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Abstract 

The present study focuses to find out the role of perceived insider status on 
the effect of leader-member exchange on workplace loneliness. The research 
data were gathered from 200 service and restaurant employees working on 
a private ship operating in cruise tourism. The full census sampling method 
was preferred since all service employees, which constitute the research 
population, could be reached. The data obtained were analyzed using SPSS, 
AMOS and SPSS PROCESS Macro statistical programs. As a result of the 
research, it was found that the leader-member exchange positively affects 
workplace loneliness and negatively affects perceived insider status. The 
other finding is as the insider status perceived by the employees towards 
feeling themselves from within the organization increases, their workplace 
loneliness decreases. Another important result of the research findings is 
that perceived insider status plays a mediating role in the effect of leader-
member exchange on workplace loneliness. The last part of the study 
discusses the theoretical and practical results and presents suggestions for 
future research. 
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1. Introduction 

Tourism has a special position in the world economic system as an important 
driving force of the global economy (Lucia et al., 2021) and in increasing the gross 
income of countries. As a labor-intensive sector, service quality and efficiency are 
important issues in serving people with people (Parasuraman, 2010). In addition 
to some reasons, such as low work-life balance, non-standardization of working 
conditions, intensive working hours, which are common in the tourism sector 
(Kang et al., 2021), various practices such as full-time, part-time work and 
outsourcing in order to meet the labor supply of the sector have been an important 
factor in the inability of sector employees to develop a sense of belonging to their 
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organizations and weakening the psychological bond to the organization they 
work for (Raub, 2018).  

This situation leads to negativities in achieving the desired goals in the sector and 
achieving organizational success (Stamper & Masterson, 2002). In order to 
eliminate undesirable negative consequences, there is a need for leaders who 
recognize the talents of employees and guide them in their development (Kang et 
al., 2021). Managers with leadership qualities can effectively solve existing 
organizational problems by exhibiting behaviors that improve employees' 
belonging to their organizations and their psychological perception as a part of the 
organization (Van Breukelen et al., 2006). In terms of developing a positive effect 
on employees, applying different communication solutions for each employee, 
strengthening the psychological bond in the employee through the implementation 
of intra-organizational incentive and support programs (Ilies et al., 2007), 
achieving the desired market share of the organization, contributing to the 
organizational image, achieving maximum efficiency and productivity from the 
employee can contribute to the formation of a sustainable business life. 

Within this framework, the main purpose of this study is to investigate the effect of 
leader-member exchange on workplace loneliness and to examine whether 
perceived insider status has a mediating role in this relationship. The main 
contribution points of the study can be stated as follows: Since no study addresses 
the research variables on the examined sample, the study's results are expected to 
contribute to the existing literature. In addition, determining the priorities that will 
ensure the differentiation of a variable such as loneliness in the workplace, which 
can directly affect employees' work outcomes, is of great importance in 
determining the measures that can be taken in an organizational sense. In this 
context, the research results are expected to contribute theoretically and 
practically. 

The study is analyzed under three sections. In the first section, the conceptual 
framework reached as a result of the literature review is stated, and the 
hypotheses developed are explained. The second section explains the research 
procedure, sampling, scales used and the analysis process. In the last part, after 
presenting the findings, the research results are discussed, implications and 
limitations are presented, and future research suggestions are emphasized. 

2. Literature Review and Hypotheses Development 

2.1. Leader-Member Exchange (LMX) 

LMX emphasizes that leaders establish closer relationships with a group of 
subordinates and categories of relationships within the organization. In order to 
establish a strong leader-member relationship, both the leader and subordinates 
need to invest in the relationship (Robbins & Judge, 2010). In LMX, the leader 
exhibits some persuasive and motivating behaviors towards the employees instead 
of making them do the existing jobs by using the power arising from their 
authority (Sparrowe et al., 2006). It is important for the members to feel that they 
are actively supported by the leaders in the organization (Sparrowe & Liden, 
2005). In addition to its motivating effect on the member's professional career 
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success, it also constitutes an important factor in developing the level of 
commitment to the organization (Scandura & Schriesheim, 1994). 

LMX is a working relationship based on mutual trust (Johnson et al., 2009), 
respect, and fulfilling obligations between leader and member (Graen & Uhl-Bien, 
1995; Scandura & Graen, 1984). LMX develops and changes over time as it replaces 
the formal rules and status-based relationships established by the organization 
(Schriesheim et al., 2001). In the formation of this change process, the personality 
traits of the leader and the member (Liden et al., 1997), as well as the self-
evaluation of the leader's behavior by comparing it with the group members to 
which the member belongs, play an important role (Henderson et al., 2009).  

2.2. Perceived Insider Status (PIS) 

PIS is the individual's assimilation of the organization, its vision and mission in 
his/her self (Chunping, 2022) and, in other words, signing a psychological 
agreement with the organization (Stamper & Masterson, 2002). This agreement is 
a tacit contract that is not formalized but consists of the perceptions of both parties 
regarding their obligations (Masterson & Stamper, 2003). While the employees, 
one of the parties of this psychological agreement, shapes themselves in line with 
the goals of the organization, the organization aims to create the perception that 
the employee is important to the organization by providing rights, incentives and 
sometimes non-work-related social support to the employee, and to carry out 
activities to make the individual a more effective and efficient employee within the 
organization. The employees work by taking on additional responsibilities related 
to their job or by motivating themselves more (Stamper et al., 2009). Employees 
must integrate the role behavior required by their job with their values and well-
being (Kang et al., 2021). At the same time, it is a priority to create a personal 
space within the organization and to be accepted by colleagues (Pan, 2016). In 
addition, the formation of PIS can also occur through establishing personal 
relationships with other employees in the organization and sharing their thoughts 
(Lapalme et al., 2009). 

Two perspectives contribute to the definition of PIS. Firstly, it is a situation in 
which the employee and his/her colleagues are in mutual communication for a 
purpose higher than their interests. Secondly, based on the definition of PIS, the 
employee needs to socialize, that is, to act in order to ensure the stability of the 
work environment and the continuation of the social order (Miles, 2016). With 
LMX, the leader develops a mutual exchange understanding by establishing correct 
communication with the employees in order to motivate them, while in PIS, there 
is a formation that reflects the unilateral abstract free will of the employee (Dai & 
Chen, 2015; Liu et al., 2014). Employees who have PIS within the organization tend 
to exhibit work behaviors beyond accepting their responsibilities (Xiao et al., 
2021). These employees show increased commitment to their organizations (Liu et 
al., 2022) and positive organizational citizenship and dedication (Rose, 2018). In 
addition, they develop creative ideas about work and suggest new methods to 
increase the production process (Zhang et al., 2022). 
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2.3. Workplace Loneliness (WL) 

WL is the subjective interpretation of the level of satisfaction of the employee's 
psychological needs by the organization and colleagues (Ozcelik & Barsade, 2018). 
WL may be defined as a situation in which an employee feels deprived of social 
relationships and perceives the lack of opportunities to establish social 
relationships as a feeling of loneliness (D'Oliveira & Persico, 2023). This 
perception is an individual situation that can vary from person to person (Wright 
et al., 2006).  

WL can have significant effects on employees of organizations. It is seen that 
loneliness in the workplace, which can be specific to an employee or spread to the 
entire organization in a collective structure (Yang & Wen, 2021), can cause 
cognitive, psychological and physiological disorders in employees (D'Oliveira & 
Persico, 2023). In addition, the extent of organizational support perceived by the 
employee causes atrophy in creativity (Ahsan & ul Haq, 2021), inability to show 
the desired job performance (Sîrbu & Dumbravă, 2019; Peng et al., 2017), and 
decrease in work motivation (Dor-Haim, 2021). WL the employee feels can also 
lead to negativities outside the organization. Loneliness in the workplace can cause 
mental and emotional burnout in the employee, and as a result, it can negatively 
affect the employee's work-family balance (Firoz & Chaudhary, 2021). 

2.4. Development of Hypotheses 

2.4.1. Leader-Member Exchange and Workplace Loneliness 

Establishing a positive interaction between leaders and employees in 
organizations causes employees to develop positive attitudes toward their work 
(Jung et al., 2021). Therefore, when leaders act as an important situational force 
that gives confidence to employees and provides them with emotional support, 
they have the potential to get positive results from their employees' work (Anand 
& Mishra, 2021). When the opposite occurs, it may lead to an increase in the 
perception of WL due to the psychological pressure process caused by the 
relational deficiencies perceived by the employee in the workplace (Wright & 
Silard, 2021). Similar findings stand out when the studies conducted in this context 
are analyzed. For instance, Peng et al. (2017) found that if LMX is high, there is a 
significant decrease in employees' feeling of loneliness. Arslan et al. (2020) found 
that LMX negatively affected WL. Chen et al. (2016) also claimed that there was a 
significant decrease in WL in employees depending on the harmony of the bilateral 
exchange between the leader and the member. Within the framework, it can be 
assumed that there is a negative relationship between LMX and WL, and this 
relation can be hypothesized as follows: 

H1: Leader-member exchange negatively affects workplace loneliness. 

2.4.2. Leader-Member Exchange and Perceived Insider Status 

Organizations expect their employees to be productive, loyal, self-sacrificing 
individuals who have internalized the organization's goals. On the other hand, 
employees expect a material return for their labor due to a process-oriented social 
exchange environment. In addition to material expectations, employees want to 
feel that they are valued and cared for socio-psychologically by their organizations, 
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especially their managers. This perception will be an important factor in the 
development of the psychological bond of the employee to the organization 
(Eisenberger et al., 1990). The quality of interaction between the leader and the 
member constitutes a critical situation for the employee to exhibit the desired role 
behavior for the business (Henderson et al., 2008). In the quality of the exchange 
between the leader and the member, the level of perception of the employee will 
cause the employee to react differently in perceiving himself/herself as an insider 
in the organization. That is to say, the negative behaviors of the leader towards 
subordinates in the work environment may be learned by the employee over time, 
which may cause the PIS of the employee with low leader-member interaction to 
evolve from negative to positive (Liu et al., 2014). Wang et al. (2010) explored that 
the psychological trust of the employees towards their organizations and 
managers increased in the extent of the benevolent leadership style exhibited by 
the managers and that there was a relative increase in innovative working 
behaviors in the workplace. As a result, they identified themselves with the 
workplace by creating a psychological environment. Shah et al. (2022) revealed a 
significant positive effect of leadership effectiveness on PIS. Within these 
explanations, the second hypothesis of the study can be stated as follows:  

H2: Leader-member exchange positively affects perceived insider status. 

2.4.3. Perceived Insider Status and Workplace Loneliness 

A positive organizational culture motivates employees to have a happy and 
positive psychological state. This positive motivation has an important effect on 
the realization of mutual assistance harmony in the workplace and prevents WL 
from occurring in employees (Wang & Liu, 2020). As a social being, deprivation of 
long-term communication in the society in which people live triggers WL of the 
employee. It may cause the perception of not being a part of the group to which 
he/she is attached (Marshal et al., 2007). A good relational climate in the 
workplace can affect the employee's PIS. As a result, a supportive working 
environment can reduce loneliness and psychological pressure perception 
(Bowers et al., 2022). Kanbur & Kanbur (2020) revealed a negative relationship 
between PIS and WL. Wang & Liu (2020) found out that they felt less loneliness in 
the workplace compared to the current organizational culture and their PIS. 
Within the framework of this information, it can be assumed that there is a 
negative relationship between PIS and WL, and it can be hypothesized as follows: 

H3: Perceived insider status negatively affects workplace loneliness. 

2.4.4. The mediating role of Perceived Insider Status 

In the input-process-output equation offered by the organizational environment, 
all employees must have organizational commitment and focus on their work to 
chain to function correctly (Pan, 2016). In this context, the role of PIS, which will 
enable employees to see themselves from within the organization, should be 
considered. Previous studies examined this relationship in empirical studies. For 
instance, Wang et al. (2019) studied 186 employees. They found out that in LMX, 
employees work more efficiently to the extent of their trust in their organizations. 
In addition, they found evidence that employees' seeing themselves as a part of the 
business and creating a psychological space for themselves is effective to the 
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extent of the leadership behavior exhibited by managers. Shen et al. (2017) 
revealed that the leadership behavior exhibited by managers has a mediating effect 
on PIS of the employees in developing creative ideas in their work. In this context, 
the fourth hypothesis of the study was developed as follows: 

H4: Perceived insider status has a mediating role in the effect of leader-member 
exchange on workplace loneliness. 

The research model proposed for the hypotheses formed within the scope of the 
relationships between the variables above is shown in Figure 1 below. 

Figure 1: The Propoesed Research Model 

 

 

3. Research Methodology 

Under this subheading, the study's sample selection and data collection procedure, 
the scales used in the research and the methods used to analyze the data obtained 
are explained. 

3.1. Sample and Research Procedure 

The data of this study, in which the mediating role of perceived insider status in 
the effect of leader-member exchange on workplace loneliness was examined, 
were obtained from 200 employees working on a private ship operating in the 
tourism sector and engaged in international cruise tourism activities. The main 
reason for selecting the employees of a private ship engaged in cruise tourism 
activities as the study area is those cruise tourism employees, who are away from 
their social environment for certain and long periods of the year within the scope 
of working conditions, have a high level of workplace loneliness, which is one of 
the research variables. Variables such as leadership and insider status may reduce 
the attitudes of employees who experience workplace loneliness. Since all 
employees were included in the study, the entire study population was reached 
with the full census sampling method. In order to collect the research data, scales 
were created in Google Forms format that can be filled in an online environment, 
and all cruise ship employees participated in the study through the individual 
contacts of the researchers and the support of the relevant managers. Research 
data were collected between February and April 2023 within three months. All 
answered questionnaire forms were included in the analysis since they were filled 
out in a proper structure. The statistics describing the demographic structures of 
the employees presented below.  
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Table 1: Demographic Characteristics of Participants (N=200) 

Gender % Education Level % 
Marital         
Status 

% 

Female 50.5 Voc. School 32.0 Married 53.0 
Male 49.5 College  68.0 Single 47.0 

Age % 
Professional 
Experience 

% 
Experience in the 

Current 
Workplace 

% 

25 and 
below 

11.0 < 1 year 5.5 < 1 year 16.0 

26 - 35 41.0 1-5 years 30.5 1-5 years 30.0 
  36 - 45 27.5 6-10 years 42.0 6-10 years 36.5 
46 - 55 15.0 11-15 years 14.0 11-15 years 13.5 
56 and 
above 

5.5 > 16 years 8.0 > 16 years 4.0 

According to the findings in Table 1, it was found out that most of them are 
between 26-35 years old (41%) and college graduates (68%). There is a relatively 
balanced situation in terms of gender and marital status. In this context, 50.5% of 
the participants were female, and 53% were married. When the findings were 
evaluated regarding professional experience, it was found that 42% of the 
participants had a professional experience between 6-10 years, while 30% had a 
relatively balanced distribution between 1-5 years and 36.5% between 6-10 years. 

3.2. Scales 

The data required to realize the aim of the study were collected by questionnaire 
method. The questionnaire method is considered an effective data collection 
method, especially when researchers know exactly what is required and how to 
measure the variables of interest (Sekaran & Bougie, 2009). The scale formed in 
this context consists of four parts. The scales used in the other three sections to 
measure the research variables are explained below. 

The leader-member exchange scale: LMX scale used by Liden & Maslyn (1998) in 
their study, consisting of 12 questions, was used to measure the participants' 
evaluations of LMX.  

Perceived insider status scale: PIS scale developed by Stamper and Masterson 
(2002), consisting of 10 questions, was used to determine PIS of the participants in 
the study.  

Workplace loneliness scale: The UCLA Loneliness Scale, developed by Allen and 
Oshagan (1995) and consisting of 7 questions, was used to measure the 
participants' evaluations of WL. The questions for the variable in question 
represent a single dimension of loneliness.  

3.3. Data Analysis Method 

The obtained data were analyzed by SPSS, AMOS and SPSS PROCESS Macro 
statistical programs. SPSS PROCESS Macro was used to test the hypotheses 
developed for the research within the scope of the modern approach proposed by 
Gürbüz and Bayık (2018) to provide more reliable results. 
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4. Findings 

4.1. Factor and Reliability Analysis 

Firstly, factor analysis was performed to analyze the data obtained. Factor analysis 
is used to determine the dimensions that explain the variables (Sipahi et al., 2008). 
In this context, the results obtained from the explanatory factor analysis are shown 
in Tables 2, 3 and 4 below. 

Tablo 2: Results of Explanatory Factor Analysis and Reliability Analysis Applied for LMX 
Scale 

Leader-Member Exchange Scale 

 Items 
Factor 

Loadings 
Extraction Sums of 

Squared L. (%) 
Cronbach’s 

Alpha 

Leader-Member 
Exchange 

(LMX) 

LMX3 0,864 

67,131 0,955 

LMX2 0,862 
LMX10 0,843 
LMX1 0,840 
LMX5 0,833 
LMX4 0,832 
LMX9 0,814 

LMX11 0,811 
LMX7 0,809 
LMX6 0,801 
LM8 0,762 

LMX12 0,753 
KMO 

Bartlett Test 
sig. 

,933 
2153,870 

,000 
 

Tablo 3: Results of Explanatory Factor Analysis and Reliability Analysis Applied for PIS 
Scale 

Perceived Insider Status Scale 

 Items 
Factor 

Loadings 
Extraction Sums of 

Squared L. (%) 
Cronbach’s 

Alpha 

Perceived Insider 
Status 
(PIS) 

PIS6 0,902 

57,721 0,707 

PIS9 0,880 
PIS10 0,853 
PIS7 0,815 
PIS3 0,811 
PIS1 0,593 
PIS2 0,589 
PIS5 0,532 

KMO 
Bartlett Test 

sig. 

,849 
1300,218 

,000 
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Tablo 4: Results of Explanatory Factor Analysis and Reliability Analysis Applied for WL 
Scale 

Workplace Loneliness Scale 

 Items 
Factor 

Loadings 
Extraction Sums of 

Squared L. (%) 
Cronbach’s 

Alpha 

 
 

Workplace 
Loneliness 

(WL) 

WL1 0,851 

 
 
 

60,927 

 
 
 

0,891 

WL2 0,838 
WL7 0,822 
WL3 0,814 
WL5 0,794 
WL6 0,721 
WL4 0,593 
WL1 0,851 

KMO 
Bartlett Test  

sig. 

,862 
803,702 

,000 

When Tables 2, 3 and 4 were analyzed, it was found that all scales were gathered in 
a single dimension by preserving their original structure. The KMO value of LMX 
scale was 0.933 (p<0.005; 67.131%); the KMO value of PIS scale was 0.849 
(p<0.005; 57.721%), and the KMO value of WL scale was 0.862 (p<0.005; 
60.927%). As a result of KMO values above 0.80, it was determined that the related 
scales were at an excellent level of suitability for factor analysis (Sipahi et al., 
2008). Only questions 4 and 8 of PIS scale were excluded from the analysis as their 
factor loadings were below 0.50. In addition, the data obtained from the factor 
analysis were also examined regarding anti-image values, and it was determined 
that all findings were suitable for factor analysis. 

On the other hand, the reliability analysis results of the scales used in the study 
were also reviewed. According to the results found out, the reliability of LMX scale 
was 0.955, the reliability of the PIS scale was 0.707, and the reliability of WL scale 
was 0.891. As a result of the reliability values obtained for the scales being above 
0.70 (Nunnally & Bernstein, 1994), the generally accepted minimum limit in the 
literature, it was determined that all scales used were reliable. 

Table 5: Fit Values for the Scales 
Scale X2 / df GFI CFI NFI RMSEA 

Leader-member exchange  2,478 0,916 0,968 0,947 0,085 
Perceived insider status 2,455 0,957 0,983 0,972 0,086 

Workplace loneliness 1,775 0,972 0,988 0,974 0,062 

In order to determine the compatibility of the factor structures obtained after the 
exploratory factor analysis with the measurement model, confirmatory factor 
analysis was performed with the help of AMOS. In order to ensure that the values 
obtained as a result of the analysis were within acceptable limits, the 
recommended modifications were made and generally accepted fit values in the 
literature were reached. Table 5 above presents the fit values obtained as a result 
of confirmatory factor analysis for the relevant scales and the fit values accepted in 
the literature. 
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4.2. Correlation Analysis 

Correlation analysis was performed to test whether the relationships between the 
scales used in the research are significant. Correlation analysis is an analysis to 
monitor the mutual effects of variables on each other (Sekaran & Bougie, 2009). In 
this context, the averages, standard deviation values and correlations of the 
research variables are presented in Table 6 below. 

Table 6: Means, Standard Deviations and Correlation Values of Variables 
Variables 1 2 3 s.d. Mean 

1. Leader-Member Exchange - ,172* -,435** 0,646 3,64 
2. Perceived Insider Status  - -,042* 0,532 2,85 

3. Workplace Loneliness   - 0,575 2,29 

 

4.3. Testing of Hypotheses 

4.3.1. The effect of Leader-Member Exchange on Workplace Loneliness 

The study's first hypothesis was that "Leader-member exchange negatively affects 
workplace loneliness". The results of the analyses conducted to test this hypothesis 
are declared in Table 7. 

Table 7: The Effect of Leader-Member Exchange on Workplace Loneliness 

 
Workplace Loneliness 

 β s.e. 

Leader-Member Exchange  
 - 0,227 0,086 

R2 = 0,033 
F = 6,922; p = 0,009<0,05** 

** p< 0,05 

The findings in Table 7 revealed that LMX negatively and significantly affects WL 
(β= -,227; p<0,05). As LMX between employees and their superiors increases, their 
WL decreases. Drawing from these findings, H1 is supported. 

4.3.2. The effect of Leader-Member Exchange on Perceived Insider Status 

The study's second hypothesis was that "Leader-member exchange positively 
affects perceived insider status". Table 8 exhibits the results of the analyses to test 
this hypothesis. 

Table 8: The Effect of Leader-Member Exchange on Perceived Insider Status 

 
Perceived Insider Status 

 β s.e. 

Leader-Member Exchange  
 0,141 0,057 

R2 = 0,029 
F = 6,029; p = 0,014<0,05** 

** p< 0,05 

According to the findings in Table 8, LMX has a positive and significant effect on 
PIS (β=,141; p < 0.05). As LMX between the employees and superiors increases, 
their PIS increases. Based on these findings, H2 was supported. 



Journal of Current Researches on Social Sciences, 2023, 13 (3), 559-578.  569 

4.3.3. The effect of Perceived Insider Status on Workplace Loneliness 

The third hypothesis of the study was that "Perceived insider status negatively 
affects workplace loneliness". The results of the analyses carried out to test this 
hypothesis are presented in Table 9. 

Table 9. The Effect of Perceived Insider Status on Workplace Loneliness 

 
Workplace Loneliness 

 β s.e. 

Perceived Insider Status  
 - 0,046 0,077 

R2 = 0,042 
F = 6,390; p = 0,000<0,05** 

The results in Table 9 exhibited that PIS negatively and significantly affects WL (β= 
-,046; p<0,05). As the employees' PIS increases, their WL decreases. Drawing from 
these findings, H3 is supported. 

4.3.4. The Mediating Role of Perceived Insider Status 

The fourth hypothesis of the study was established as "Perceived insider status has 
a mediating role in the effect of leader-member exchange on workplace 
loneliness". The mediation test results are shown in Table 10. 

Table 10. The Mediating Role of Perceived Insider Status in the Effect of Leader-Member 
Exchange on Workplace Loneliness 

LMX 
                                WL 

 
Effect 

 
BootSE 

 
t 

 
Sig. 

BootCI 
LLCI ULCI 

Total Effect -,2278 ,0866 -2,6311 0,009** -,3986 -,0571 
Direct Effect -,3592 ,0693 -5,1841 0,000** -,4958 -,2225 

LMX 
PIS 

                                     WL 
Effect BootSE 

BootCI 
 

Mediation Effect LLCI ULCI 

Indirect Effect ,131 ,0744 ,0011 ,2955 
Yes 

Tot. Std. Ind. Effc. ,106 ,0572 ,0009 ,2268 

Sobel Test 
Z Score Sig. 

2,720 0,006** 
LMX= Leader-Member Exchange; WL= Workplace Loneliness; PIS= Perceived Insider Status; LLCI= 
%95 lower level of confidence interval; ULCI= %95 upper level of confidence interval; ** p< 0,05 

The bootstrap method developed by Hayes (2017) was applied for the mediation 
effect between the dependent variable and the independent variable. It was 
observed that the indirect effect between the variables should not contain a value 
of 0 (zero) in the 95% confidence interval (CI) in order to mention the mediation 
effect (Gürbüz, 2019). Based on this information, according to the findings in Table 
10, it was determined that there was a mediating effect of PIS on the effect of LMX 
on WL (β=,131; CI [BootLLCI= ,0011; BootULCI= ,2955]). As can be seen, both 
confidence intervals were determined as positive and therefore did not contain the 
value 0 (zero). These findings reveal the mediating role of PIS in the effect of LMX 
on WL. On the other hand, the fact that the z score (z= 2,720) obtained as a result 
of the Sobel test is greater than 1,96 and significant (p< 0,05) supports the 
findings. Based on the findings, the fourth hypothesis of the study, H4 was 
supported. 
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Figure 2: The Mediating Role of Perceived Insider Status 

 

 

 

 

 

 

According to the findings in Figure 2, PIS has a mediating role in the effect of LMX 
on WL. 

5. Discussion and Conclusion 

This study investigated whether the interaction of leaders with their employees in 
their team affects the employees' feelings of WL. In particular, it has been 
investigated that PIS, which refers to employees' perceptions of feeling themselves 
within the organization they work for, plays a mediating role in the effect of LMX 
on WL. 

Overall, the evidence obtained from the analysis conducted on the data collected 
from employees working in cruise tourism using the study model supported all the 
proposed hypotheses. Results declared that, as expected, LMX significantly and 
negatively affected WL. This result supported previous studies in this field (Lam & 
Lau, 2012; Peng et al., 2017; Cindiloglu et al., 2017; Arslan et al., 2020; Chen et al., 
2016). The main conclusion that can be drawn from this finding is that leaders 
have significant effects on employees' loneliness. Secondly, the effect of LMX on PIS 
was investigated. LMX positively and significantly affected employees' PIS. These 
results align with the previous studies (Wang et al., 2010; Chen et al., 2007; Chen & 
Aryee, 2007). This finding provides evidence that leaders' interaction with their 
subordinates affects employees' feeling of being an insider of the organization. 
Finally, within the scope of direct effect analyses, the effect of employees' PIS on 
their feeling of loneliness in the workplace was examined. As expected, a negative 
and significant effect was found. This result is consistent with the research in the 
available literature (Kanbur & Kanbur, 2020; Wang & Liu, 2020). The conclusion 
drawn from this result is that employees' PIS decreased their feeling of WL. 

Within the scope of indirect effect analysis, the main purpose of the research was 
analyzed. Accordingly, the mediating role of PIS in the effect of LMX on WL was 
found. A possible explanation for this result may be the effect of the interaction 
between the employees and their leaders on their experience feeling of WL gains 
more importance in the presence of the PIS. The effect of leaders on employees 
experiencing WL is strengthened by the employees' feelings within the 
organization. Therefore, it has been revealed that LMX affects employees' WL, and 
the insider status perceived by employees plays a mediating role in this effect.  

This study, like the other studies, has some implications. Firstly, leaders' influence 
on employees' attitudes should be underlined. Today, leaders communicate closely 
and interact with their employees much more than in past business conditions. It is 
important to bring appropriate people to leadership positions within the scope of 
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correct and effective execution of human resources processes. It is also important 
for existing leaders to receive training on LMX and its effects on employees. 
Therefore, today's organizations should focus on the leader selection process and 
training planning. Secondly, when the subject is considered in terms of the tourism 
sector, the importance of recruiting employees aware of cruise ships' working 
conditions emerges. Within the service sector, especially cruise tourism, 
employees are deprived of some advantages of working on land due to the limited 
social life and working at sea for a long time. These employees should be expected 
to be motivated by their leaders and to show that they are with them. At this point, 
the importance of LMX emerges. 

On the other hand, this study has some limitations. First, since the study was 
conducted in a single organization operating in cruise tourism, it is impossible to 
generalize the results. Therefore, it may be recommended to include more cruise 
tourism employees in future studies. Secondly, another limitation of the study is 
that the study was conducted only in a sub-sector of the tourism sector. It can be 
considered to conduct studies in different tourism sub-sectors, such as hotel 
management and travel agencies. In addition, since only the effect of the leader on 
the loneliness of lower-level employees was investigated based on the selection of 
the study sample, it was ignored whether those who work in higher managerial 
positions experience loneliness in the workplace. In future research, the loneliness 
status of those working in higher managerial positions can be analyzed. Finally, 
future research may focus on studies that can be compared in a cultural context. 
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