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Abstract

This study seeks to answer the research question: “How does attitude towards artificial intelligence shape the
effects of work alienation on employee performance?”. Although the relationship between work alienation (WA)
and employee performance (EP) is well established, limited research examines moderating conditions within
digitalising work environments. In this respect, the research is based on the Affective Events Theory (AET).
According to AET, events experienced in the workplace cause emotional reactions among employees. These
reactions, in turn, influence employees’ attitudes and work behaviour. The Al-driven transformation of workplaces
constitutes a significant development. In this context, the effects of GATAI on the workplace were examined. In
view of the gap in the literature and the current developments, this study was conducted using data obtained from
academics (N = 288) determined by convenience sampling. The results of the research model tested using the
PROCESS Macro (Model 2) revealed that the negative impact of WA on EP is mitigated by a positive GATAL
This research examines the attitudinal perspective of AI and provides important insights for the workplace. It
makes theoretical and empirical contributions to the literature.

Keywords: Affective Events Theory, work alienation, employee performance, general attitude toward artificial
intelligence (GATAI), academicians
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Bu calisma, “yapay zekdya yonelik tutum, ise yabancilasmanin isgéren performansi iizerindeki etkisini nasil
sekillendirmektedir?” aragtirma sovusuna yamit aramaktadir. Alan yazinda ise yabancilasma ile isgoren
performanst arasindaki iliski yaygin bicimde incelenmis olmakla birlikte, bu iliskinin dijitallesen ¢alisma
ortamlarinda hangi kosullar altinda degistigini inceleyen simirli sayida ¢alisma bulunmaktadr. Bu dogrultuda
arastirmamin temeli duygusal olaylar teorisine dayandirilmaktadwr. Duygusal Olaylar Teorisi’'ne gore is
ortaminda yasanan olaylar isgérenlerde duygusal tepkilere sebep olmaktadir. Bu tepkiler ise isgérenlerin tutum
ve is davranislarini etkilemektedir. Is yerlerinin yapay zekd odakli bir déniisiime sahip olmast 6nemli bir olaydr.
Bu kapsamda yapay zeka genel tutumun is hayatina etkileri incelenmek istenmistir. Alan yazindaki bosluktan ve
giincel gelismelerden hareketle bu arastirma, kolayda 6rnekleme yontemiyle belirlenen akademisyenlerden (N =
288) elde edilen veriler dogrultusunda gerceklestirilmistir. PROCESS Macro (Model 2) araciligiyla test edilen
arastirma modelinin sonucunda, ige yabancilasmanin isgéren performanst tizerindeki olumsuz etkisi pozitif yapay
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zeka tutumu ile zayifladigr bulgulanmistir. Bu arastirma yapay zekdnin tutumsal yoniinii incelemekte ve is hayatina
yonelik énemli ¢tkarimlar sunmaktadr. Alan yazina kuramsal ve ampirik katkilar saglamaktadir.

Anahtar Kelimeler: Duygusal Olaylar Teorisi, ise yabancilasma, isgoren performansi, yapay zeka genel tutum,
akademisyenler

1. INTRODUCTION

General attitudes towards artificial intelligence (GATAI) refer to individuals' expectations, perceptions,
emotional processes, and behavioral tendencies regarding the integration of Al (Artificial Intelligence)
technologies into the workplace (see, Schepman & Rodway, 2020; Venkatesh, 2022). Al, which has been
developing both conceptually and in terms of application processes since the 1950s, now has a wider
range of uses. This situation has become an issue that affects employees' perceptions and attitudes
towards their jobs, shaping their emotional states. This process can also lead to a decrease in the
connection employees have with their work. This phenomenon is expressed in the literature as work
alienation (Harley, 2017, Nair & Vohra, 2010). Increased workload, quality-process-related reporting
requirements, the quantification and rigidification of performance criteria, uncertainties, The continual
restructuring of appointment and promotion criteria has emerged as a key factor in the increasing
visibility of academic alienation.

In the literature, the relationship between work alienation and variables such as job satisfaction,
organizational commitment (Kakkar et al., 2023), and burnout (Karayaman, 2024) has been frequently
examined; the negative effects of this construct on employee performance have also been empirically
presented in the literature (Rasool et al., 2020). However, much of the existing literature has focused on
the direct and indirect mechanisms shaping the relationship between work alienation and performance.
The conditions under which the relationships between these two variables weaken or strengthen are
explained to a limited extent. In this research, these two variables are examined based on the Affective
Events Theory because, in workplace, technological transformations stand out as important contextual
factors affecting employees' emotional and cognitive processes. In this context, Affective Events Theory
is thought to provide a strong theoretical basis for explaining the relationship between work alienation
and employee performance.

According to this theory, positive or negative events experienced in the work environment shape
employees' perspectives on events as well as their emotional responses. These emotional experiences
can also play a decisive role in work attitudes and performance behaviors (Weiss & Cropanzano, 1996).
In this context, work alienation refers to a negative emotional state of the employee. This situation can
lead to negative consequences onjob performance. However, it is thought that this process can be shaped
through the psychological and attitudinal resources that employees possess. Especially in the context of
technological developments. Within this framework, this research aims to answer the question: “How
does the effect of work alienation on employee performance change in the context of attitudes towards
artificial intelligence?”. The literature reveals that empirical studies examining attitudes towards
artificial intelligence as a moderating variable in the work alienation-performance relationship are quite
limited. This study fills this gap by addressing the impact of work alienation on performance in
digitalised academic work environments from a more holistic perspective and revealing the role of
attitudes towards artificial intelligence in this process. At the same time, this research develops the
affective events theory in terms of technology-based attitudes. It is also expected to make original
contributions to human resources and technology management practices in higher education institutions.

2. CONCEPTUAL FRAMEWORK
2.1. Affective Events Theory

Affective events theory, which is also studied in the areas of organizational change (Kiefer, Barclay &
Conway, 2025), organizational commitment (Zhi & Derakhshan, 2025), and regulation of emotions
(Kunst et al., 2025), is among the important theories developed to test workplace events and how and in
what direction these events change employee emotions. Developed by Weiss and Cropanzano (1996),
this theory posits that positive events in the workplace contribute to positive emotions, attitudes, and
behaviors among employees, while negative events can lead to negative attitudes and behaviors
(Wright & Cropanzano, 1998; Cho, 2017; Williams et al., 2023; Bekar, 2024). This research will
proceed with a focus on negative emotion (work alienation).
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According to Dasborough (2006), negative emotions in the workplace can stem from toxic
leadership behaviors, conflict, and failure. Workplace events can trigger both positive and negative
emotions. Attitudes and behaviors towards work can be shaped by these situations (Lin et al., 2014;
Grol & De Raedt, 2018). In this research, the feeling of alienation from work is considered a negative
emotion.

2.2. Work Alienation

Work alienation is defined as the psychological distance an employee feels towards their job, which they
perceive as uncontrollable, independent, and meaningless. This situation can arise as a result of a
mismatch between the employee's values and their work, feelings of powerlessness in decision-making
processes, and decreased social connections (Nair & Vohra, 2009; Liu et al., 2025). In the literature has
found that work alienation is closely related to the job itself, rather than just psychological feelings. For
example, an employee experiencing a career plateau may feel distance towards their job because they
have no opportunity for advancement, which can lead to decreased performance (Lee, Yen, & Wu, 2025).
Moreover, work alienation can also play a mediating role in situations where employees experience
anxiety and job insecurity in the workplace. This situation has been found to strengthen the reactive link
in relation to organizational stress (Gharbi, Sobaih, & Aliane, 2025). Research conducted by
Oziidogru, Gorener & Toker (2024) found that workplace relationships and psychological capital also
shape the issue of work alienation. According to this research, high psychological capital can reduce
unproductive behaviors in the workplace and limit work alienation.

2.3. Employee Performance

Employee performance is a multidimensional concept that describes the extent to which an employee
carries out the tasks assigned to them in an effective, efficient and high-quality manner in line with
organisational objectives. In current literature, performance is not limited to task performance alone; it
also encompasses contextual performance (voluntary contributions to the organisation) and avoidance
of counterproductive behaviours (Koopmans et al., 2021). Employee performance is strongly influenced
by individual (motivation, competence, psychological capital) and organisational (leadership style,
perceived justice, job design) factors. In particular, meaningful job perception and autonomy are among
the key variables that increase employee performance levels (Peccei & Van De Voorde, 2019).
Harassment, bullying, and exclusion in the workplace negatively affect employee morale, commitment,
and job performance by increasing stress and anxiety. A toxic work environment and stigmatising
occupational stress perception further reduce work productivity. Therefore, an organisational culture that
supports employee well-being is critical for high employee performance (Rasool et al., 2020).
Consequently, employee performance is considered a strategic outcome for sustainable organisational
success.

2.4. The Relationship Between Work Alienation and Work Performance

Work alienation, from the perspective of academics, can be described as a psychological distancing that
arises from the loss of meaning in teaching, research and academic service activities, the decline in
academic autonomy, and the incompatibility between institutional expectations and individual academic
values. Increasing publication pressure, the reduction of performance criteria to quantitative measures,
and administrative workload can increase feelings of powerlessness and meaninglessness among
academics (Harley, 2017). According to Affective Events Theory, negative events experienced in the
work environment lead to negative emotional responses in employees; these emotions increase work
alienation and negatively affect employee performance. In this context, work alienation is considered a
mediating mechanism between emotional responses and performance outcomes (Weiss & Cropanzano,
1996). Research conducted in the field also finds that work alienation reduces work performance (e.g.,
Tekingiindiiz, Kurtuldu & Egilmez, 2016; Lee, Yen & Wu, 2025). In this context, the first hypothesis
of the study is presented below.

H1: Work alienation has a negative and significant effect on employee performance.
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2.5. The Moderator Role of General Attitudes Towards Artificial Intelligence in the Relationship
Between Work Alienation and Work Performance

Technological transformation is reshaping employees' work experiences by causing fundamental
changes in the workplace. The digitalization process causes a loss of meaning for employees, a process
of trying to redefine their roles, and consequently, a loss of motivation and alienation from work (Muttar
et al., 2019). Although artificial intelligence has become an important tool for facilitating employees'
work and enabling them to complete routine tasks faster, employees may feel useless. They may feel
that they are not creating value and experience feelings of unemployment, isolation, and
meaninglessness. This is among the disadvantages of artificial intelligence (Yildiz & Tashan, 2023;
Sharif et al., 2025).

Research shows that individuals' attitudes toward artificial intelligence (ATAI) affect their performance,
intention to use it, and productivity (Venkatesh, 2022). Positive attitudes toward Al can improve job
performance and reduce inefficient behavior, while negative attitudes can create anxiety, low motivation
in individuals (Kaya et al., 2024; Chang et al., 2024). This may be particularly relevant in data security
matters. In this context, utilizing the creativity-enhancing aspects of Al, delegating routine tasks and
reducing workload will contribute to focusing on new projects and improving career well-being
(Presbitero & Teng-Calleja, 2023). Job commitment will support the achievement of corporate goals
and the attainment of high performance (Bhargava, Bester & Bolton, 2021; Nazir, Islam & Rahman,
2026). These GATALI are also related to corporate policies. If artificial intelligence can be integrated
correctly to carry out tasks, it will contribute to the psychological empowerment of employees (Fan et
al., 2023).

Based on these reciprocal relationships, the negative relationship between work alienation and work
performance can be moderated by GATAL If employees view Al as a supportive tool, work alienation
may have less of a negative impact on performance. However, when negative GATAI develop, work
alienation may deepen and lead to significant declines in work performance. Figure 1 presents the
research model. Based on this, the H2 hypothesis is as follows:

H2: Attitudes towards artificial intelligence (H2a: positive attitudes towards artificial intelligence; H2b:
negative attitudes towards artificial intelligence) moderate the relationship between work alienation and
work performance.

General Attitude Towards Artificial
Intelligence

l

Work Alienation Work Performance

v

Figure 1: Research model
3. RESEARCH METHODOLOGY

A quantitative research method was used in the study. In this study, data were collected using a cross-
sectional research design. Cross-sectional design is a method commonly used in social science research
that allows for the examination of relationships between variables over a specific time period (Babbie,
2020; Durna, 2014; Creswell, 2014). Convenience sampling was preferred when collecting data within
the study sample. Voluntary participation was desired in terms of time, money, and work situation
(Giirbiiz and Sahin, 2018). The sample consists of academics. One of the reasons for choosing
academics as the sample for the research is that the education sector is related to processes developed
with artificial intelligence. Academics have up-to-date views on the opportunities and threats
associated with artificial intelligence (Dogan, Celik and Arslan, 2024), The academic profession
inherently requires intensive cognitive effort, critical thinking, and a high level of expertise. Artificial
intelligence can contribute to cognitive focus; however, the relatively high likelihood of its use—
particularly in conducting text revisions and translations during publication processes—Iled to the
preference for this profession, as it was considered that this situation could significantly influence job
performance.
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Within this scope, internal letters were sent to 209 universities actively involved in the education
process in Turkey via the University's electronic information system to inform academics about
participating in the research. Data collection began on 24 May 2024 and concluded on 4 November
2024. To enhance participation and increase the sample size, universities were contacted at least twice
during this period. According to data from the Higher Education Council (YOK, 2025), the total
number of academic personnel in Turkey is 186,942. Data was obtained from 288 academics in this
study. Underthese conditions ((186942/288)x100 =0.154), there was a 15% response rate in the
answers given to the surveys. The adequacy of the sample size was evaluated in line with the criteria
recommended for multiple regression-based analyses. Samuel B. Green (1991) states that the
minimum sample size recommended for testing individual predictors in multiple regression analyses is
N > 104 + m (m = number of independent variables in the model). This study has two sub-dimensions
of the artificial intelligence attitude variable, and there are a total of four variables in the model,
including dependent and independent variables. In this context, the minimum sample requirement is
calculated as 108. The sample size of 288 reached in the study is well above this threshold value. For
the analyses, the AMOS v.23 and PROCESS MACRO v.3.4 software packages were used in
conjunction with the SPSS STATISTICS v.22 programme. Details regarding the research are
presented below.

3.1. Participants and procedures

The research was initiated with the approval of the University's Scientific Research and Publication
Ethics Committee, reference number E-95674917-108.99-245434. The sample for the research
consisted of academics. A total of 288 individuals participated in the study: 42% were male (N=121)
and 58% were female (N=167). The average age of the participants was 40.66 (SE: 9.70, min — max 25
— 75). Participants' average experience at their current workplace was 10.31 years (SE: 8.50, min-max:
1-41). Their total work experience was 15.32 years (SE: 10.09, min-max: 1-50). 71.2% of participants
were married (N=205). Most of the participants in the study (95.8%, N=276) also work at a public
university. The largest proportion of participants in the study were associate professors (26.7%, N=77).
60.1% of the sample (N=173) had experience using artificial intelligence. Table 1 presents the
characteristics of the participants.

Table 1: Sociodemographic Characteristics of Participants

Variables N (288) % (100)
Gender Male 121 42.0
Female 167 58.0
Marital status Married 205 71.2
Single 82 28.5
Other (Divorced etc.) 1 3
Sector Public 276 95.8
Public 12 4.2
Title Research Assistant 46 16
Research Assistant (PhD) 3 1
Lecturer (Lecturer) 56 194
Asistant Professor 77 26.7
Associate Professor 62 21.5
Professor 35 12.2
Other 9 32
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Table 1 (Continued)

Variables N %

The Use of Artificial Yes 173 60.1

Intelligence No 35 122
Missing Data 80 27.8
Total 288 100

3.2. Measures

Work Alienation: The work alienation scale consists of 8 items on a single dimension. It was developed
by Nair and Vohra (2010). One of the statements pertaining to the variable is “I feel disconnected/distant
from myself at work.” Responses were obtained using a 5-point Likert-type scale (1. Strongly Disagree
— 5. Strongly Agree). The scale's reliability coefficient is 0.828.

Performance Scale: The performance scale was developed by Kirkman and Rosen (1999) and used in
studies conducted by Sigler and Pearson (2000). The Turkish adaptation was obtained from the study
by Cal (2008). The scale's reliability coefficient is 0.8277. Responses were obtained using a 5-point
Likert-type scale (1. Strongly Disagree — 5. Strongly Agree). One of the statements pertaining to the
variable is “When a problem arises, I produce a solution as quickly as possible”.

General Attitudes Towards Artificial Intelligence Scale: This scale was developed by Schepman and
Rodway (2020) to determine individuals' general attitudes towards artificial intelligence. The scale
consists of a total of 20 items. Twelve items measure positive attitudes towards artificial intelligence,
while eight items measure negative attitudes towards artificial intelligence. Here, the 7th item of the
negative artificial intelligence attitude sub-dimension has been removed. It was removed because it
demonstrated weak psychometric properties and adversely affected the overall reliability of the sub-
dimension. Analyses were performed with 7 items. Measurements were made according to a 5-point
Likert scale (1: Strongly Disagree, 5: Strongly Agree). The scale was adapted to the Turkish language
by Kaya et al. (2022). This study was also based on the adaptation made by Kaya et al. (2022). The
Cronbach's alpha coefficient of the scale adapted into Turkish was found to be 0.82 for positive artificial
intelligence attitude and 0.84 for negative artificial intelligence attitude.

3.3. Reliability-Validity

Exploratory factor analysis (EFA) and confirmatory factor analysis (CFA) were conducted to determine
construct validity. The Kaiser-Meyer-Olkin (KMO) value for the exploratory factor analysis was 0.872.
The exploratory factor analysis conducted yielded Bartlett's Sphericity Test > = 4669.22; df = 465; p <
0.001. This result indicates that the factor structure is valid (Kalayci, 2010; Hair et al., 2019). When the
CFA results were examined, it was found that the model fit indices were within acceptable limits
(x*(428) = 1007.326; ¥*/df = 2.354; p <.0001; RMSEA = 0.069; CFI = 0.868; SRMR = 0.063).

Furthermore, Average Variance Extracted (AVE) and Composite Reliability (CR) values were examined
for convergent and divergent cases. For positive attitude towards artificial intelligence, the AVE value
is 0.49 and the CR value is 0.98. For negative attitude towards artificial intelligence, the AVE value is
0.52 and the CR value is 0.96. For the work alienation variable, AVE =0.63 and CR = 0.98. For employee
performance, AVE = 0.59 and CR = 0.85. The AVE value is close and greater than 0.50, and the CR
value is 0.80, indicating that the desired construct validity has been achieved. The Cronbach's Alpha (o)
coefficient was examined to assess the reliability of the scales. The alpha coefficient indicates the
internal consistency of the items in a measurement tool and the degree to which they measure the same
construct. In the literature, o > 0.70 is considered acceptable, a > 0.80 is considered good, and o > 0.90
is considered a high level of reliability (Kalayci, 2010). The Cronbach's alpha coefficients obtained in
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this study were found to be above the acceptable limits for the relevant scales and sub-dimensions, and
these results revealed that the measurement tools had high internal consistency. Therefore, it can be said
that the scales used provided reliable measurements in the academic sample. The factor loadings and
related analysis results are presented in Table 2.

Table 2. Exploratory factor loadings for the variables in the study

Items Factor Loading
1 2 3 4 AVE CR Cronbach's

Alpha

Al-PA1 0,685 0.49 0.98 0.904

AI-PA2 0,744

AI-PA3 0,763

AI-PA4 0,662

AI-PA5 0,792

AI-PA6 0,697

AI-PA7 0,745

AI-PAS8 0,702

AI-PA9 0,676

AI-PA10 0,686

Al-PA11 0,659

Al-PA12 0,610

AI-NA1 0,772 0.53 0.96 0.860

AI-NA2 0,642

AI-NA3 0,796

AI-NA4 0,640

AI-NAS 0,748

AI-NA6 0,743

AI-NAS 0,711

EP1 0,741 0,60 0,85 0,790

EP2 0,762

EP3 0,769

EP4 0,793

WAI1 0,834 0.62 0,93 0,907

WA2 0,815

WA3 0,907

WA4 0,826

WAS 0,777

WA6 0,784

WA7 0,691

WAS 0,696

AI-PA: Positive attitude towards artificial intelligence, AI-NA: Negative attitude towards artificial
intelligence, EP: Employee performance, WA: Work alienation

3.4. Common Method Bias (CMB) Analysis

Harman's single-factor test was applied to assess the risk of common method bias. Exploratory factor
analysis conducted on all items revealed that a single factor did not explain the majority of the total
variance. The first factor explains 21.70% of the total variance. As this value is below the 50% threshold,
it indicates that common method bias does not pose a serious threat to the research findings (Podsakoff
et al., 2003

3.5. Correlation analysis

Table 3 presents the results of the correlation analysis between variables. Findings indicate a negative
and significant relationship between positive artificial intelligence attitude and negative artificial
intelligence attitude (r = - 0.299, p < 0.01). A negative and significant relationship was found between
negative artificial intelligence attitude and employee performance (r = - 0.193, p < 0.01). Furthermore,
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a negative and significant relationship was observed between work alienation and employee
performance (r =- 0.252, p <0.01). In contrast, the relationships between positive artificial intelligence
attitude and work alienation and employee performance were not found to be statistically significant.

Table 3. Correlation analysis of variables

Variable Mean | SE 1 2 3 4

AI-PA 3.86 0.68 1 -0.299%** -0.011 -0.027
AI-NA 2.82 0.76 1 A11 -0.193**
WA 1.77 0.75 1 -0.252%%*
EP 4.12 0.59 1

Correlation is significant at the 0.01 level (2-tailed). Correlation is significant at the 0.05 level (2-tailed).

AI-PA: Positive attitude towards artificial intelligence, AI-NA: Negative attitude towards artificial
intelligence, EP: Employee performance, WA: Work alienation, SE: Standart Error

3.6. Result of Simple Linear Regression Analysis

The results of the simple linear regression analysis indicate that work alienation has a negative and
significant effect on employee performance (F) = 19.40, p < 0.001). Work alienation explains 6% of
the variance in employee performance (R?* = 0.064), and performance decreases significantly as work
alienation increases (f = —0.252, p < 0.001). In this context, H1 is accepted.

3.7. Moderator Analysis Results

When examining the moderator analysis results obtained using PROCESS Macro Model 2, the
established model is found to be significant (R?> = 0.112, F(5, 282) = 7.10, p < 0.001). Moderation
analysis results indicate that work alienation has a significant and negative effect on employee
performance (B = —0.97, t = —2.55, p < 0.005, 95% CI [-1.72, —0.22]). This finding shows that
increases in work alienation are associated with decreases in employee performance. Similarly,
positive attitudes toward artificial intelligence also have a significant negative direct effect on
performance (B = —0.30, t = —2.41, p < 0.005). More importantly, the interaction effect between work
alienation and positive Al attitude is significant (B = 0.14, t=1.99, p < .05, 95% CI [0.001, 0.28]). As
the confidence interval does not include zero,both the presence and the direction of the regulatory
effect are statistically supported (Giirbiiz2019; Bozkurt,2023). This result indicates that positive Al
attitude moderates the relationship between work alienation and performance. The positive coefficient
suggests that positive attitudes toward Al weaken (buffer) the negative effect of work alienation on
performance. H2a is accepted.

On the other hand, although negative Al attitude has a significant direct effect (B =—0.29, t =—-2.66, p
< 0.005), the interaction between work alienation and negative Al attitude is not significant (B = 0.08,
t = 1.47, p > 0.005). Therefore, negative Al attitude does not play a moderating role in this
relationship. Finally, the overall model is statistically significant (F = 7.10), explaining 11% of
the variance in employee performance (R? = 0.11), which indicates a moderate explanatory power.
H2b is rejected. The results are shown in Table 4.

Table 4: Moderator analysis results

Variable B S.E. t F R R?
Sabit 6.43%* [5.12, 7.76] 067 9.62

WA (X) -0.97%*[-1.72, -0.22] 038  -2.55

AI-PA (W) 20.30%%[-0.55, -.006] 013 -2.41

X*W 0.14*%[0.001, 0.28] 007 199 10033 0l
AI-NA (Z) -029%#[-0.51,-0.08] 011  -2.66

X*7Z 0.08 [-0.03, 0.20] 0.06 147

Notes: AI-PA: Positive attitude towards artificial intelligence, AI-NA: Negative attitude towards
artificial intelligence, WA: Work alienation, B: Unstandardized Coefficient, SE: Standart Error, CI =
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95% confidence interval. Values in brackets indicate confidence intervals. p < 0.05, ** p <0.01, *** p
<0.001.

Findings regarding the moderation effect are visually presented in Figure 2 and Figure 3. The interaction
plot was generated using the PROCESS macro in SPSS based on simple slope analysis at low (—1 SD),
mean, and high (+1 SD) levels of the moderator.
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Figure 2: Moderating role of positive artificial intelligence attitude in the relationship between
work alienation and employee performance.
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Figure 3: Moderating role of negative artificial intelligence attitude in the relationship between
work alienation and employee performance.

5. CONCLUSION AND DISCUSSION

This study seeks to answer the research question, "How does attitude towards artificial
intelligence shape the effects of work alienation on employee performance?" The role of GATAI
(positive and negative) as moderators in the impact of work alienation on employee performance is
examined within the context of a sample of academics. Academicians were chosen as the sample
because they represent both a group with the technical skills and abilities to implement artificial
intelligence and a professional group that uses Al tools. The study concludes that work alienation has

a negative and significant impact on employee performance, consistent with the literature (Rasool et
al., 2020).

This study further hypothesizes that a positive attitude toward artificial intelligence moderates the effect
of work alienation on employee performance. This assumption was supported, suggesting that a positive
attitude toward artificial intelligence represents a psychological tendency that mitigates the negative
effect of work alienation on employee performance. This conclusion is consistent with the
AET assumption (Weiss & Cropanzano, 1996). This finding reveals that for institutions and
organizations, artificial intelligence technologies are not only related to the technical development
process, but also that employees' perceptions and attitudes towards these technologies are
important (Schepman & Rodway, 2020; Bekar, 2025).
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In this context, positive attitudes toward artificial intelligence tools are considered a factor that
supports employee performance.

The last assumption of the study was based on the moderating role of negative artificial
intelligence. This assumption has been rejected. It was found that negative attitudes towards artificial
intelligence do not have a moderating role. According to the AET, affective characteristics and
attitudes are tendencies that determine the potential emotional responses individuals give to the
events they experience; however, these tendencies do not always lead to direct behavioural or
performance-related outcomes. In this context, the fact that negative attitudes towards artificial
intelligence do not exert a regulatory influence in the study can be explained by the fact that such
attitudes remain largely as implicit emotional predispositions (see, Weiss & Cropanzano, 1996: 37).
In this context, the fact that negative attitudes towards artificial intelligence do not exert a regulatory
influence in the study can be explained by the fact that these attitudes remain largely as implicit
emotional predispositions. In other words, negative attitudes towards artificial intelligence may
increase individuals’ tendency to exhibit stronger emotional reactions to negative work-related
events; however, the limited occurrence of such events in the workplace, or the fact that the use
of artificial intelligence has not yet become widespread, may have prevented these attitudes from
having a decisive role on employee performance. Consequently, the findings are consistent with
AET assumptions that emotional tendencies only translate into behavioural outcomes under specific
environmental conditions.

This research has contributed to the development of AET within the scope of artificial
intelligence attitude assessment, the most current technology-based development. GATAI was also
considered in this study with a moderator role. This finding provides significant evidence of the
role that artificial intelligence applications can perform in understanding and predicting the
relationship between work alienation and employee performance during the digital transformation
process.

This research reveals not only the technical development of artificial intelligence but also how the
experience of using Al among academicians has transformed into attitudes towards it. The Council of
Higher Education (YOK) has published an Al usage guide, demonstrating that Al technology is now
too important to ignore and showing how it should be used within ethical boundaries (see,
Yiiksekogretim Kurulu, 2024). It is among the important tools for keeping up with the modern age. In
this context, encouraging the use of Al in a business-oriented way, increasing professional support,
and creating a positive perception among users can increase productivity. Therefore, developing
company policies that improve human-Al interactions can also be important in implementation
processes.

For future research, it is recommended to conduct longitudinal data collection using a method
that measures emotions and attitudes at different times and for different variables. This is because
this research is based on a cross-sectional data collection method, and the data obtained from the
longitudinal data collection process will be valuable in studies conducted in this way. Data can also be
collected from different sectors. This research model can also be extended by incorporating
variables such as work stress, technostress, and proactive behavior.
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Genisletilmis Ozet

Yapay zeka kavraminin tarihi 1950 yillarina kadar dayanmakta olsa da gilinlimiizde bas dondiiriicii bir
sekilde caligma hayatin1 sekillendirecek 6zelliklere sahip olmustur. Standart is planlamalarini, birbirini
tekrarlayan goérevlerin otomasyonu, veri analitigi, karar destek sistemleri gibi alanlarda calisanlara
biiylik kolaylik saglamaktadir. Bu kolaylik beraberinde siber zorbalik, verilerin ihlali, sahte veri iiretimi
siiregleri basta olmak {izere ¢ok fazla giivensizlik durumu olusturabilmektedir. Bu nedenle c¢alisanlarin
is deneyimleri, duygusal tepkileri, performans diizeylerini incelemek is yerlerindeki verimlilik artiglarini
degerlendirmek agisindan onem arz edebilmektedir. Calisanlarin yapay zeka teknolosine nasil bir
yaklagim sagladigi, bu teknolojinin kurumlara saglayacagi fayda ile de iliskili olabilmektedir. Bu
aragtirma, calisanlarin duygusal durumunun (ise yabancilagsma) ile isgdren performansi arasindaki
iliskide yapay zekdya yonelik tutumun diizenleyici roliinii, Duygusal Olaylar Teorisi (DOT)
gerg¢evesinde incelemeyi amaglamaktadir.

Duygusal Olaylar Teorisi, is ortaminda yasanan olaylarin c¢alisanlarda duygusal tepkiler meydane
getirdigini ve bu duygularin zaman iginde tutumlara ve davraniglara doniistiigiinii varsaymaktadir. Bu
teoriye gore, calisanlarin giinliik is deneyimleri yalnizca biligsel degerlendirmelerle degil, ayn1 zamanda
duygusal stireclerle de sekillenmektedir. Bu baglamda, ise yabancilagma gibi olumsuz duygusal
siiregler, ¢alisanlarin islerine yonelik anlam algilarini, motivasyonlarini ve performanslarini olumsuz
yonde etkileyebilmektedir. Mevcut alan yazin, ise yabancilasmanin is performansi iizerinde olumsuz bir
etkiye sahip oldugunu ortaya koyarken, bu iliskilerin hangi kosullar altinda zayiflayabilecegi ya da
giiclenebilecegi konusu smirli ¢calismalar ile ele alinmistir. Bu nedenle, alan yazinda olan s6z konusu
boslugu doldurmay1 amaglayarak, bu arastirma kapsaminda yapay zekdya yonelik pozitif ve negatif
tutumun, ise yabancilagsma ile is performansi arasindaki iligkide diizenleyici (moderatér) rol oynayip
oynamadig1 incelenmistir. Arastirmanin temel varsayimi, ¢alisanlarin yapay zekayi destekleyici ve
faydali bir arag¢ olarak algilamalarinin, ise yabancilasmanin isgéren performansi tizerindeki olumsuz
etkisini azaltabilecegi yoniindedir. Buna karsilik, yapay zekaya yonelik tehdit algis1 ve kaygi igeren
olumsuz tutumun ise, ise yabancilagmanin isgéren performansi1 iizerindeki olumsuz etkiyi
gliclendirebilecegi varsayilmaktadir.

Bu arastirma akademisyenler lizerinde ylriitiilmiistiir. Akademisyenlerin 6rneklem olarak tercih
edilmesinde, yapay zeka araclarmin gelistirilmesi ve kullanimina yonelik yiiksek uyum potansiyeline
sahip olmalarinin yani sira, bu araglarin akademik faaliyetlerde (6dev degerlendirme, bilimsel yazim,
veri analizi ve dil ¢evirisi gibi) yaygin ve islevsel bi¢imde kullanilabilmesine elverisli bir meslek grubu
olmalart etkili olmustur. Bu kapsamda Yiiksek Ogretim Kurumuna bagl {iniversitelere veri toplama
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siireci i¢in i¢ yazi ile arastirmaya ait anket formu iletilmis ve bu formlarin doldurulmasi istenmistir.
Bu anket verisinde ise yabancilasma, yapay zekaya yonelik tutum ve isgoren performansi
degiskenlerine dayali duygu, tutum ve davraniga ait veriler toplanmigtir. Veri toplama siireci
sonucunda, kesitsel veri toplami yontemi ile 288 akademisyene ulasilmistir. Elde edilen verilerin
gegerlilik ve giivenirliliklerine dayali analizler AMOS v.23, hipotezlerin test edilmesi i¢in ise SPSS
Statistics v.22, PROCESS Macro analiz programlari kullanilarak gerceklestirilmistir.

Ise yabancilagsmanin isgoren performans iizerindeki etkisini test etmek igin basit dogrusal regresyon
analizi kullanilmistir. Analizin sonucunda ise yabancilagmanin isgdren performansi lizerinde negatif ve
anlamli bir etkisi oldugu bulgulanmustir. Ise yabancilasma, isgéren performansindaki varyansin %6'sin
aciklamakta (R? = 0.06) oldugu; ise yabancilagsma arttik¢a iggéren performansin ters oranda azaldigi (p=
-0.25, p < 0.001) bulgulanmistir. Bu baglamda, H1 kabul edilmistir.

Yapay zeka genel tutum degiskeni pozitif ve negatif yapay zeka tutumu olmak fizere iki alt boyutu
bulunmaktadir. Bu nedenle yapay zeka genel tutumun, ise yabancilasma ile isgdren performansi
tizerindeki etkisinde moderator rolii olup olmadigini test etmek igcin PROCESS MACRO (Model 2)
tercih edilmistir. Yapay zekdya yonelik genel tutum degiskeni durumsal degisken olarak
degerlendirildiginde, yapay zekdya yonelik olumlu tutumun, is yabancilagmasi ile isgoren performansi
arasindaki negatif yonli iliskiyi zayiflatici yonde anlamli bir diizenleyici etkiye sahip oldugu
belirlenmistir (XxW: B = 0.14, p < 0.05). Bu sonug, yapay zekaya yonelik olumlu bir tutumun is
yabancilagsmasinin iggéren performansi lizerindeki olumsuz etkisini zayiflattigini gostermektedir. Buna
karsilik, yapay zekaya karsi olumsuz tutumun durumsal etkisi istatistiksel olarak anlamli bulunmamaistir
(XxZ: B=0.08, p>0.05). Bubaglamda, is yabancilasmasinin ¢alisan performansini diisiirdiigli, ancak
yapay zekaya karsi olumlu tutumun, ise yabancilagmanin isgéren performansi lizerindeki olumsuz etkiyi
azaltict bir rol oynadigr bulgulanmistir. Caligmanin sonuglarma gore, H2a kabul edilmis, H2b
reddedilmistir.

Arastirma sonucunu degerlendirmek gerekirse: Ise yabancilasmanin isgdren performansi {izerindeki
negatif ve anlamli bir etkisinin olmas1 durumu beklenmistir. Yapay zekaya dayali pozitif bir tutumun ise
ise yabancilagsma ile isgdren performansi arasindaki iligkiyi zayiflatmasi; negatif yapay zeka tutumun
ise bu iliskiyi giiclendirmesi beklenilmekteydi. Arastirmanin neticesinde beklenilmeyen bir durum
olmustur. Yapay zekaya yonelik olumsuz tutumun ise yabancilagma ile iggoren performansi arasindaki
iliskiyi anlamli bicimde diizenlemedigi yani moderasyon etkisinin olmadig1 bulgulanmistir. Duygusal
olaylar teorisi temelinde bu sonucu acgiklamak gerekirse: Weiss ve Cropanzano (1996)’a gore, duygusal
ozellikler ve tutumlar her zaman insan davranisini dogrudan etkilememektedir. Duygusal egilimlerin
davraniga doniligmesi igin belirli ¢evresel kosullarin olugmasi1 gerekmektedir. Calisanlar yapay zekaya
yonelik olumsuz bir his ya da duyguya sahip olsa bile, glinlimiizde yapay zeka ile ilgili cok fazla olumsuz
durum yasanmamis, yapay zeka sistemi yaygin olarak kullanilmamasi sebebiyle isgéren performasnini
belirli bir sekilde etkilememis olabilecegi diisiiniilmektedir. Burada yapay zeka tutumu gizli bir egilim
gosterebilmektedir. Kisaca, bu sonu¢ temelinde akademisyenler baglaminda is siireclerinde yapay
zekann destekleyici fakat sinirli bir rol oynadigi, bu nedenle de dogrudan bu teknolojiye dayali alginin
performans davranigina yansimadig diisiiniilmektedir.

Pozitif yapay zeka tutumu, calisanlara destek algisi saglayarak aktif bir psikolojik egilim islevi goriirken;
negatif yapay zeka tutumunun pasif bir tehdit algisi niteligi tasiyabilecegi de diisliniilmektedir. Soyleki,
bu tiir tutumlar isgorenlerde davranmisi giiclendirmekten ziyade geri ¢ekilme, kurumu kabullenme,
mesafeli davranma gibi pasif tepkilere yol acabilecegi diisiiniilmektedir. Zorlayici—Engelleyici
Perspektif (Challenge—Hindrance Perspective) tarafindan bu durumu degerlendirmek gerekirse: Bazi
stres kaynaklarmin (6rnegin yiiksek sorumluluk, zaman baskisi) c¢aliganlar tarafindan geligimi
destekleyici ve motive edici olarak algilanabilmektedir. Buna karsilik bazi stresorlerin (6rnegin
belirsizlik, rol catigmasi) performansi ve refahi engelleyici nitelik tasidigini ileri siiriilebilmektedir.
Burada koruyucu ve telafi edici bakis agis1 tetiklenerek olumsuz teknoloji algilarina ragmen isgdrenlerin
performansini koruma egiliminde olacag1 diisiiniilmektedir. Burada dengeleyici bir streteji segilebilecegi
ongoriilmektedir. Bu bulgu, Duygusal Olaylar Teorisi (DOT) agisindan 6nemli katkilar sunmaktadir.
DOT’a gore bireylerin olaylara iliskin degerlendirmeleri duygusal tepkileri, bu tepkiler ise davranigsal
sonuglar1 sekillendirmektedir. Bu baglamda calismada, teknostres gibi konularin daha ayrintili
incelenmesi gerektigi ve bazi tutumlarin davranisa doniismeyecegi vurgulanmaktadir. Ayn1 zamanda bu
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calismada, yapay zekdya yonelik pozitif tutumun, ¢alisanlarin is deneyimlerini yeniden gerceveleyerek
yabancilasmanin olumsuz etkilerini modere ettigi goriilmektedir. Bu durum, yapay zeka tutumlarinin
yalmzca teknolojik bir degerlendirme degil, ayn1 zamanda Snemli bir psikolojik egim olarak islev
gordiigiinii géstermektedir.

Arastirmanin teorik katkilarindan biri, Duygusal Olaylar Teorisi’ni teknoloji temelli bir baglamda ele
alarak genisletmesidir. Alan yazinda DOT ¢ogunlukla liderlik, is stresi ve orgiitsel olaylar ¢ergevesinde
incelenmigken, bu galisma yapay zeka gibi ¢agdas bir teknolojik unsurun duygusal siiregler lizerindeki
roliinii ortaya koymaktadir. Boylece teori, dijital doniisiim baglaminda yeniden yorumlanmakta ve
orgiitsel davranis alaninda en ¢ok incelenen ve ©Onemli yere sahip olan kavramlar ile
iliskilendirilmektedir.

Uygulama agisindan bakildiginda, arastirma bulgular1 yoneticiler ve kurumlar i¢in énemli ¢ikarimlar
sunmaktadir. Yapay zeka uygulamalarinin basarisinin yalnizca teknik altyapi ve sistem performansina
bagli olmadigt; calisanlarin bu teknolojilere yonelik tutumlarinin da en az teknik unsurlar kadar 6nemli
oldugu goriilmektedir. Ozellikle pozitif yapay zeka tutumunun, ise yabancilasmanin olumsuz etkilerini
azaltic1 rolii, Orgiitlerin insan—teknoloji etkilesimine daha biitiinciil bir bakis agisiyla yaklagmalar
gerektigini gostermektedir. Egitim programlari, katilimei karar siirecleri ve seffaf iletisim uygulamalar
yoluyla ¢alisanlarin kontrol, yeterlilik ve destek algilariin giiglendirilmesi, yapay zekanin bir tehditten
ziyade destekleyici bir arag¢ olarak algilanmasina katki saglayabilmektedir.

Arastirmanin bazi siirhiliklar1 da bulunmaktadir. Oncelikle calisma kesitsel bir tasarima dayanmaktadir
ve bu durum nedensel yorumlari siirlandirmaktadir. Ayrica dérneklemin akademisyenlerden olusmasi,
bulgularin farkli sektorlere genellenmesini kisitlayabilmektedir. Ayni zamanda bu arastirma is
yabancilagmasi, isgoren performansi, yapay zekaya yonelik tutum degiskenleri ile sinirlidir.

Gelecek arastirmalarda, bu iligkilerin boylamsal tasarimlar ile incelenmesi, duygusal siireglerin ve
tutumlarin zaman i¢indeki etkilerini daha net bicimde ortaya koyabilir. Farkli sektorlerde ve farkli yapay
zeka kullanim yogunluklarina sahip 6rneklemlerle yapilacak calismalar, bulgularin genellenebilirligini
artiracaktir. Ayrica teknoloji stresi, teknoloji kaygisi ve dijital yetkinlik gibi degiskenlerin modele dahil
edilmesi, yapay zeka tutumlarinin duygusal ve davranigsal sonuglar {izerindeki etkilerinin daha kapsamli
bicimde anlasilmasina katki saglayabilir. Hangi olumsuz tutumun hangi kosullar altinda davranisa
doniisebilecegi gelecekteki arastirmalar i¢in incelenmesi gereken 6nemli alanlar arasinda yer alabilir.
Negatif yapay zeka tutumu bu kapsamda farkli sonug degiskenleri (proaktif davranig, isten geri ¢ekilme,
sessiz istifa) konulari ile arastirilabilir.
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