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The main purpose of this research is to analyse the effect of the loneliness status of principals' working 
at the schools in Aydin, Turkey to their individual performance. The partcipants included 286 principals, 
working in Aydin city center, district or villages. “Loneliness at Work Scale” (LAWS) and “Employee 
Performance Scale” (EPS) were used as data collection tools. According to the findings, principals' 
performance level is high; the principals suffer from loneliness in the medium level when the social 
relationship dimension of Loneliness at Workplace Scale is considered and in the low level when the 
emotional deprivation dimension and the total scores received from the scale are considered. 
According to the hierarchical regression analysis, it was observed that “total working years as principal 
at current institution, the socio-economic status of the school, the manner of placement as principal 
and the total working years as principal” predict the performance scores significantly. As a result it can 
be stated that rather than the personal characteristics as age, gender, length of service, it should be 
highly considered that organizational factors and environmental factors (socio-economic status, 
cultural patterns etc.) are more important. 
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INTRODUCTION 
 
Loneliness rises as a result of deepening social, cultural 
and financial depression among industrial societies after 
18th century. Although it is a concept within the psycho-
logists' area of expertise, studies on loneliness started as 
late as after the 1950s. Until e th1970s, any significant 
research had not been conducted on this issue. In 1973 
R. Weiss published a substantial book on emotional and 
social isolation. That book stimulated the development of 
psychometric scales used for measuring the individual 
differences within the scope of loneliness (Wright, 2005). 
There has been conducted several research on loneli-

ness in general so far. But studies on loneliness in the 
workplace are rather rare and recent. 

While describing loneliness, it should primarily be 
avoided to confuse the concept with aloneness, isolation, 
lack of social support and alienation. These concepts 
mostly reflect the objective properties of social environ-
ment. However, loneliness is based on the perceptions of 
individuals. Loneliness is generally confused with lack of 
social support. 

Besides, it is generally accepted that the lack of social 
support connotates the lack  of  others'  support  and  the  
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decrease in resources. In fact, loneliness is rather 
subjective and it is the individual's perception of social 
lackness (Peplau and Perlman, 1982; Wright, 2005). 
Joshi and Perlman (1989) state that loneliness is a 
socially prevalent phenomena that has been described as 
very painful, distressing and disturbing. Morever Hawkley 
et al. (2010) state that loneliness is a serious problem 
that is related to some physiological and health problems. 
The opposite of loneliness are belonging and social 
integration (Dykstra et al., 2006). According to Krause-
Parello (2008), loneliness is a suffering, unpleasant and 
stressful experience. 

Wright et al. (2006) describe loneliness at work as the 
sadness tht arises from the perception of the absence of 
qualitative interpersonal relationships. In this sense, the 
level of difference and contradiction between desired and 
actual relations exhibit the level of loneliness at 
workplace. Wright states that although loneliness gene-
rally has been researched widely, loneliness at work has 
not been much analyzed; he consequently developed a 
multifactoral scale inteded to measure loneliness and this 
scale shows low correlation with other loneliness scales 
in general. 

It is highly essential to understand the effects of 
loneliness at work for various reasons. Primarily, in the 
absence of sufficient social relations, the possibilty for 
employees to perceive lower social support in the 
organisation is higher. Secondly, as a result of poor social 
relations between organisational employees, it is possible 
for them to feel not belonging and being recognized less. 
Furthermore, it is expected to observe a decrease in their 
organizational commitment and an increase in their 
intention to leave. Lastly, without sufficient interchange of 
resources between coworkers, it is lessly possible to 
observe the lonely individual fulfilling his duties effectively 
(Lam and Lau, 2012). For Krause-Parello (2008), as 
loneliness is a suffering, unpleasant and stressful expe-
rience, it may cause obstacle tot social improvement, 
affecting physical and emotional health negatively.  

Lam and Lau (2012) indicate that loneliness in the 
workplace relates negatively to organizational citizenship 
behavior and individual performance. As loneliness 
increases, the behaviour of organizational citizenship 
commitment and performance decrease. Furthermore, 
lonely individuals experience emotional difficulties caused 
by unsatisfactory social relations.  

As a result of their research, Campbell et al. (2006) 
found that 9 of 12 principals feel sometimes lonely in their 
position during the early years in particular, but that 
feeling dissolves on time. The lack of coworkers' support 
and making all the decisions by oneself isolate the 
principal. As they hold a larger administrator level, high-
school principals suffer from loneliness less than primary 
school principals. Accordingly, Wright (2012) indicates that 
the experienced loneliness in institutions may be 
correlated with isolating the individual regarding respon-
sibility and especially decision-making about others.  

Iecovich (2013) states in her research that  participants' 

 
 
 
 
loneliness was in the medium level. It may be indicated 
that the individuals who are weak in terms of social skills 
and communication may suffer from loneliness. Yilmaz 
(2008) found positive correlation between school 
principals’ loneliness level and the compliance levels of 
organizational commitment; negative correlation between 
life satisfaction and the compliance levels of organi-
zational commitment 

The low level of loneliness at work may make an 
important contribution to increase individual performance. 
Within this framework, performance is the amount gene-
rated towards effort and the cost spent (Oz and Seyyar, 
2007). In general, performance identifies the amount 
gained as a result of an aimed and planned activity quali-
tatively and quantitatively. Organizational performance is 
an indicator showing to what extent an organization 
comes close to its aims and its efficiency and effective-
ness towards achieving the aims of organization can be 
evaluated (Ozutku, 2010). In this sense, performance is 
the quality, effectiveness and efficiency of working 
individually or as a group. The existing study examines 
the performance only by the level of individual 
performance at work. 

Individual performance is the effectiveness of a per-
sonnel while performing his/her tasks and responsibilities 
(Aldemir et al., 2004). The evaluation of individual 
performance may be used as a criteria while determining 
which employees are more successful according to the 
hiring techniques and which employees need training; 
while determining the promotion, pricing, dismissal, 
rewarding, change of workplace and motivation. Further-
more, detecting the individual performance explicitly may 
play an assisting role while specifying the personnel 
policy (Yüksel, 2000; Tortop et al., 2013; DeNisi and 
Pritchard, 2006; Yatkin, 2009;  Erturk, 2011). 

It is stated that there exists a significant negative 
correlation between stress and performance (LePine et 
al., 2005; Taris, 2006; Chang et al., 2007). Rhoades and 
Eisenberger (2002) claim that perceived organizational 
support increases performance. Kirkman and Rosen 
(1999), Spreitzer (1995) and Ozçelik and Barsade (2011)  
determined that empowerment is an important predictor 
of individual and team performance; Kirkman and Rosen 
(1999) determined that there is a partial correlation 
between team empowerment and leadership and team 
performance; Jeanmarie (2008), Koç et al. (2009) 
determined a positive correlation between job satisfaction 
and performance. Koopmans et al. (2011) state four 
dimensions of individual work performance as: task per-
formance, contextual performance, adaptive performance 
and counterproductive work performance. 

As for Celik and Cıra (2013), the positive and 
significant predictor of performance is organizational 
citizenship behaviour. For Tutar and Altınoz (2010) it is 
organizational climate. Petegem et al. (2010) stated that 
although school performance feedback is an important 
tool for school improvement, school principals do not use 
them systematically; this  may  be  partially  explained  by  



 
 
 
 
the lack of ability, time and support. Ayiro (2009) found a 
positive strong correlation between total emotional 
ıntelligence (EI) points and performance values. Further, 
emotional intelligence levels predict 13.7% of 
performance. 

A study considering loneliness as the predictor of 
performance has been encountered in literature. For this 
reason, this study may make a significant contribution to 
literature. 

The main purpose of this research is to analyse the 
effect of the loneliness level of principals working at the 
schools in Aydin, Turkey oo their individual performance. 
Within this framework, the answers to following questions 
are looked for:  
 
a. What is the principals' loneliness and individual 
performance level at work? 
b. Does the loneliness level of the principals at work 
(dimensions of emotional deprivation and social com-
panionship) predict their individual performances with the 
dimensions of total working years at current institution, 
the socio-economic level of the school, the manner of 
placement and the total working years? 
 
 
METHOD 
 
Participants 
 
The population of the research is composed of 410 principals. 
Therefore, as the population of the research were reached, there 
was no need for sampling (Gay and Airasian, 2000; Burke and 
Christensen, 2004; Cohen et al., 2007).  

Of all the participant principals, 158 (55.2%) were from a primary 
school, 88 (30.8%) were from secondary schools, 11 (3.8%) were 
from district directors of national education,  11 (3.8%) of them were 
district deputy principals of national education and 18 participants 
(6.3%) were at other positions. Of all the participants, 96 (33.6%) 
principals were in social branch and 188 of them (66.2%) were in 
quantitative branch. The average age of the participants is 46 years 
and 5 months; the avarage of years spent as principal is 13 years 
and 6 moths; their total length of service is 23 years and 3 months; 
the length of being principal in current institution is 3 years and 8 
months on average. 
 
 
Data collection tools 
 
In this research, the “Loneliness at Work Scale” (LAWS) which was 
developed by Wright et al. (2006) for measuring loneliness at work; 
and the “Employee Performance Scale” (EPS) consisting of 8 items 
to measure the individual performance of employee which was 
firstly used by Kirkman and Rosen (1999) and later by Pierson and 
Sigler (2000) were used. EPS scale was adapted to Turkish by Çol 
(2008), consisting of 4 items.  
 
 
Loneliness at Work Scale (LAWS) 
 
The “Loneliness at Work Scale” is a Likert-type measurement tool 
consisting of 16 items in total. The orginal form of LAWS is a 7-point 
Likert type, but for the adaptation to Turkish, 7-point grading is not 
significant. Consequently, for similar researches in Turkish, 5-point 
Likert type  scales  are  mostly  used  (Ozgüven,  1994;  Şeker  and  
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Gençdoğan, 2006; Erkuş, 2012).  In  this  research,  the  scale  was 
graded as strongly disagree (1 point), disagree (2), agree at mid 
level (3), agree (4), strongly agree (5). Three different total points 
are received through this scale. The total score received varies from 
16 to 107 and high level of scores indicate the increasing level of 
loneliness at work. The original scale is composed of 2 dimensions; 
emotional deprivation and social companionship. The sub-
dimension of emotional deprivation measures the quality of 
employee's relation with collegues at work; comprising the items 
like 'exclusion', 'friendship' and 'feeling of disconnection'. This sub-
dimension can be described as the perception of the emotional 
quality of relations at workplace. Social Companionship sub-
dimension is about the quantity of the relations at work; comprising 
the items like 'Participation to activities' and 'sharing the problems'. 
This sub-dimension could also be described as the perception of 
the emotional quantitiy of relations at workplace. The correlation 
between these two sub-divisions was determined as 0.63. The 5th, 
6th, 10th, 11th, 12th, 14th, 15th, 16th items of LAWS were coded 
reversely.  

The validity and reliability studies for the original form was 
conducted by Wright et al. (2006). According to explanatory factor 
analysis (EFA); the items between 1 and 9 constitute 'emotional 
deprivation'; between 10 and 16 'social companionship' factor. The 
confirmatory factor analysis (CFA) was applied on a new sample of 
363 employees. Within CFA, the fit index of the scale's two-
dimension structure was examined and the chi-square value 
(χ2=300.4, p< .001) was determined as significant. The fit index 
values were found as RMSEA=.09, GFI=. 87, AGFI=.83, CFI=.93, 
CI=.08-.10, BIC=582.99.  

LAWS was adapted to Turkish by Doğan et al. (2009). In this 
research, the reliability of LAWS was examined by internal consis-
tency and test-retest methods. The Cronbach α coefficient that was 
gained from the sample was .91 for the scale in total,  .87 for 
emotional deprivation sub-dimension and .83 for social relationship 
sub-dimension. The results about item total correlation vary 
between .47 and .76 for emotional deprivation, and between .49 
and .67 for social companionship. The factor loads of the emotional 
deprivation sub-dimension emerging as a result of EFA vary from 
.39 to .83 and this sub-dimension explains the 27.51% of the total 
variation. The factor loads of social companionship vary from .54 to 
.79 and this sub-dimension explains the 23.88 % of the total 
variation. Coefficient of correlation between sub-dimensions was 
found as .68. 

The model fit index of LAWS acquired from CFA was analysed 
and the minimum chi-square value (χ2=182.56, s=436, p= .00) was 
found significant. The fit index values were found as RMSEA=.047, 
NFI=.98, CFI=.99, IFI=.99, RFI=.97, GFI=.95 and AGFI=.93. These 
fit index values indicate that the modal is coherent.  The factor 
loads of the model vary from .45 to .85 regarding the emotional 
deprivation sub-dimension and from .49 to .90 regarding the social 
companionship. The correlation between factors was .79 (Doğan et 
al., 2009).  

In the current research, as the sample group consists of only the 
school and institution principals from the field of education, the 
validity and reliability analysis for LAWS were repeated. In order to 
determine the factor structure of LAWS, EFA was applied. For the 
factor loads, the values over .30 was found adequate. In order to 
assess the appropriateness of the sample to the factor analysi, 
Kaiser–Meyer-Olkin (KMO) measure of sampling adequacy and 
Barlett test of sphericity were applied. Kaiser-Meyer-Olkin (KMO) 
coefficient of sampling adequacy was found as .85 and χ2 value of 
Barlett Sphericity test was found as 1373.762 (p< .05). These 
results indicate that the data are adequate for factor analysis. As a 
result of Principal Components Analysis and Varimax rotation with 
EFA, a two-factor structure was obtained which has an eigenvalue 
above 1 and explains the 44.1% of total variance; and does not 
take part in the factors of the scale's original form. In consequence, 
it was decided to apply CFA. 
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The fit index of the model obtianed from CFA was examined and  
the minimum chi-square value (χ2=226.903, CMIN/DF: 2.315, 
p=.000) was found significant. The fit index values were found as 
RMSEA=.068, NFI=.83, CFI=.90, IFI=.90, RFI=.80, GFI=.91 ve 
AGFI=.88. These fit index values indicate that the modal is 
coherent. The factor loadings vary from .24 to .67 regarding the 
emotional deprivation factor and from .35 to .82 regarding the social 
companionship factor. The correlation between factors was found 
as .53. 

The internal consistency which is the reliability indicator of LAWS 
was calculated by  Cronbach Alpha and it was found as .84 for the 
scale in total, .70 for the factor of emotional deprivation and .82 for 
the factor of social companionship. 
 
 
Employees’ Performance Scale (EPS) 
 
For measuring the individual performance of employee, the 
Employee Performance Scale, consisting of 4 items and unidimen-
sional, which was used firstly by Kirkman and Rosen (1999) and 
later by Sigler and Pierson (2000) was used in current research. In 
this research, EPS was graded as strongly disagree (1 point), 
disagree (2), agree at mid level (3), agree (4), strongly agree (5). 
The minimum point to be received from EPS is 1 and the maximum 
is 5. It was determined that EPS was adapted to Turkish by Çol 
(2008) and by Gürbüz et al. (2010) separately. Çol (2008) found its 
reliability as .82, while Erkuş et al. 2010) found it as .89.  

In this research, the result of Keiser- Meyer- Olkin analysis was 
.74 and Barlett test was found significant (p= .000). Coefficient of 
correlation was 0.81. The factor loads of   EPS   as a result of EFA 
vary from .867 to .746 and it explains the 64.13 % of the total 
variation. 
 
 
Personal Information Form 
 
The Personal Information Form was prepared by the researcher in 
order to determine the age, gender, educational status, branch, 
length of service, length of principality service of the participants, 
level and the socio-cultural status of the school to be worked as a 
principle. 
 
 
Data collection process 
 
Data collection tools were applied to the participants as in two 
groups on a volunteer basis in the morning and in the afternoon at 
the place where they receive their in-service training. After giving 
information to the participants about the aim of the research, the 
process was applied. The participants were answered and informed 
through their questions. No ID information was required. The 
application process of EPS and LAWS took about 10 to 15 min.  
 
 
Data analysis 
 
Within the scope of research, in order to identify the loneliness at 
work and the level of principals' performance, average and standard 
deviation were determined. When interpreting the averages, for 
determining the performance/loneliness level, the scores in the 
lowest one-third of the distribution (1-2.33) were considered as low; 
those in the middle one-third of the distribution (2.34-3.66) were 
considered as middle and those at the top one-third of the 
distribution were considered as high. Hierarchical regression 
analysis was used in the analysis of the correlation between 
variables. The significance level in analyses was accepted as .05. 
These analyses were realized by means of IBM SPSS Statistics 
Version 18 (2009) and IBM SPSS Amos 21. 

 
 
 
 
RESULTS 
 
The first phase of statistical studies conducted as part of 
this research was examining the descriptive statistics of 
dependant and independant variables. Within this scope; 
the average scores and standard deviation values of 
variables like performance, social companionship, 
emotional deprivation were determined. Furthermore, the 
internal consistency coefficient of these variables were 
estimated and reported. As the primary sub-purpose of 
the researcher, the descriptive statistical findings of 
individual performance of principals in their workplace -
institutions- and the level of their loneliness were stated 
(Table 1). 

Principals' performance level (X=4.32 ss.=.55) is high. 
The principals suffer from loneliness in the medium level 
(X=2.54, ss.=1.20) considering the social relationship 
dimension of Loneliness at Workplace Scale, in the low 
level considering the emotional deprivation dimension 
(X=1.95, ss.=.61)  and the total scores (X=2.13 ss.=.76) 
received from the scale. 

As the secondary sub-purpose of the research, the 
findings of hierarchical regression analysis considering 
the question of “Together with the parameters of total 
working years as principal at current institution, the socio-
economic status of the school, the manner of placement 
as principal and the total working years as principal; does 
the level of loneliness at work (sub-dimensions of 
emotional deprivation and social companionship) predict 
positively the individual performance of principals?” were 
stated in Table 2. In the first phase, total working years as 
principal at current institution, the socio-economic status 
of the school, the manner of placement as principal and 
the total working years as principal; in the second phase 
the sub-dimensions of loneliness at work, emotional 
deprivation and social companionship were counted into 
the model. The results are shown in Table 2. 

In accordance with the secondary purpose of the re-
search, the hierarchical regression analysis was applied 
concerning the prediction of principals’ performance by 
the level of loneliness at work (dimensions of emotional 
deprivation and social companionship), total working 
years as principal at current institution, the socio-
economic status of the school, the manner of placement 
as principal and the total working years as principal. In 
the first phase, total working years as principal at current 
institution, the socio-economic status of the school, the 
manner of placement as principal and the total working 
years as principal; in the second phase the dimensions of 
emotional deprivation and social relationship were 
counted into the model (Table 2). 

As stated in Table 2, in the first regression model total 
working years as principal at current institution, the socio-
economic status of the school, the manner of placement 
as principal and the total working years as principal 
predict the performance scores significantly (R²= .042, 
F(4,270)=2.99, p<.05). The contribution of these four varia-
bles to the total variance is 4%. The results obtained from  
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Table 1. The individual performance and loneliness level of principals in the 
workplace. 
 

Variables Minimum Maximum SS Level 

Performance 3.00 5.00 4.32 .55146 High 

Social Companionship 1.00 5.00 2.54 1.20033 Medium 

Total Loneliness 1.00 3.88 2.13 .75651 Low 

Emotional Deprivation 1.00 4.44 1.95 .61400 Low 
 

n=286. 
 
 
 

Table 2. Hierarchical Regression Analysis: The prediction of total working years as principal at current institution, the socio-economic 
status of the school, the manner of placement as principal and the total working years as principal towards their performance. 
 

  Model 1  Model 2 

Variables b SEb β b SEb β 

Total working years as a principal in the current institution .009 .007 .080 .013 .006 .114* 
Socio-economic situation of the school -.189 .072 -.159* -.140 .067 -.118* 
The manner of placement as principal -.052 .074 -.047 -.069 .068 -.062 
Total working years as principal .003 .005 .040 .003 .005 .040 
Emotional Deprivation    -.181 .061 -.200** 
Social Companionship    -.113 .031 -.243*** 
R²  .042   .193  
R² ∆ for model  .042   .151  
F for R² ∆  2.990*   25.064***  

 

School Socio-Economic Status: 0=low, 1=High;  The manner of placement as a principal: 0=Examination, 1=Without Examination ***p<.001, ** p < 
.01, * p < .05. 

 
 
 
the analysis indicate that; in the first control set, total 
working years as principal in the current institution (β=-
.080, t(274)=1.331, p>.05),  the manner of placement as 
principal (β=-.047, t(274)=.709, p>.05) and total working 
years as principal (β=-.040, t(274)=.597, p>.05) has no 
significant relation with performance. Accordingly,  
working years as principal at current institution, the 
manner of placement as principal and total working years 
as principal does not cause any change in their 
performance. However, the socio-economic status of 
school (β= -.159, t(274)=-2.626, p<.001%, 95 CI -.33 
between -.05) has negative significant correlation with 
performance. Accordingly, it can be stated that if the 
socio-economic status of school is high, the individual 
performance of the principal is low; if the socio-economic 
status of school is low, the individual performance of the 
principal is high. 

In the second regression model, it was observed that 
“total working years as principal at current institution, the 
socio-economic status of the school, the manner of 
placement as principal and the total working years as 
principal” predict the performance scores significantly 
(R²=.193, F(2,268)=25.064, p<.05, Durbin-Watson= 2.039). 
Accordingly,  the total working years as principal at 
current institution (β= .114, t(274)= 2.049, p>.05 %95 CI 
.01 between .03), the socio-economic status of school 

(β= -118, t(274)= 2.094, p>.05 %95 CI -.27 between .01), 
the emotional deprivation (β= -.20, t(274)= 2.965, p>.05 
%95 CI -.30 between -.06) and the social companionship 
(β= -.24, t(274)= 3.589, p>.05 %95 CI -18 between -.05) 
have important correlation with principals' individual 
performance at work. As emotional deprivation and social 
companionionship were added to independent variable 
set in model 1, it was observed that “the total working 
years as principal at current institution” became an 
important independent variable while it is unimportant in 
model 1.  As being important explanatory of model 2 the 
total working years as principal at current institution, the 
socio-economic status of school, emotional deprivation 
and social companionship explain the 15% of total 
variance of performance which is dependant variable. 
The total explained variance change between model 1 
and model 2 is in the level of 11% (15%-4%). This result 
shows that model 2 is more functional in the explanation 
of the principals' performance. In other words, counting 
the variables of emotional deprivation and social 
companionship as independent variables in the model 
provides advance in regression model. There seems to 
be a relatedness between the total working years’s as 
principals at current institution increase, the socio-
economic status of that school rises; as emotional 
deprivation   and   social   companionship   decrease,  the  
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performance of principals increases. 
 
 
DISCUSSION 
 
In this work, principals' performance is high according to 
their perceptions.  Erkuş et al. (2010) in IT sector, Çelik 
and Çıra (2013) in tourism sector and Tutar and Altınoz 
(2010) in industry sector found the individual performance 
as high. As seen, employees generally tend to evaluate 
their performance as high. In fact, in business life, 
employers complain about the low performance level of 
their employees. This fact rises as one of the main 
reasons of conflict at workplace. The effect of culture 
should not be ignored in the assessment of the individual 
performance of the employees. In socio-cultural 
environments with low level of welfare and democracy, 
employees are accused of having low performance 
(Sigler and Pearson, 2000).  

Principals in education sector suffer loneliness at 
medium-level in the social relationship sub-dimension of 
Loneliness At Work Scale, at low level according to the 
emotional deprivation sub-dimension and the scores 
received from the scale in total. In their work on different 
professional branches, Wright et al. (2006) and Iecovich 
(2013) found that the participants suffer from loneliness at 
medium level. For Yılmaz and Altınok (2009), shool 
principals' loneeliness level is low, for Izgar (2009),  
however, thier loneliness level is at medium level. In our 
research, principals in education sector experience low 
level of loneliness. These different results may arise from 
the socio-cultural development level of the area in which 
the principals work. Hence, as the research area of this 
study, Aydin is socio-economically developed and has a 
population in which parents have a high interest in 
education and the students are successful in national 
university entrance exams (Güçlü, 2013). Thus, the fact 
that principals do not feel lonely in such an environment 
can easily be comprehended.  

The total working years as principal at current 
institution, the socio-economic status of the school, the 
manner of placement as principal and the total working 
years as principal predict the performance scores at 
significant level. No significant correlation was found 
between the total working years as principal, the manner 
of placement as principal and the total working years as 
principal, which are in the first control set and 
performance. Accordingly, the total working years as 
principal, the manner of placement as principal and the 
total working years as principal do not cause any change 
in their performance. Turunç and Çelik (2010) state that 
individual paramaters like age, gender, marital status do 
not have any significant relation with performance. 
Cacioppe et al. (1998) dedicate that performance deve-
lopment studies which focus on individual parameters like 
age, gender, marital status and length of service do not 
give consistent results. However, the socio-economic  

 
 
 
 
status of the school shows a significant negative 
correlation with performance. Upon these results, it can 
be stated that as the socio-economic status of the school 
is high, the performance of the principal gets low; as the 
socio-economic status of the school is low, the 
performance of the principal gets high. Principals of 
socio-economically low level schools are obliged to show 
more effort and performance in order to maintain the 
development of school and routine workflow. In socio-
economically low level areas, the parents, local principals 
and teachers contribute less to the development of 
schools (Kaya, 1993). Thus, it is highly comprehended 
that the principals of such schools claim to show high 
individual performance.  

As the independent variables “the total working years 
as principals at current institution, the socio-economic 
status of the school, the manner of placement as 
principal and the total working years as principal” are 
controlled, it was clearly observed that the emotional 
deprivation and social relationship scores predict the 
performance scores significantly. Accordingly, emotional 
deprivation and social relationship show a negative 
correlation with individual performance at work. As the 
principals' emotional deprivation and social relationship 
scores decrease (high point means high level of 
loneliness), the performance at work increases. It is 
understood that the principals’ being emotionally deprived 
and having poor social relations and support cause their 
performances to be low. Similarly, in their research 
Golden et al. (2008) indicate that there is a significant 
negative relation between professional isolation and 
performance; as the isolation increases, performance 
decreases accordingly. As for Campbell et al. (2006), the 
lack of coworkers' support is one of the main reasons of 
loneliness at work.  

According to findings of the research, principals in 
education sector experience loneliness at medium level 
within the scope of companionship sub-dimension of 
loneliness scale. In this case, in order to establish 
effective relations with their coworkers at school, the 
principals can be provided with trainings focusing on the 
development of their leadership skills. Besides, cowork-
ers at school may be encouraged to participate in the 
school administration process and also the legal 
obstacles against their participation should be abolished. 
Considering the fact that emotional deprivation and 
companionship dimensions affect principals' perfor-
mance, they should be given psychological support in 
order to eliminate the feeling of loneliness. Rather than 
the personal characteristics as age, gender, length of 
service, it should be highly considered that organizational 
factors (organizational environment, loneliness, organiza-
tional commitment, citizenship etc.) and environmental 
factors (socio-economic status, cultural patterns etc.) are 
more important. The principals should perform studies in 
order to manipulate the effects of organizational and 
environmental factors positively on performance.  



 
 
 
 

This study is limited to the principals in educational 
organizations in Aydin. Furthermore, another limitation of 
this research is evaluating mangers' performance from 
the point of their own perceptions. In further studies, 
while analysing the relationship between loneliness and 
performance, the principals' performance may be 
evaluated from the points of views of techers, students 
and parents. 
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