .57 to .71. Factor 2 was comprised
of 4 items (items 6- 9) that explained 4.95% of
the variance with factor loadings from .69 to

.84. Factor 3 was comprised of 8 items (items

10-17) that explained 4.95% of the variance
with factor loadings from .76 to .81.

5.4. Data Analysis

For descriptive statistics, means, standard
deviations and correlations were reported.
Correlation analysis has been made to present
the relationship between power distance,
organizational alienation and organizational
justice variables.

https://doi.org/10.25100/cdea.v40i78.13187
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To answer the research question, we used
regression analysis in which the independent
variable is the power distance, the dependent
variable is the organizational alienation, and
the mediator variable is the organizational
justice.

A mediation test has been used to test
the mediation role of organizational justice
on the effect of organizational alienation of
power distance. According to approach of
Baron and Kenny (1986) approach the main
condition in the mediation models is to

predict the dependent variable on the basis
of the independent variable and that there
is a relationship between the dependent and
independent variables. SPSS 26 package
program PROCESS extension and Sobel test
have been used for the processing of present
mediation test.

6. Results

The socio-demographic profile of the
participants are presented in Table 1.

Table 1. Demographic Variables of Study Participants (N=491)

Variables n %
Type of the Hospital
Branch Hospital 180 36.7
General Hospital 311 63.3
Gender
Female 341 69.5
Men 150 30.5
Age
Younger than 25 24 4.9
25-30 years old 118 24.0
31-35 years old 97 19.8
36-40 years old 81 16.5
41-45 years old 105 21.4
46-50 years old 49 10.0
51 years old and older 17 3.5
Education Level
High School 32 6.5
Associate 49 10.0
Undergraduate 254 51.7
Graduate 156 31.8
Profession
Doctor 137 27.9
Manager 14 2.9
Nurse 134 27.3
Technician 38 7.7
Administrative Personnel 27 5.5
Technician 40 8.1
Midwife 25 5.1

https://doi.org/10.25100/cdea.v40i78.13187
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Medical Secretary 15 3.1
Other 61 12.4

Work Department
Laboratory 47 9.6
Polyclinic 153 31.2
Clinic 142 28.9
Emergency 41 8.4
Operating Room 11 2.2
Administrative gnd Technical 69 14.1

Services
Intensive Care 28 5.7
Source: Authors’ own elaboration.

Table 2. Relationship Between Variables

Variables 1 2 3
1. Power Distance
2. Organizational Alienation .184%*
3. Organizational Justice -.189%* -.369** -

*p < .05, % p < .01, ¥*p < .001

Source: Authors’ own elaboration.

Table 3. The values about the mediation role of organizational justice on the effect of power
distance on organizational alienation

Impact BootSE BootLLCI BootULCI
Indirect Impact .079 .022 .038 126
Partial Standardized Indirect Impact 141 .041 .067 227
Completely Standardized Indirect Impact* .079 .022 .038 124

Source: Authors’ own elaboration.

The correlations between study variables

are computed using Pearson correlations.

The results are presented in Table 2.

It was concluded that there is a
positive significant relationship between
organizational alienation and power distance
(r=.184, p<01); there is a negative significant
relationship between organizational justice
and power distance (r=-.189, p<01), and there
is a negative significant relationship between
organizational justice and organizational

alienation (r=-369, p<01). The hypotheses H,

H, H, were accepted.

While interpreting if the mediator
variables are significant or not, BootLLCI

and BootULCI mut be considered because
“If there is a “0” value among the values of
BootLLCI and BootULCI, it is not possible
to mention mediation effect” (Adigizel and
Kigcikoglu, 2020). If there is no “0” among
the values of BootLLCI and BootULCI, then
the mediation has a significant impact. The
results are presented in Table 3.

It is observed that the wvariable of
organizational justice has the mediation
role on the effect of power distance on
organizational alienation (BootLLCI=.038,
BootULCI=.126). H, hypothesis was
accepted. When the effect of the perception
of organizational justice on partial mediation

role, it was determined that the value is

https://doi.org/10.25100/cdea.v40i78.13187
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14.1%, and it was found that the effect value
on complete mediation role is 7.9%.

7. Discussion

This research was carried in order to
determine the mediation role of justice
in the relationship of power distance and
organizational alienation of healthcare
staff. Results showed that there is a positive
relationship between power distance
and organizational alienation; a negative
relationship between power distance and
organizational justice; a negative relationship
between organizational alienation and
organizational justice. In the results of
regression analysis, power distance affects
organizational alienation in a positive
way and organizational justice perception
in a negative way. The study found that
organizational justice plays a mediation role
in the relationship between power distance
and organizational alienation. This research
is believed to make a valuable contribution
to the existing literature. This is the first
study in the health sector that examines the
mediation effect of organizational justice on
the connection between power distance and
organizational alienation.

According to research, there exists a
significant and positive correlation between
power distance and organizational alienation.
A similar study conducted by Giizel (2022)
found a positive and significant association
between power distance and work alienation.
Can and Gundiiz (2021) found that teachers’
perceptions of power distance and work
alienation were both very low. Research
indicates that wvarious factors can affect
organizational alienation, depending on
the organizational structure (Ertekin and
Ozmen, 2017; Oz, 2020; Tire and Akkoc,
2021; Vanderstukken and Caniels, 2021). In
order to reduce the effect of power distance
on work alienation, communication between
managers and employees should be increased
and hierarchical barriers should be reduced.
It is recommended to remove privileges
(dining room, toilet, parking place) used only
by senior management.

Our study found a substantial negative
correlation between power distance and
organizational justice. Blader et al. (2001)

suggested that a high power distance
in organizations may result in reduced
expectations for fair treatment among
employees due to differences in status
and hierarchical structure between power
holders and subordinates. Numerous studies
have come to similar conclusions (Lee et
al., 2000; Blader et al.,, 2001; Fischer and
Smith; 2006; Daniels and Greguras, 2014;
Ertas and Unur, 2018; Koksal, 2018; Acaray,
2019). Contrary to our findings, Koksal (2018)
studied organizational justice and found
a positive correlation between perceived
organizational justice and organizational
culture. Their study identified a strong
relationship between these variables. To
reduce power distance among healthcare
professionals, it is recommended to provide
in-service training, engage in guiding
activities, incorporate employee participation
in decision-making processes, and establish
open communication between managers
and employees. Our study also revealed a
significant negative correlation between
organizational justice and organizational
alienation. Sulu and Ceylan (2010) found
similar results in their study on health
workers.In the study, we also found that there
is a negative significant relationship between
organizational justice and organizational
alienation. Sulu and Ceylan (2010) reached
similarresultsintheirstudy onhealth workers.
Similarly, Ceylan and Sulu (2010) suggested
that there is a negative relationship between
organizational justice and work alienation
on health workers. According to the study of
Zengin and Kaygin (2016), there is a negative
correlation between organizational justice
and organizational alienation. Several other
studies (Guinsal, 2010; Sookoo, 2014; Amazue
et al., 2016; Dilixiati, 2017; Mog, 2018; irdem,
2020) have also found similar results. It
is crucial to distribute resources fairly
among employees to promote organizational
justice, and the decision-making process
should follow the principle of impartiality.
Additionally, implementing fair policies within
the organization and reducing employees’
workload is also important. Turkey, as a
collectivist society, is thought to have a high
perception of power distance, as in other
collectivist societies (Hofstede, 1983). This
high perception of power distance is expected
to contribute to organizational alienation,
and organizational justice is believed to play
a mediation role in this alienation.

https://doi.org/10.25100/cdea.v40i78.13187
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8. Conclusion

Theresearchaimedtofind outifjusticeplays
a mediation role in the relationship between
power distance and organizational alienation
among healthcare staff. The findings suggest
that power distance is positively related to
organizational alienation and negatively
related to organizational justice. Additionally,
organizational alienation is negatively
related to organizational justice. Regression
analysis shows that power distance has a
positive impact on organizational alienation
and negative impact on organizational
justice perception. The study also shows
that organizational justice mediates the
relationship between power distance and
organizational alienation. On the basis of
this result, H, H,, H, and H, are accepted.

9. Limitation and Future Research

The research took into account factors
such as time and cost. It was limited to
healthcare workers in various positions
in the Ankara province. It was assumed
that participants answered the questions
truthfully and with sincerity. The study
revealed that power distance has an impact
on the organizational alienation of employees,
while organizational justice plays a mediation
role in this relationship. However, it is
important to note that the results cannot be
generalised due to the design and limitations
of the study. Despite this, the study provides
a unique perspective. Future studies could
be conducted in different populations and
sectors, and transnational comparisons
could be made.
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