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Abstract
This study aimed to identify the impact of job séguelements on the work alienation at private
universities in Jordan. A questionnaire has beerldped to identify the collection of data fromaarple study
consisted of 209 employees in the private univiessitResults showed that there is a significantaichpf job
security elements as a whole on the feeling of wadination. In addition this study showed thatr¢his no
impact of demographic variables on the feeling ofkvalienation. At the end researchers recommeiiad
private university is recommended to update pdi@ad procedures continuously to enhance job sgamd
decrease the feeling of work alienation.
Key Words. job security, work alienation, private universifgplation, self estrangement, meaninglessness,
powerlessness.
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1. Introduction

Human resources play an important role, as an sassetattaining organization objectives. For this
importance, managers at all level must work hargrtvide human resources with all demands of jalursgy
from the perspective of stability, best working ditions, integrity and justice. These demands &sspreading
an atmosphere of cooperation and the spirit ofiigltn, responsibility and belonging to the organdre.

The practices of human resource management ingosiditor in Jordan reveal that public universiéiepy
higher degrees of job security compared to privetieersities. Moreover, it has been reported thages and
salaries charged by employees are low along witleetamysterious. This has led to the spread of the
phenomenon of work alienation with a sense of paisen and isolation and dissatisfaction. These vatirkate
and conditions will be reflected substantially be general performance of the universities.

This study aims to measure and analyze the implagbosecurity elements on the work alienation as
perceived by the employees working in administeapesitions at private universities in northernisagf the
kingdom.

2. Research objectives
The main objective of the study is to examine thpact of job security elements on the work ali@rats
perceived by the employees in Jordan at privateeusities. The study will seek:
a. To examine the level of availability of job secyrilements as perceived by the employees of
Jordanian private universities.
b. To see to what extent work alienation is prevadetbng employees at private universities.
c. To investigate the impact of job security on wolikr@ation.

3. Problem statement
Job security is a core concern in the lives of eygés. To this extent, the idea of security is so
important to raise the degree of tranquility witle #mployee on his future career and to end ath$asf anxiety
related to that future. This fear and lack of jelbwgity inevitably lead to the resort of employsegscape from
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those feeling and negative effects on their hepltfichological and physical. Such effects will nagdy
influence employees' abilities to produce andtbateliver service in an acceptable manner.

The employees in the private sector in general@ivéite universities in particular feel frustratiand
pessimism for a variety of reasons. These reaswisde those related to lower salaries and incesfinon-
compatibility of employees with each others, feglof staff that there is no future for them in thebs, lack of
opportunity of job improvement in their career aahas fear of loosing the job in many cases.

Researchers through their experience of severas yarivate universities, see significant tensiod
frustration among administrative staff. This sitoatis reflected in forms of behavior like permanfsar of the
non-renewal of contracts, limited affiliation toeth universities and the behavior of hypocrisy maitempt to
please their supervisors or those who control grenpnence of their work.

The problem of this study is to identify the impadtjob security elements on the feeling of work
alienation. More specifically, the study tries twsaver the following question: is there any sigmifit impact of
job security elements on the feeling of work aligar@a among employees working at private universitie
Jordan?

4. Research model and hypotheses
In the light of the following explanations, we expehe following relationship and impact of job
security elements on the work alienation in thevgdg university in the northern region the kingdohhe
hypotheses is presented and proposed in the melialifsee fig.1):

Independent Variables Dependent Variables

Fig. (1)
Work Alienation

* Pessimistion

*

Job Security Isolation
* Self estrangement
* Meaninglessness

* Powerlessness

Demographic Variables
* Gendar
* Age
* Education
* Experience
* Job level

* University

Hypothesis 1: There is a significant impact € 0.05) of job security elements on work alienatienperceived
by employees of private universities in Jordan.

Hypothesis 2: There is no statistical significant differencdsmployees attitudes on the level of availabitfy
job security elements attributes to the demographitables (Gender, age, education, years of expesi job
level and university).

Hypothesis 3: There is no statistical significant differencéemployees attitudes for the level of feeling loé t
work alienation due to demographic variables (Gendge, education, years of experience, job level a
university).
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5. Methodology
5.1 Procedure and participants

The inspiration of this study is the complaints asfministrative employees about the lack of job
security, and especially payment injustice, unatepelationship with their supervisors, limitedpoptunities
of growth, promotion, and participation.

Questionnaires were developed on the basic of scditained from literature, and distributed to (250
administrative employees (academic staff are nduded) working at four universities in the northgrart of
Jordan. Of the (250) distributed questionnairey,of@117) questionnaires returned, and (8) questivaa were
excluded from the analysis because of the missingamrrect marling. Finally, only (209) valid quesinaires
have been analyzed for this study.

5.2 Measures

All questionnaire items were assessed using agoint likert-type scale ranging from 4 = strongly
agree to 1 = strongly disagree.

Job security elements (as independent variable=e assessed with a 4-item scale which measures the
perceived job security elements related to the éédosing jobs, pay injustice, participation, t@aships with
supervisors, development and promotion opportuitie

The dependent variable (i.e work alienation) wasasneed by total 20 items from selected distinct
studies. Work-alienation scale included dimensiasfs pessimism, powerlessness, social isolation and
dissatisfaction, with 5 items for each dimension.

6. Prior Empirical work
6.1 Causes of work alienation

Prior work has examined the major causes of wadnation at different contexts. Alotaiby (2013) in
his study tried to assess the level of work aliemaperceived by the employees of passport depattime
Jeddah of Saudia Arabia. Results of the study tesemmoderate level of work alienation. The majuses for
this alienation as reported by the sample wereitduinpromotion opportunity, inappropriate workinguns,
injustice motivation and bureaucratic procedures descending order.

Valadbigi and Ghobadi (2011) in their study abdwt €lements and the affecting work alienation & th
" Urmia white cement factory" resulted in the falsat work alienation had a meaningful relationstigph:
geographical origin, marital status, type of woshatisfaction with wages and incomes, quality ofmhao
relationships with other workers and managers, tiaicgy, confliction, and stress of the role.

In the same context, Thobaity (2008) in his stuildtto identify the level of work alienation arfuet
consequences of this phenomenon from the pointiedf wf a sample consisted of (437) public employees
Results of the study revealed a moderate levelaskalienation (a percentage of 68). The major esws work
alienation as reported by the participants werek tz objective performance reports, routines atkyeetention
of information by employees, and the incentives ti@ not subject to sound and stable standardsseTh
findings are consistent with the study conducted@blgaidy (2012), in this endeavour to assess tlatigaship
between organizational justice (distributive, preho@l and transactional) and work alienation aggieed by a
sample of 144 participants at a cement company lkom&. Findings revealed that routine at work,
meaninglessness of jobs, injustice pay and povwaréss were reported as major causes of work dbenat

Alattar (2010) in his study to figure out the impat organizational conflict management on work
alienation for a sample consisted of (553) publoplyees working at Jordanian ministries revealegl t
followings:

(a) there are significant statistical impacts fbe torganizational conflict strategies on work aigon. (b)
moderate level of work alienation.

Moreover, Alsarayreh (2005) in his study entitlé8spects of job frustration and its impact on work
alienation”, selected a sample of (988) profesd®fia physicians) working in health organizationsJordan.
Findings revealed high job frustration and workeadition among physicians. It also indicated a sgtron
correlation between job frustration and work aligg however there were significant differenceghia level
of both job frustration and work alienation duetie work place and specialization variables.

6.2 Theimpact of work alienation on performance

Among research dealt with the impact of work alteora on performance, the study conducted by
(Tummers & Dalk, 2011). The aims of this study wasexamine the effect of work alienation on botk th
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outputs of the work within the institution (i.e tistional loyalty, work effort) and on family outke the
institution. Two dimensions of work alienation weadopted (powerlessness and meaninglessness)tide s
was applied to midwives in Netherlands with a sampbnsisted of (790). The study revealed that work
alienation does not only negatively effect on waerithin organization, but also on the lives of ttaamilies
outside.

A study conducted by (Abo sulton, 2008) on a sangflemployees working in the ministry of high
education in Gaza strip revealed a significant elation between work alienation and job performaridas
study agreed with Bin Zahi research (2007) in it®rapt to find out the level of work alienation amgo
employees in the Algerian hydrocarbon sector asddtrrelation with the achievement motivation. Hbedy
showed that achievement motivation was high ancetivere statistically significant correlations beem work
alienation and achievement motivation.

A study made by Janine and Gert (2010) was conddotethe purpose of determining whether work
alienation is a predictor of turnover as perceinmydthe sample of (2429) persons in telecommunipatio
companies in North Africa. The findings showed aifiee relationship between work alienation andhawer.

6.3 Level of work alienation attributed to various demographic variables.

A study conducted by Kanan (2008) for the purpagetetermining the level of work alienation among
public employees in Saudia Arabia and finding dw& torrelation between work alienation and persanal
organizational variables. 288 trainees in publicnandstration institutes in Ryadh participated instistudy.
Findings showed a moderate level of work alienatierperceived by the sample. Age, and educatidablas
had no impact on work alienation, but the orgamizet variable (i.e job level, autonomy, participat routine)
showed a significant correlation with work aliewati whereas organizational variables contributeeiiplaining
34% of differentiation in the level of work alieri.

Kaidani (2006) conducted a study to find out theeleof work alienation among (303) employees
working at Sanaa municipality in Yemen and its tietsship with personal and organizational variables
Findings showed that the level of work alienatiad tbeen distributed to three segments: high, moslersd
low. Employees who showed low level of work aliematcame up to almost 25 percent, while the peeggnbf
people who showed moderate and high level of whidnation reached to almost 75 percent. It alsoveltba
significant positive correlation between work aliéion and both of age and employees demands vesiabl

In this context other scholars like: Thobaiti; (8p0Alotaibi (2013), Alattari (2010) and Bin Zabhi
(2007) also conducted similar studies to deterrttiedevel of work alienation and the roles of vhlés like sex,
marital statute, job place and education in deteingithis level.

7. Literature Review
Alienation is one of the most important term iniabsciences, especially in sociology and psychplog
and it has different definitions: (valadbigi & ghaah, 2011).
* Losing the control over self, society, or socimeaomic process (Marx).
* A situation mainly based on disgust, and isolatfoooper).
* A concept of Marx to describe the feeling of disg this definition is now more common and it pked to
explain seclusion, powerlessness and self-disguatimong the individuals (Bilton).
* The epidemic feeling of powerlessness, meanirsgless, seclusion, and self-disgusting.

7.1 Introduction:

Alienation is often overlooked in many contemporagxtbooks in management and organizational
science. The alienation have shifted to job satf&fa, organizational commitment and related taplicsa word,
the issue has become unfashionable. (Nelson & Gdboe, 2006).

Existentialists regard alienation as a central ttansin their psychology, pointing to a separatidrthe
individual from the real or deeper self due to dastof conformity and pressures found, in orgamnizet the
alienation can be seen as a crisis of personatiigen which there is tension between the inneftane “ self
and the demands of modern organizational life. (fens & Dalk, 2011).

7.2 Alienation:

The term alienation originates from the work of Kiflarx. Alienation is a condition in which man
becomes isolated and cut off from his work. (Tunmsr&Dark, 2011).

Marx said that workers experience at least thremgoof alienation (Nelson & O’Donohue,2006 ):
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* Alienation from the product of their labour (disssessed of what they produce, which is owned by th
capitalist).

* Alienation from oneself (only find extrinsic meiag in work and are separated from their true sglve

* Alienation from others ( the unique qualitiestafmankind are diminished and so workers are estchfrgm.
Both their own humanity and others) (Nelson & O’Dbne, 2006).

Marx regarded alienation as an objective realitglar capitalism, rather than simply a subjectiaest
of mind. (Nelson & O’'Donohue,2006).

Blauner (1964) argues that alienation is a subjedaxperience, the feeling that may be experienced
can vary from an individual to another individudllienation as a state of mind is thus by definitinat
inevitable under capitalism. Blauner goes on tccdies four dimensions of alienation. (Nelson & Oidue,
2006):

1. Powerlessness: ( Cagiar, 2013 ) due to being dtedrby others in impersonal system. The remedy is
to increase autonomy and empowerment.

2. Meaninglessness: lacking a sense of how their oank wontributes to the whole.

3. Isolation: (Cagiar, 2013) describes the lack of d&mnd of friendship, or participation in an
organizational environment at the lowest level.

4. Self-estrangement: no sense of identity or persutfdlment. The remedy is to allow self-expressio

7.3 Management and alienation:

Since its appearance as a concept in managemeany tlexemplified of argyris & merton, alienation
has been variously linked to and conflicted withtisfaction at work, burnout and depersonalizatieork
stress, powerlessness and a lack of control. (N&ds®’'Donohue, 2006).

7.4 Human resour ce management and alienation

A new models of HRM focused on whether HRM sholédseen as a system designed to develop
employee (the soft version) or, to ensure fullizdiion of employee (the hard version). The majoesiion is
whether HRM can really satisfy the needs of bo# dnganization and the individual employees. Urttier
HRM model outcomes are equally beneficial for thgadization and all individual employees. We caovjate
a solution to problems of organizational alienationl estrangement. (Nelson & O’'Donohue, 2006).

7.5Work structuresand alienation
Organizations themselves can be a source of alienby separating the employee from the inner self

which can in turn lead to deterioration in the ndual-organization relationship. Moreover, The tosrvasive
structure is the bureaucratic, which is characterizy job specialization, authority hierarchy, megpointment,
record keeping, rules and impersonality. sepagdtie bureaucratic person from the office usuabuits in the
individual experiencing a feeling of self identlyss . Therefore it is important to address tldfunctions of
these structure in an effort to engage the empbyeth the organizational goals and to overcomart
alienating effect. (Nelson & O'Donohuc, 2006).

7.6 Role and work alienation:

Sometimes the work environment in the organizatian result in a state of mental stress. The rble o
the employees in the organization may be uncleat emates stress, this stress causing the feeling o
powerlessness, uselessness, anomy, and self-desgasyg work forces. (Valadbigi & Ghobadi, 2011).

The elements causing stress can be classified timbotypes: group & individual, the individual
elements are the result of the individual charasties, The group elements are in-organizational ant-
organizational. (Valadbigi & Ghobadi, 2011).

7.7 Therise of work alienation:

The recent centuries withessed many developmethieirkknowledge & technology, production system
and mass production. This kind of production sometrequires the workplace to be distant from wakemme.
This system of production play an importance raléhie process of alienation, separation from prodagcself-
alienation, and alienation from others and theespc(Valadbigi & Ghobadi, 2011).
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7.8 Consequences of work alienation:

Alienation brings about different sequences inalgdeliminating workers from the work process,
considering the worker as object, paying littlegagng the intellectual abilities and creativity thie employee
and denying human social aspects in work environnf@ialadbigi & Ghobadi, 2011).

The most common factors which alienate people flalmor and organization and in most cases result
into “ work alienation “ among employees are: emypkes would not be assigned in accordance with their
potential and competences, employeres do not paygtnwages and benefits, do not respect the sdigjaity
and character of employees, the widespread of baraay and distance between management and employee
the intense use of superiority symbols such asrioMa rooms, precious automobiles, enormous salarisuch
a way that they will imagine that the results afithefforts are plundered by the board of diregtdisect and
domineering supervision, long work time, lack ofdayees participation in the process of decisidin, lack
of proper selecting of supervisors, when employ&e& no share in organization’s benefits and sseseshey
do routine work, constant and tension in work emwinent, the absence of job security and when affico not
accomplish their commitment towards employees.gftand & others, 2012).

7.9 Job security:

Today unemployment is important phenomenon. Alneesty country suffers from job security seems
to be decreasing in every part of the world and rtiust reasons for decreasing job security can teg s
technology, internationalization of capital, denagic change and governmental policies. (SenollR01

Employment security as a term is often used intngkably with work security and job security, job
security is the security of a continued employméantthe same occupation with the same employer.
Conceptually, work security and employment secuaiy broader concepts, including, among other thiaglf
employment, employment security, the confidencbkeifig able to keep, find or create gainful emplogtneow
and in the future, based on the development of youm human capital and in well-functioning institurs.
(Dekker, 2010).

Pearce (1998) defines job security as a mind statéhich the employee sees his job stability with t
firm in the near future. and it is the result of firm's own practices and policies with the emplwhich make
them more secure or insecure towards the job. Jand Siddiqui, 2012).

7.10 Relationship between job security and motivation

Many factor motivating employees, in fact, job s@éguis one of the most influential means of moting
employees particularly in times of economic clowntuemployee’s belief that they will not lose thgbs or
they will be employed in the same organization agylas they want is a significant reason for maitiva
Therefore job security is one of the most significaariables of the employee's satisfaction whigbresses the
general attitude of the employee towards his/ bler(enol, 2011).

7.11 Job security and productivity:

Job security plays an important role in both soara working life because it help individuals not t
worry about their future, and it contributes to ntaining labor peace, increasing organizations gpetidity and
protecting social balance and values for this eggdoshould not be dismissed from his organizatidhout
reasonable grounds, because job security hasgabkitnd social dimensions (Senol, 2011).

7.12 Job insecurity:

Job insecurity is situated between employment amaiployment because it refers to employed people
who feel threatened by unemployment. Another didini of job insecurity is a sense of powerlessness
maintain the desired continuity in a threatenedsitation. (Dachapalli & Paramasurr, 2012).

The dimensions of job insecurity include: the intpace of job features, the existence of job feature
perceived threats to job features, importance eftthal job, perceived threat to total job, and fibelings of
powerfulness / powerlessness. (Dachapalli & Parama?012).

7.13 Quantitative and qualitative job insecurity:

Job insecurity is actually more than the perceitredat of job loss, it includes thoughts aboutrgsi
valued job features such as pay, statues, opptyrtiamipromotion. Additionally there are two diffmt forms of
job insecurity (Dachapalli & Parumasur, 2012).

- Quantitative job insecurity: worrying about llegithe job itself.

- Qualitative job insecurity: worrying about impant job features.
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Moreover, qualitative job insecurity is defined #he significant deterioration in the working

conditions, reduction in wags and feature, reductio opportunities,
behavioral changes related to job. (Cetin and T,u2at3).

7.14 Burnout:

qualitative job insecuritgveals

Burnout, Just like job insecurity, is consideredtlde emerging characteristics of personal assegsme
and perceptions. Burnout which is often used terréd the status of mental fatigue, Christina naskdefines
burnout as " The fact involving the concepts ofoéanal fatigue, loss of self and reduction of iidual
success". (Cetin and Turan, 2013).
Herbery freudenberger stated the burnout asditoviear and tear, loss of energy and power, desiaannot
be met or decrease as a result of the individaslistof internal resources”. (Cetin and Turan, 2013

8. Study sample:

The study sample comprises 209 staff members waatpriuniversities. These were chosen randomly
from a study community. Table (1) below classiftae sample according to personal variables as iegula

below.

Variable

Table (1)

Classifying study sample according to personalames:

Recurrence

Per centage%

Sex

Male
Female
Total

119
90
209

56.9
43.1
100

Age

Less than 25 years
25-35 years

36-46 years

46 and above
Total

22
89
47
51
209

10.5
42.6
22.5
24.4
100

Quialification

Below BA

BA

Higher Studies
Total

41
111
57
209

19.6
53.1
27.3
100

Years of Experience

Less than 5 years
5-10 years
11-15 years
More than 15 years
Total

97
48
18
46
209

46.4
23
8.6
22
100

Job title

Director

Director Assistant
Head of Department
Staff member

Total

45
14
29
121
209

215
6.7
13.9
57.9
100

University

From the previous table, we conclude the following:

Jadara University
Jarash University
Ajloun University

Irbed National university
Total

57
48
52
52

27.3
23
24.9
24.9
100

1. The male percentage in the sample was 56.9%; whéoedemale , it was 43.1%

2. The highest percentage of the age variable wa®##6 (25-35) age group; and the lowest percentage
of 10.5% for those less than 25 years old age group

3. The highest percentage according to the qualificatiariable was 53.1 for the BA holders and the

lowest 19.6% for those with less than the BA level.

4. With reference to experience, it was 46.4% for ¢heith (less than 5 years) and 8.6 for those wiith (
15 years) of experience.



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

5. For the job title, the highest percentage was 57f@ftstaff members and the lowest, was 6.7% for
Director Assistants.

6. For the university variant, the highest percentage 27 for Jadara University, and the lowest 2386 fo
Jarash University.

9. Statistical analysis and hypotheses testing:

This part shows the study results which aim at gating the impact of job security on the staff of
private universities in Jordan. The results of shedy were according to the raised questions apdthgses.
These results are represented and explained as/foll

9.1 Resultsregarding the study questions:
Question 1: What is the level of job security for the staffppivate universities in Jordan?
To answer this question, we got the median anddatandeviation from the study samples concernirg jo
security as table (2) shows:
Table (2)
Averages and standard deviations of the study saanswers of all items regarding job security efstaff in a
descending order:

Item Average Standard Evaluation
Deviation
Boss treats me kindly and respectably 3.4] 0.68 High

I have a clear vision of what I'm supposeditoin . 0.78 High
my job
I have a good relationship with my boss in oty j 0.80 High
| feel quite confident in doing my job 76. High

Boss understands the problems at work and 0.68 High
personal ones as well
I have sufficient information about my job . 071 High

I don't know when | might be terminated. Therefl . 0.86 Moderate
feel worried about my job
My job at the university gives me a decent aogi . 0.72 Moderate
status
Work conditions at university are convenient . 0.67 Moderate
Working at university gives me an opporturfily 0.90 Moderate
more training and learning
I have a chance to participate in designiragkw . 0.77 Moderate
methods
12 | have security and stability at my work 0.78 Moderate
13 I have a chance to participate in designiraykw . 0.88 Moderate
objectives
14 The university makes material and md . 0.78 Moderate
possibilities available
15 My job provides me with all required benefits. 071 Moderate
16 There is fair play at university. Good deeads 086 Moderate
rewarded and bad ones are penalized
17 The university interior system of promotian fair . 0.82 Moderate
enough
18 | have a reasonable and stable income . 0.78 Moderate

19 Salaries and yearly allowances are contrdigda . 0.84 Moderate
fair and just interior system
20 My job at university gives me material and ahqg . 0.78 Moderate
incentives
Factors of job security as a whole 0.46 Moderate

Table (2) shows that factors of job security raggihom 2.16- 3.41 the highest of which was item 16
(There is fair play at university. Good deeds awarded and bad ones are penalized) and the lovasstem 5
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(Boss understands the problems at work and my paremes as well). The average of job securityofads
moderate reflecting the sample members' viewpoints.

Question2: How high is the feeling of job alienation amoihe staff at private universities in Jordan?
To answer this question, the averages and stani@afdtions were extracted and put in a descendider as

shown in table (3):

Table 3
Item

Standard
Deviation

Evaluation degree

Feeling pessimistic

0.61

moderate

Isolation

0.64

moderate

Self estrangement

0.48

moderate

meaninglessness

0.55

moderate

powerlessness

0.59

Moderate

Table (3) shows that the averages of job aliendgeting among the sample members range from 2.01
to 2.48 with a moderate evaluation degree. Firshe® pessimism with an average of 2.48. Second comes
isolation with an average of 2.35, Third comes-sstfangement with an average of 2.26. Meaninghsssn
comes in the fourth order with an average of 2R@wverlessness comes last with a moderate evaludgigree.
This, by and large, indicates a moderate feelinglofalienation among staff at private universiiiedordan.

Averages and Standard deviations of the sample mesnbnswers for all items (feelings of job
alienation) were distracted in a descending orddrthis is shown in table (4).

Table 4

Item Evaluation
degree

High

Standard
deviation
0.92

Rank of
paragraph

Average

I am not satisfied with the salary and other 3.00
characteristics | have at university.

| feel that my future career is obscure

I have a limited participation in universitstigities
and social occasions

| don't feel that | have an opportunity for j
promotion

I don't expect to get any substantial inceustilg
working at this university

My relationship with colleagues is restricteal
working hours

I am not quite optimistic in my job

| don't feel to have a future career at thisensity

| have a routine and monotonous job whichn'td
like

I am not able to take part in decision-mak]
processes.

My colleagues are not as cooperative asH wis

| can't find solutions for the problem | face

| don't feel comfortable among my colleagues

I have no harmony with my colleagues at work
I find it quite difficult to discuss any issudéth my
colleagues at work

| feel deeply depressed at work

I don't feel personal respect for my job

I don't feel | really belong to the univeysit

I find it difficult to accomplish what is reged of
me

| don't feel any respect from my boss

2.9]1
2.63

830.
0.85

moderate
moderate

2.61 0.85 moderate

2.56 0.81 moderate

2.55 0.85 moderate

oderate
moderate
moderate

2.45
2.41
2.37

0.84
0.88
0.74

moderate

2.24 0.84

moderate
moderate
moderate
moderate
moderate

2.22
2.06
2.05
2.03
2.02

0.75
0.80
0.79
0.76
0.81

0.73 low
0.78 Low
0.79 Low
0.76 Low

1.97
1.91]
1.86
1.76

1.63 760. Low
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In the table above, it is clear that averagesearhd regarding job alienation feeling range fron31.8.00, the
highest of which is item 20 (I am not satisfiedhwibe salary and other characteristics | have aetsity) with
a high evaluation degree. The lowest, however,paaagraph number 19 (I don't feel any respect fmyrboss)
with a moderate evaluation degree.

9.2 Relevant resultsto study hypotheses:

9.2.1 Hypothesis 1. There is an impact with a significant effeet{ 0.05) for the factors of job security
and the feeling of job alienation among the stffrivate universities in Jordan.

To verify the validity of this hypothesis, the silmpegression equation was applied in order toystud
the impact of alienation feeling. Table (5) clafithe results of applying the simple regressiamton as
follows:

Table (5)

Statistical
significance

Impact of job security basics g . . .05 0.00 e
feeling pessimistic

Impact of job security basics g . . . 0.00 e
powerlessness

Impact of job security basics gn-0.037 . . . . e
isolation

Impact of job security basics gn-0.068 . . . . e
meaninglessness

Impact of job security basigs -0.062 . . . Acceptance
on self-estrangement

The table above shows the following:

1. There is an impact and a statistical significance< (0.05) of job security basics on the pessimistic
feeling. The correlation coefficient R (0.56) isstatistical indicative value correlating betweero tw
fields (basics of job security and pessimistic ifegl The R Square value was (0.32), which is a
statistical indicative that explains the impacjalf security basics on pessimistic feeling. The vefue
(F) was (95.05) with a probability of (0.00). Thapact of job security basics on pessimistic feeling
which represents valu@)(was (0.75); whereas (T) value was (-9.75). Thargenegative values with
statistical indicativesu(< 0.05)

2. There is a statistical significance £ 0.05) of job security basics on the feeling of pdessness. The
correlation coefficient R was (0.48) is a statsticndicative value that explains the impact of job
security on the feeling of powerlessness. The Rusgualue was (024), which is a statistical indieat
value that explains the impact of job security tesin the feeling of powerlessness. Additionalbt te
value (F) was (63.44) with a probability of (0.00he impact of job security basics on this feeling
which represents valug)(was (-0.62). The value of (T) was (-7.97). Thase negative values with
statistical indicativeso(< 0.05).

3. There is a statistical significance £ 0.05) of job security basics on the feeling ofrigeisolated. The
correlation coefficient R was (0.26), it is a Httial indicative value which explains the impatjab
security on the feeling of being isolated. The Rasg value was (0.07), a statistical indicativeugal
that explains the impact of job security basicglenfeeling of being isolated. Moreover, test valbe
was (15.75) with a probability of (0.00). The impad job security basics on the feeling of being
isolated which represents the valy® (as (-0.37). Finally the value of (T) was (-3.9Those are
negative values with statistical indicatives<(0.05).

4. There is a statistical significance £ 0.05) of job security basics on the feeling of meglessness.
The correlation coefficient R was (0.56). This istatal indicative value explains the impact of job
security on the feeling of meaninglessness. ThguRre value was (0.31), a statistical indicativleiea
that explains the impact of job security basicgtmn feeling of meaninglessness. Moreover, testevalu
(F) was (94.88) with a probability of (0.00). Thexgact of job security basics on the feeling of
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meaninglessness which represents vaievas (-0.68). Finally the value of (T) was (-9.7%hese are
negative values with statistical indicatives<0.05).

5. There is a statistical significance € 0.05) of job security basics on the feeling of-sstrangement.
The correlation coefficient R was (0.60). This istatal indicative value explains the impact of job
security on the feeling of self-estrangement. ThegRare value was (0.35), a statistical indicataeie
that explains the impact of job security basicstlon feeling of self-estrangement. Test value (F3 wa
(113.61) with a probability of (0.00). Moreovergtimpact of job security basics on the feelingeif-s
estrangement which represents the vafjew@as (-0.62). The value of (T) was (-10.66). These
negative values with statistical indicatives<0.05)

9.2.2 Hypothesis 2: There is no statistical significant differencésmployees attitudes for the level of
availability of job security elements attributedtt® demographic variables ( gender, age, educafears of
service, job level and university ).

To verify the validity of this hypothesis, the ( ANVA ) analysis of multible variance was used, ¢abl
(6) clarifies the results.

Table (6)
The effects of demographic variables on job segurit

F

Between groups 0.177
within groups total

Age Between groups
within groups total

Education | Between groups
within groups total

Years of Between groups
service within groups total

Job level Between groups
within groups total

University | Between groups
within groups total

As it can be concluded from the above table thera lack of significant differences in the level of
significance ¢ < 0.05) between the sample answers about job spaldwi¢ to the variables ( gender, age,
education, experiences, job title). However, thevere statistically significant differences at thevdl
significance ¢ < 0.05) between the sample answers with regardoteéaurity due to the variable; university (in
favor of the university Jadara, Jarash, Ajlounrbid university).

9.2.3 Hypothesis 3: There is no statistical significant differenceesfiployees attitudes for the level of
feeling of the work alienation due to the functibramd demographic variables (gender, age, edugation
experience, job level and university).

To verify the validity of this hypothesis, the aysit of the multiple variances (ANOVA) was used,
table (7) clarifies the relevant results.

66



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

Table (7)The effects of demographic variables orkvadienation

Between groups withir
groups total

Age Between groups withir
groups total

Education Between groups withir
groups total

experience Between groups withir
groups total

Job level Between groups withir
groups total

University Between groups withir
groups total

The above table shows lack of significant diffesin the level of significance & 0.05) between the
sample answers with regards to work alienationtdube variables of (gender, age, education).

However, there were statistically significant diffaces at the level of significanoe < 0.05) between
the sample answers about work alienation due todhables of (experience, job level and univejsity

It was observed from the above results of the sdiedil analysis that there is a trend and negative
relationship between the number of years of expedeand job level in the sense of work alienatibe: more
the years of experience, the less the feeling okwatienation and the higher the job level of tmepéoyee the
less the feeling of work alienation.

The results have also revealed that Irbid Natids@versity was the highest among the Universities
with regards to the sense of work alienation.

10. Conclusion
After analyzing the data and testing the hypothabesfollowing major conclusions were reached:

1- There is a moderate level of the feeling of jobusiég as reflecting in the view points of the sampl

2- There is a moderate level of the feeling of woiikrstion reflecting the sample members viewpoints:
first comes pessimism & the last comes powerlessnes

3- There is a statistically significant effect for tjod security elements on the feeling of work aditon

among the staff of private university in JordaneTreater impact of job security on self-estrangéraed the
lowest is on isolation.

4- There is a statistically significant effect for tjod security elements on the pessimistic feelingpag
the staff of private university in Jordan.

5- There is a statistically significant effect for tjub security elements on the feeling of powerlessn
among the staff of private university in Jordan.

6- There is a statistically significant effect for tjud security elements on the feeling of isolatianong
the staff of private university in Jordan.

7- There is a statistically significant effect for tjud security elements on the feeling of meanirgyiess
among the staff of private university in Jordan.

8- There is a statistically significant effect for flod security elements on the feeling of self-agjement
among the staff of private university in Jordan.

9- There is no significant differences between the @ananswers about job security due to the
variables(gender, age, education, experienceditiep

10- There is a significant difference between the sanapiswers with regard to job security according to

the variable university.
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11- There is no significant difference between the @amanswers with regard to work alienation accaydin
to the variables (gender, age, education).
12- There is a significant difference between the damapswers with regard to work alienation according
to the variables (experience, job level, univejsity

11. Recommendations
According to the finding of the study we can givame suggestions that might help managers in thateri
university in Jordan to improve the performance dadrease the feeling of work alienation among eygs.

1. Promote sense of job security of workers by adgpfinlicies that enhance job security .In order to
reduce the feeling of work alienation among workers
2. Conduct studies on the feeling of work alienatiotoag employees and the reasons for this feeling, fo

the importance and effects of work alienation anglerformance of employees.
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