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Abstract

The concept of organizational cronyism has been investigated to explain different concepts in
the literature. In this study, we aim at researching the influence of organizational cronyism on
organizational commitment of individuals and explain how the influence differentiates their
career satisfaction or frustration with work perception of individuals. Therefore, we focused
on government officials working in a public institution and examine their perception of
cronyism in the organization. Having gathered the data from 193 government officials,
confirmatory as well as explanatory factor analyses initially was initially conducted on the
scales of organizational cronyism, organizational commitment, career satisfaction and
frustration with work. After controlling the validity and reliability of the scales, measurement
model and structural model testing were carried out. Results indicated that organizational
commitment partially mediated the relationship between organizational cronyism and career
satisfaction. In addition, organizational commitment partially mediated the relationship
between organizational cronyism and frustration with work.

Keywords: Cronyism, Favoritism, Organizational Commitment, Frustration with Work,
Career Satisfaction, Confirmatory Factor Analysis, Measurement Model, Structural Equation
Modeling.
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In public organizations, it is possible to experience exploitation in terms of organizational
politics instruments, especially recruiting or promoting individuals who support their
superiors (Martins, 2010; Rauh, 2015; Ozsemerci, 2003). Many examples could be given in
private or public companies to explain how individuals favor someone or some groups of
employees over others to dominate interpersonal relation rather than objective criteria, such
as Enron, WorldCom (Khatri and Tsang, 2003). It is at this point that organizational cronyism
manifests itself to be an important concept to shed light on the effects of organizational
exploitation on the outcomes of the organization by using the means of organizational
political tools.

In the present research, we argue theoretically and investigate empirically that organizational
cronyism influences employees’ career satisfaction and frustration with work. In order to
increase their career satisfaction and decrease their frustration with work, the proposed model
of the research asserts that employees should not perceive organizational cronyism and
employees are highly committed to their organization. On the basis of the literature on
favoritism in public organizations, this research was conducted on government officials in a
public organization. The implication of research is interpreted from that framework.

2. Theoretical Framework and Hypotheses Development
2.1 Organizational Cronyism

Showing favor to somebody among the members of in-group is a phenomenon discussed and
investigated over the years. In-group members could come from a family, organization,
political party, ethnic origin etc. The concept of favoritism explains that individuals favor
somebody over others in a group. Favoritism has a number of different names depending on
the context it is exercised: nepotism, cronyism, political favoritism (patronage) (Turhan,
2014). The concept of nepotism has derived from the term of “nepot” in Latin or “nephew” in
English and it means individuals favor someone from their family or relative over others
(Abdalla et al., 1998: 555). The concept especially was explained in the literature to mention
recruiting or promoting individuals to a position according to their affinity rather than their
ability or performance (Asunakutlu and Avci, 2010; Turhan, 2014). A growing body of
literature about nepotism is comprised of family firm investigations (Asunakutlu and Avci,
2010; Keles et. al., 2011; Salvato et al., 2012). Some of the researches evaluate the concept
and speak favorably of it (to facilitate firm sustainability, contribution to success of firm,
harmony of family members etc.) (Abdalla et al., 1998; Bellow, 2003; Garih, 2000); on the
contrary, others approach the concept from a negative perspective (devoid of organizational
justice, job satisfaction etc.) (Arasli and Tumer, 2008).

Cronyism is a broad concept in comparison with nepotism in terms of its scope; favoritism is
shown towards not only family or relative members but also acquaintances, friends, citizens,
individuals with similar points of view. Therefore, cronyism has been investigated to a large
extent within social, legal, political and organizational framework (Turhan, 2014). Samples of
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the researches about cronyism have been differentiated from employees in organizations to
teachers in school/ universities, political party members, ethnic group members etc (Turner et
al., 1979; Meric and Erdem, 2013; Chang et al., 2014; Arasli and Tumer, 2008; Hong, 2015).

The concept of organizational cronyism was identified as “any privileged favored treatment
by the manager towards certain employees based on factors (personal relationships, personal
loyalty etc.) not being related to performance criteria or formal procedures from the
perspective of employees” (Turhan, 2014). In addition, organizational cronyism is shown to
offer not only reward, promotion, recruitment process of employees but also good working
conditions, enabling to participate in decision making, giving permission easily to employees
by managers (Blase and Blase 2003; 20006).

Khatri and Tsang (2003) define the concept of organizational cronyism as “unfair use of
organizational power and authority” and categorize the concept into two different
subcategories: horizontal and vertical cronyism. Horizontal cronyism is defined as favor
shown by employees at a higher hierarchical level more than to those at the same level
(colleagues, friends etc). On the other hand, vertical cronyism was identified as managers’
favoring some of the employees over others.

2.2 Organizational Commitment

Organizational commitment is a key construct to investigate employees’ suitability for an
organization (Marsden et. al, 1993) and psychological attachment to the organization
(Chatman and O’Reilly, 1990). Individuals are highly committed to their organization which
they work for, eager to make extra effort for the organization and identify themselves with the
organization (Steers, 1977). So all managers are willing to work with committed employees
presumed to have higher level performance and lower level turnover and absenteeism
(Mowday et al., 1982).

One of the studies conducted in China indicates that commitment to organization could arise
from commitment to superiors (Chen and Francesco, 2000). For employees’ tasks,
performance evaluations or rewards were organized by their superiors. That situation leads to
particularism and as a result employees incline to develop attachment to superiors rather than
the organization itself. Such an outcome increases cronyism and helps it spread within the
organization (Khatri and Tsang, 2003). Furthermore, Pearce et al. (2000) claims that
particularism affects organizational commitment in a negative way. “Owing fo in-group bias
the efforts of outgroup members are often unrecognized by their superior” (Khatri and Tsang,
2003). Then, out-group members perceive that in-group members are favored over them by
their superior. Therefore, out-group members show low commitment to organization (Khatri
and Tsang, 2003). Supporting this claim, Bute (2011) has found nepotism has significant
negative effects on organizational commitment and human resource management practices.
Following the previous implication, we propose the following hypothesis:

Hypothesis 1: There is a negative relationship between organizational cronyism and
organizational commitment.
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2.3 Career Satisfaction

The concept of career was proposed by Anne Roe in her book of ‘Psychology of Duties’
(1956). Immediately after that, researches about career have been rapidly grown in the human
resource management literature. According to Schein (1975) career is a set of occupational
experiences and roles which constitute working life of individuals. Beyond the concept of
career, career satisfaction refers to individuals’ perception of their career progression. Career
satisfaction was explained on the basis of career choice theory by Holland (1959) and Super
(1980) as well as dual factor theory of Herzberg (1964). Career satisfaction was defined as
satisfaction that individuals derive from the intrinsic and extrinsic aspects of their careers,
including pay, advancement, and developmental opportunities (Greenhaus et al., 1990).
Career satisfaction is also identified as the level of overall happiness experienced through
one's choice of occupations.

According to Dobson et al., (2007) and Mc Ginley (2009), work conditions, allocation
rewards and workload, stress and conflict among the employees determine the career
satisfaction. There could be found some researches indicating career satisfaction and
organizational justice. One of the researches points out that organizational justice is a positive
antecedent of career satisfaction (Oh, 2014). Tremblay et al. (2014) claims that employees’
perception of organizational justice is damaged by perception of favoritism. Another research
indicates organizational justice and career plateau is negatively in relation to each other (Park,
2011). Confirming the assertion, improving working conditions and designing career
improvement programs without favoritism cause organizational commitment and satisfaction
with organization (Ferrinho et al., 2004; Zinnen et al., 2012). In addition, employees’
commitment to organization is vital for their career prospects. Highly committed employees
might have better career prospects (Marsden et al., 1993). Nevertheless, high commitment
has negative effects on individuals’ stress and career stagnation (Mathieu and Zajac, 1990;
Mowday et al., 1982). On the basis of the previous researches’ results, we propose the
following hypotheses:

Hypothesis 2: There is a negative relationship between organizational cronyism and career
satisfaction.

Hypothesis 3: There is a positive relationship between organizational commitment and career
satisfaction.

2.4 Frustration with Work

Frustration is a response which emerges as defensing individuals’ ego to interference in goal
achievement (Rosenzweig, 1944). Furthermore, perceived frustration is an emotional reaction
to frustrating facts (Storms and Spector, 1987) and it could cause negative emotional
consequences composed of disinclination and suppression (Spector, 1978).

Many researches claim that the concept of frustration leads to supporting perceived politics
(Rauh, 2015; Rosen et al., 2009), harming justice (Lillis et al., 2007), instigating employees
to exhibit counterproductive behavior (Fox and Spector, 1999). “Supervisor ego-nurturing
behavior, when persistent and focused, provokes frustration because it introduces bias that
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affects subsequent interactions and reward decisions” (Hochwarter and Thompson,
2012:341). In addition, if a supervisor refuses and eradicates the opportunity of employees’
development, frustration with organization could increase (Aasland et al., 2010). One of the
researches investigating frustration of nurses indicates that organizational commitment and
work excitement are positively interrelated; on the contrary, organizational commitment and
frustration are negatively in relation with each other (Chang et al., 2014). Taking previous
researches into consideration, we propose the following hypotheses:

Hypothesis 4: There is a negative relationship between organizational commitment and
frustration with organization.

Hypothesis 5: There is a positive relationship between organizational cronyism and
frustration with organization.

On the basis of the literature review and hypotheses, the research model of the study is

illustrated in Figure 1.

Figure 1. The Proposed Model

CRONY = organizational cronyism, OC = organizational commitment, CS = career
satisfaction, FR = frustration with work

3. Method
3.1 Sample

A growing body of researches investigating favoritism has been conducted on family
members in family firms (Salvato et al., 2012; Asunakutlu and Avci, 2010; Keles et. al., 2011),
teachers and students at schools (Turner et al., 1979; Meric and Erdem, 2013; Turhan, 2014),
nurses in hospitals (Chang et al., 2014), employees in banks (Arasli and Tumer, 2008),
taste-neutral firms (Goldberg, 1982) senior public servants (Brewer et al., 2015) and police
representatives (Hong, 2015) in public organization as well as HRM professionals in various
firms (Abdalla et al., 1998).

Nepotism, favoritism and cronyism are also important concepts in public institutions to
investigate. Therefore, government officials working in a public institution in Turkey are
within the scope of the present research. The questionnaire was sent to all government
officials in such institutions (totally 713 individuals) via e-mail. We obtained 193 valid
questionnaires from them. The response rate is 27%. Sample characteristics indicated that
among 193 respondents, 62% are male, 45% are between the ages of 26 and 35; 37% are
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university graduates, 26% have more than five years of work experience and all of them have
Turkish nationality.

3.2 Measures

The measurement instrument of present study consists of 27 five-point likert type items -
anchored by 1 = strongly disagree and 5 = strongly agree - that were measured by the concept
of organizational cronyism, organizational commitment, career satisfaction, frustration with
work. In addition, it has four open ended questions to get demographic characteristics of
individuals (age, education level, tenure and gender).

3.2.1 Organizational Cronyism

The concept of organizational cronyism was measured using Abdalla et al.’s (1998)
‘arguments against nepotism scale’ with 10 items and its reliability was relatively good
(r=.80). Subsequent researches confirmed Abdalla et al.’s (1998) result that items are loaded
in a factor with .70 internal consistency (Arasli and Tumer, 2008). On the other hand,
Asunakutlu and Avci (2010) adopted Abdalla et al.’s (1998) scale and items loaded three
factors with .86 Crombach Alpha value.

We conducted explanatory factor analysis for cronyism scale and obtained three factors
similar to Asunakutlu and Avci’s (2010) implications. One item had to be dropped because of
violation factor structure of the concept. Three factors were titled ‘cronyism in reward and
promotion’, ‘cronyism in recruitment’ and ‘in-group bias’ as in the previous researches
(Asunakutlu and Avci, 2010; Turhan, 2014). As a consequence, present research indicates that
cronyism scale explained 67,831 percent of variances with 0,826 Crombach alpha value.

Contributing to previous researches, we conducted confirmatory factor analysis for
organizational cronyism scale used in the literature (Asunakutlu and Avci, 2010). Results of
confirmatory factor analysis indicated following goodness of fit scores X2/df (2.23, N = 193);
p< .05; RMESA = .086; GFI = .93; RMR = .069; CFI = .94; IFI = .94 (90% confidence
interval for RMSEA = .062; .11). As mentioned before, since one of the items from in-group
bias factor violated the factor structure, we dropped it and conducted confirmatory factor
analysis with the remaining items. As a result, we obtained better goodness of fit scores than
previous one as X2/df (1.22, N = 193); p> .05; RMESA = .034; GFI = .97; RMR = .047; CFI
=.99; IFI = .99 (90% confidence interval for RMSEA = .00 - .07). All of the factor loadings
were statistically significant, and standardized values ranged from .91 to .36. The second
measurement instrument is better in comparison with the first one according to goodness of
fit scores; therefore, we have used it to define organizational cronyism scale in measurement
and structural model in the following section. The final factors could be seen in the diagram
illustrated in Appendix 1.

3.2.2 Organizational Commitment

A growing body of literature about organizational commitment indicates that different
organizational commitment scales were applied in researches. Meyer and Allen’s (1997)
affective, normative, continuance commitment scale and Mowday et. al’s (1982) global
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organizational commitment scale are among the most commonly preferred ones. In the
present research, organizational commitment was measured by Marsden et al.’s (1993)
overall organizational commitment scale with six items which were derived by Lincoln and
Kalleberg’s (1990) American-Japanese work commitment study (Fields, 2002). Marsden et al.
(1993) also indicated that scale coefficient alpha was .78. In order to control the reliability
and validity of the scale, we conducted explanatory factor analysis and found unidimensional
factor structure. In addition, organizational commitment explained 55,130 percent of
variances with .83 Cronbach alpha value.

3.2.3 Career Satisfaction

Career satisfaction scale developed by Greenhaus et al. (1990) measures career success and
defines career outcome. In addition to general satisfaction with career progress, it measures
satisfaction with income level, advancements and development of skills (Fields, 2002).
However, career satisfaction scale is distinct from financial success and hierarchical success
in an organization (Aryee et al., 1994). Career satisfaction coefficient alpha ranged from .83
to .89 according to Greenhaus et al’s (1990) and their following researches’ study (Aryee et
al., 1994; Seibert et al., 1999). We applied Greenhaus et al.’s (1990) five-item-career
satisfaction scale and done explanatory factor analysis in the present study. Results indicate
that career satisfaction items loaded in a factor with .89 Cronbach’s alpha internal consistency
coefficient and 70.964 percent of variances was explained.

3.2.4 Frustration with Work

Frustration with work scale consisting of three items was developed by Peters et al., (1980)
and defined whether or not employees perceive their job as frustrating. Coefficient alpha
values of previous researches vary from .67 to .84 (Fortunato et al., 1999; Jex and Elacqua,
1999; Jex et al., 1992; Jex and Gudanowski, 1992; Spector and O’Connel, 1994). In the
present research, we used Peters et al.,, (1980) frustration with work scale and then
explanatory factor analysis was conducted on it. The Cronbach’s alpha internal consistency
coefficient for the present data showed relatively low reliability as .46 and frustration with
work scale explained 48.040 percent of variances.

3.3 Results
3.3.1 Descriptive Statistics

Means, standard deviations and zero-order correlations among 13 observed variables are
shown in Table 1. Mean scores indicate that individuals’ cronyism perception, organizational
commitment are above the mean score (3); however, frustration and career satisfaction are
about or below the mean score. In addition, kurtosis values of observed wvariables
differentiates from -1.045 to .489 and skewness from -.962 to .610. On the basis of the results,
we could interpret there is no problem for normality assumption.
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Table 1. Means, Standard Deviations and Correlations among Observed Variables used in the
Research Model

Variable M SD PRO REC  BIAS OCPI  OCP2 CSPI CSP2 Fl F2 F3
PRO 3.71 1.02 1

REC 357 .909 37471

BIAS 317  .894 489" 416 1

OCPI1 310 1.02 -4797 092 -2467 1

OCP2 3.66 972 =235 057 -137 6497 1

CSP1 3.00 969 -4597 004 -136 4217 3437 1

CSP2 3.05 1.12 -4027 062 -1597 3277 2417 8227 1

Fl 258 1.14 3177 1450 2337 -3007 -149" -2217 2437 1

F2 3.11 1.19 446 1427 2737 -3817 -3207 -2867 -289" 3377 1

F3 270 981 112 005 -038  -.119 -133 097 -146° 124 178" 1

N=193; The first three constructs are factors of organizational cronyism (CRO) construct where PRO
= cronyism in reward and promotion, REC = cronyism in recruitment, BIAS = in-group bias.
OCP1-OCP2 = two parcels of organizational commitment (higher scores show higher level of
perception about organizational commitment); CSP1-CSP2 = two parcels of career satisfaction
(higher scores show higher level of perception about career satisfaction). F1-F2-F3 items of
frustration with organization (higher scores indicates higher levels of frustration with organization).

* p<.05; ** p<.01

3.3.2 Test of the Measurement Model

All possible associations among observed variables were examined with measurement model
that enables variables to inter-correlate freely (Simsek and Kuzucu 2012). In addition,
Anderson and Gerbing (1988) claim that measurement model should be evaluated before
structural model testing. In this study, structural model consists of four latent variables as
CRO (cronyism), OC (organizational commitment), CS (career satisfaction) and FR
(frustration with work). Construct of CRO consisted of three factors as PRO (cronyism in
reward and promotion), REC (cronyism in recruitment) and BIAS (in-group bias).
Furthermore, the OC latent variable was defined using the two parcels. CS latent variable was
defined as two parcels, as well. The items of frustration with work were used to be indicators
of FR latent construct, because the frustration scale had three items.

The initial test of the measurement model results indicated good fit to data X2/df (1.77, N =
193); p<.05; RMESA = .064; RMR = .051; CFI = .96; IF1 = .96; GFI = .95 (90% Confidence
Interval for RMSEA = .034 - .091). The parameter estimates of the measurement model are
depicted in Figure 2. The t values of the factor loadings range from 2.83 to 14.01, indicating
that all of them load significantly in their relevant constructs. The correlation coefficients
among the constructs are higher than zero-order correlation in Table 2, so it is possible to say
that errors are eliminated by constructing the latent variable.

21 http://rae.macrothink.org



ISSN 1948-5433

\ Macrothi“k Research in Applied Economics
A Institute ™ 2015, Vol. 7, No. 3

PRO

REC

BIAS

OCP1

OCP2

CSP1

CSP2

F1

F2

F3

Figure 2. Standardized solution estimates of the measurement model.

N=193; CRO organizational cronyism; OC organizational commitment; CS career
satisfaction; FR frustration; First three observed variable are the factors of organizational
cronyism (CRO); PRO = cronyism in reward and promotion, REC = cronyism in recruitment,
BIAS = in-group bias. OCP1-OCP2 = two parcels of organizational commitment;
CSPI-CSP2 = two parcels of career satisfaction; F1-F2-F3 items of frustration with
organization. All parameters are significant at the p<.01.

As seen in Figure 2, correlation coefficients among all latent constructs are statistically
significant. First, organizational cronyism is negatively correlated with organizational
commitment (-.48) and career satisfaction (-.46). Organizational commitment and career
satisfaction are also positively in relation (.42). Second, there was a positive relationship
between organizational cronyism and frustration with work (.67) as well as negative
relationship between organizational cronyism and organizational commitment (.48). In
addition, organizational commitment and frustration with work are negatively in relation
(-.58). Finally, these significant relations indicated that Baron and Kenny’s (1986)
methodology should be used to test mediations of the structural model.

3.3.3 Test of the Structural Model

Proposed model (Figure 1) in the present research was analyzed and helped to obtain good fit
of data: X2/df (1.73, N = 193); p< .05; RMESA = .062; RMR = .054; CFI = .96; IFI = .97,
GFI = .95 (90% Confidence Interval for RMSEA = .032 - .089). In order to get the best fit to
the data, we used the nested model strategy developed by Anderson and Gerbing (1988) for
the mediation analyses. Two direct paths from CRO to CS and from CRO to FR were omitted
one by one and then were evaluated to check the structural model goodness of fit scores. First
we omitted the path from CRO to CS from the structural model and obtained the following
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goodness of fit scores: X2/df (2.00, N = 193); p< .05; RMESA = .072; RMR = .074; CFI
= .94; IF1 = .94; GFI = .94 (90% Confidence Interval for RMSEA = .046 - .098). The
Chi-Square difference test (62.01 — 51.97 = 10.04; df = 1, p<.05) indicated that deleting the
path worsened the model goodness of fit of the data. Thus, this path should not be omitted
from the model. So we accepted first, second and the third hypotheses.

\ Macrothi“k Research in Applied Economics

Second, by deleting the path from CRO to FR, the model produced the following goodness of
fit statistics: X2/df (2.36, N = 193); p<.05; RMESA = .084; RMR = .080; CFI = .93; IFI1 = .93;
GFI =.93 (90% Confidence Interval for RMSEA = .060 - .11). According to the nested model
strategy (Anderson and Gerbing 1988), deleting this path produced worse goodness of fit
scores than the proposed model (Chi-Square difference 73.43 — 51.97 = 21.46 df = 1; p<.05).
Taking the results into consideration, we could not omit this path from the model. As a result,
hypothesis 4 and hypothesis 5 were accepted.

On the basis of mediation analyses, we found that the path from organizational cronyism to
career satisfaction is significant and standardized solution estimates are -.46 in measurement
model and -.32 in structural model. Decreasing the standardized solution estimates point out
that organizational commitment partially mediates the relationship between organizational
cronyism and career satisfaction. On the other hand, the standardized solution value of the
path from organizational cronyism to frustration with work is .67 in the measurement model
and .51 in the structural model. Taking this significant decrease into account, we could say
organizational commitment partially mediates the relationship between organizational
cronyism and frustration with work.

The final model with standardized estimates is shown in Figure 3.

—» CSP1
Bl
PRO — CSP2

¥ (-46)-.32 26

REC
F1

BIAS
F2
F3

OCP1 OCP2
Figure 3. Standardized parameter estimates of the final structural model
N = 193, CRO organizational cronyism; OC organizational commitment; CS career

satisfaction; FR frustration with organization; PRO cronyism in reward and promotion, REC
cronyism in recruitment, BIAS in-group bias are factors of CRO; OCP1-OCP2 are parcels of
OC; CSPI1-CSP2 parcels of CS; F1-F2-F3 items of FR . All factor loadings and parameter
estimates are significant at p<.01.
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4. Discussion and Conclusion

There are emerging stream of works on organizational ethics in the literature; however,
organizational cronyism has been investigated very sparsely in comparison to other concept
evaluated ethics literature (Khatri and Tsang, 2003). In addition, few empirical researches
investigating favoritism and cronyism could be found in the field of management literature
(Turhan, 2014). Contributing to the concept of cronyism in organization level, the present
research was designed in order to investigate negative effects of organizational cronyism on
individual and organizational outcome. On the scope of government officials in public
organization, we endeavor to explain their career satisfaction and frustration with work. In
addition, commitment is taken into consideration to investigate the relationship among the
concepts of organizational cronyism, career satisfaction and frustration with work.

To control the consistency of the measures, we attained acceptable reliability and internal
consistency in organizational cronyism, organizational commitment, career satisfaction and
frustration with work scales. Furthermore, the results of confirmatory factor analysis
conducted on organizational cronyism scale confirmed the previous research (Asunakutlu and
Avci, 2010) with adequate internal consistency.

Relationships among the variables attained from measurement model pointed out that
organizational cronyism is negatively related to organizational commitment and career
satisfaction. This result was confirmed by Ferrinho et al.’s (2004) and Zinnen et al.’s (2012)
researches, because they had found working condition improvement and effective career
improvement program design without favoritism caused organizational commitment and
satisfaction with organization. Furthermore, Bute (2011) had found significant negative
relationship between nepotism and organizational commitment. In the present research, it was
found that organizational commitment and career satisfaction were positively in relation. The
result was also supported implicitly by Mathieu and Zajac (1990) and Mowday et al. (1982),
because they asserted high committed employees experienced low level career stagnation and
had high level career prospects. In addition, the result of this study exhibited that
organizational cronyism and frustration with work were positively in relation. The outcome
was verified by Chang et al.’s (2014) research implication.

Structural model results indicated that organizational cronyism was negatively associated
with career satisfaction. Moreover, organizational cronyism and organizational commitment
were in negative relation, while organizational commitment and career satisfaction were in
positive relation. According to the nested model strategy (Anderson and Gerbing, 1988) and
Baron and Kenny’s (1986) mediation methodology, we found that there was significant
relationship between organizational cronyism and career satisfaction directly and by means of
organizational commitment indirectly. So it could be claimed that organizational commitment
partially mediates the relationship between organizational cronyism and career satisfaction.
Structural model testing also shows that organizational cronyism is negatively in relation with
organizational commitment and positively in relation with organizational frustration.
Furthermore, there is positive relationship between organizational cronyism and frustration
with organization. As indicated in the structural model, organizational commitment partially
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mediates the relationship between organizational cronyism and frustration with organization
(Anderson and Gerbing, 1988; Baron and Kenny, 1986).

It is evidenced by the implication of the structural model testing that if employees do not
perceive organizational cronyism and they are highly committed to their organization, their
career satisfaction could increase and frustration with work could decrease. In addition,
organizational commitment is a key construct of this research since it could reduce the
negative effect of organizational cronyism on career satisfaction. The importance of
organizational commitment could be evaluated for future research, because it also reduces
organizational frustration of individuals which stems from perceived organizational cronyism.
In addition to government officials in public organizations, organizational cronyism should be
investigated in different sectors and at different level of analysis in further studies.
Furthermore, many other concepts can be explained by the concept of organizational
cronyism.
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Appendix

Appendix 1. Confirmatory Factor Analysis for Organizational Cronyism Scale
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Figure 4. Confirmatory Factor Analysis Loadings for Organizational Cronyism Scale

N=193; PRO cronyism in reward and promotion; BIAS in-group bias; REC cronyism in
recruitment. P1-P2-P3 items of cronyism in reward and promotion (PRO); B1-B3-B4 items
of in-group bias (BIAS); R1-R2-R3 items of cronyism in recruitment (REC). All parameters

are significant at the p<.0l.
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