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Abstract 

This study investigates the impact of nepotism in the hotel industry on 
affective organisational commitment, identity, cynicism, and trust. 
These key factors, which are the focus of the study, will be analysed in 
detail to provide a sector-specific perspective. The research will mainly 
focus on understanding the sector-specific dynamics of each effect by 
concentrating on the employees' perceptions of these factors. The 
results of a survey conducted on 397 employees employed in 5-star 
hotels in Northern Cyprus found that nepotism exerts an adverse 
influence on employees' levels of affective organisational commitment, 
organisational identification, cognitive cynicism, behavioural cynicism, 
affective cynicism, trust in supervisors, and trust in co-workers. These 
implications underscore the importance for business managers to 
address issues related to the perception of nepotism, as doing so can 
significantly enhance the overall performance of their organisations. 
This study contributes to the existing literature by filling a knowledge 
gap and offering valuable insights for academics, researchers, and other 
stakeholders. 

Keywords: Nepotism, Organisational Attitudes, Affective 

Organisational Commitment, Organisational Identification, Cynicism, 

Hospitality Industry.

Resumo 

O objetivo deste estudo é investigar o impacto do nepotismo na indústria 

hoteleira sobre o compromisso organizacional afetivo, a identidade, o cinismo 

e a confiança. Estes fatores-chave serão analisados em pormenor para 

fornecer uma perspetiva específica do sector. A investigação centrar-se-á na 

compreensão da dinâmica específica de cada fator de acordo com as 

perceções dos empregados. Os resultados de um inquérito a 397 

trabalhadores de hotéis de 5 estrelas no Norte de Chipre mostram que o 

nepotismo exerce uma influência adversa nos níveis de empenhamento 

organizacional afetivo, identificação organizacional, cinismo cognitivo, cinismo 

comportamental, cinismo afetivo, confiança nos supervisores e confiança nos 

colegas de trabalho. Estas implicações sublinham a importância de os gestores 

abordarem as questões relacionadas com a perceção do nepotismo, uma vez 

que isso pode melhorar significativamente o desempenho global das suas 

organizações. Este estudo contribui para a literatura existente, preenchendo 

uma lacuna de conhecimento e oferecendo informações valiosas a 

académicos, investigadores e outras partes interessadas. 

Palavras-chave: Nepotismo, Atitudes Organizacionais, Compromisso 

Organizacional Afetivo, Identificação Organizacional, Cinismo, Indústria 

Hoteleira. 

 

1. Introduction 

In today's business landscape, a growing body of research is dedicated to studying organisational behaviour. One area of investigation 

within this field pertains to the perception of nepotism. Nepotism is characterised by favouritism shown between individuals who are 

relatives or close associates within an organisation (Tytko et al., 2020). This phenomenon can harm employee performance and 

diminish organisational commitment (Pelit et al., 2015). For this reason, exploring the influence of nepotism perception on 

organisational behaviour can lead to insights and discoveries that will aid the organisation as it forges ahead (Büte, 2011). Existing 

literature (e.g. Bekesiene, 2021; Jaskiewicz et al., 2013) sheds light on the negative consequences of nepotism in organisational settings. 

For instance, research has indicated that nepotism diminishes employee job satisfaction and overall performance (Daglı & Aycan, 2010; 

Tsui et al., 1997). Furthermore, the perception of nepotism can potentially undermine affective organisational commitment, leading 

employees to question their reasons for staying with the company (Daglı & Aycan, 2010). 

Organisational identification refers to the degree to which employees feel a sense of affiliation and belonging within their company 

(Blader et al., 2017). The formation of organisational identification is influenced by factors such as employees' motives for staying 

with the organisation and their belief in its goals and values. Previous research (Allen & Meyer, 1990; Mael & Ashforth, 1992) has 

established that organisational identification has implications for various behaviours related to job satisfaction, performance, and 

affective organisational commitment. Therefore, it is crucial to comprehend the influence of perceptions of nepotism on 

organisational identification. Organisational cynicism encompasses employees' negative perceptions and attitudes toward the 

business (Chiaburu et al., 2013). It mirrors their views on fairness, management practices, and decision-making processes within 

the organisational context (English & Chalon, 2011). Examining the relationship between nepotism and organisational cynicism is 
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another topic that has received attention in the existing literature. Organisational trust refers to employees' confidence in their 

relationships with co-workers (Singh & Srivastava, 2016). It facilitates a sense of security and promotes collaboration among 

employees. Research has demonstrated that perceptions of nepotism can undermine organisational trust (Daglı & Aycan, 2010). 

A study conducted by Tasdemir et al. (2017) revealed that favouritism based on family relationships fosters a sense of distrust 

within businesses and diminishes employees' affective organisational commitment. Similarly, Vveinhardt & Bendaraviciene (2021) 

identified in their research that the perception of nepotism negatively impacts employees' trust perception, subsequently leading 

to reduced job satisfaction, performance, and affective organisational commitment. Furthermore, Han et al. (2010) highlighted the 

significance of employing objective criteria and fostering transparent communication to enhance employees' affective 

organisational commitment. Previous studies have consistently demonstrated the detrimental effects of nepotism on employees' 

affective organisational commitment and performance (Sipahi & Kartal, 2018; Fu, 2015). However, there is limited research 

examining the positive effects of nepotism on organisational cynicism (Sanal & Yılmaz, 2020). 

Numerous scale development studies and quantitative research projects have explored the phenomenon of business nepotism across 

various sectors, which includes institutions in both the public and private sectors (Sroka & Vveinhardt, 2020), private and public banks 

(Akuffo & Kivipold, 2019; Arasli & Tumer, 2008), textiles (Keles et al., 2011), and the steel industry (Sroka & Vveinhardt, 2018). However, a 

limited number of studies systematically examine the effects of nepotism on organisational attitudes, particularly within the framework of 

accommodation establishments in the tourism industry. Therefore, investigating the relationship between nepotism and organisational 

attitudes in 5-star accommodation establishments operating in Northern Cyprus is academically significant. This research aims to address 

the gap in the existing literature and provide a theoretical framework for this unique research topic. In addition, it offers theoretical 

originality to comprehend the effects of nepotism on organisational attitudes in the accommodation sector of the tourism industry from 

a broader perspective, contributing to existing knowledge and inspiring future research endeavours.  

2. Background  

2.1  Neptotism 

"Nepotism" refers to the act of favouring one's family members or close associates by providing them with employment or 

promotion opportunities (Jaskiewicz et al., 2013). This practice is prevalent in various workplaces. According to Al-Shawawreh 

(2016), nepotism exists in developed and developing countries, spanning the private and public sectors. However, it also presents 

several dangers that can significantly impact organisations. These dangers can lead to employee job dissatisfaction (Sefraz et al., 

2022), apathy, diminished self-confidence (Jain et al., 2022), a sense of alienation from the organisation (Pelit et al., 2015), loss of 

talented individuals (Perez-Alvarez & Strulik, 2021), persistent fear and negative thinking (Elbaz et al., 2018), ineffective human 

resource planning (Firfiray et al., 2018), termination of competent employees (Jaskiewicz et al., 2013), lack of teamwork (Okyere-

Kwakye, 2010), reduced competition among employees (Safina, 2015), diminished creativity and innovation (Elbaz et al., 2018), 

and negative effects on organisational culture and decision-making processes (Pearce, 2015). Ineffective employment practices are 

frequently observed in the tourism and hospitality industry (Nickson, 2013). Middle Eastern countries are especially prone to 

nepotism practices (Budhwar & Mellahi, 2006). 

The tourism sector experiences widespread nepotism in the recruitment and promotion of employees (Arasli et al., 2006; Elsayed 

& Daif, 2019). Given that many tourism businesses are family-operated (Getz & Carlsen, 2005; Yolal & Çetinel, 2010), the 

responsibility of the hiring process often lies with the business owner or family members (Ediriwera, 2017; Peters & Frehse, 2011). 

Unfair practices during this process can have detrimental effects on employees' organisational attitudes, job satisfaction, and 

performance. However, research focusing on instances of nepotism within the tourism sector is limited. Nevertheless, some studies 

have yielded significant findings regarding this subject. For instance, a study conducted by Yavuz Aksakal & Ulucan (2021) 

discovered that employees in the tourism sector perceived a high level of nepotism, adversely impacting their affective 

organisational commitment, performance, and overall job satisfaction. Similarly, Pelit et al. (2017) found that nepotism is 

widespread in Turkish tourism businesses, resulting in low levels of employee job satisfaction. Furthermore, the study highlighted 

that employees promoted by business owners or family members encountered difficulties in their relationships with other 

employees, leading to disruptions in workplace communication. The subsequent sections will explore the relationship between 

nepotism and organisational attitudes and present hypotheses for further examination. 

2.2. Affective Organisational Commitment 

Affective organisational commitment is a crucial concept that encompasses an employee's devotion and loyalty to their workplace 

(Meyer and Allen, 1991; Abdelazimahmed et al., 2022). The level of commitment demonstrated by employees holds significance as 

it influences various factors, including business performance, customer satisfaction, internal communication, and interpersonal 

relationships among employees (Bassett-Jones, 2005). Notably, nepotism negatively affects affective organisational commitment 

(Daskin et al., 2015). It entails favouritism in employee hiring, promotion, rewards, or punishments based on personal connections, 
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for instance, familial ties, friendships, or other personal relationships (Padgett et al., 2015). This practice can foster an unjust work 

environment for numerous employees, ultimately impacting their levels of commitment, job satisfaction, and overall performance 

(Ombanda, 2018). Affective organisational commitment refers to employees' dedication, loyalty, and positive emotional attitudes 

towards their workplace (Susanty et al., 2013). The perception of favouritism can undermine this commitment because employees 

may lose their motivation due to the perceived lack of fair treatment in the workplace (Meyer et al., 2006). This can lead to a decline 

in morale, loss of motivation among employees, and a decrease in overall job performance. Additionally, the perception of 

favouritism can contribute to developing a negative work environment, adversely affecting employee collaboration and 

communication (Ozler & Buyukarslan, 2011). 

Research has consistently emphasised the negative correlation between nepotism and affective organisational commitment. For 

example, Bolat et al. (2017) found that nepotism has an adverse impact on job satisfaction and affective organisational commitment 

in Turkey's tourism sector. Similarly, Cagatay & Ozturk (2023), in their study in the health sector, identified a negative association 

between affective organisational commitment and nepotism. The limited research on the tourism industry has brought the 

detrimental influence of nepotism on affective organisational commitment to the forefront. For instance, Yavuz Aksakal & Ulucan 

(2021) discovered a heightened perception of nepotism among employees in the Turkish tourism sector, leading to negative 

outcomes for affective organisational commitment, job satisfaction, and performance. 

Additionally, Pelit et al. (2017) emphasised the widespread prevalence of nepotism in Turkish tourism establishments, coupled with 

low levels of affective organisational commitment among employees. Another study by Arasli et al. (2006) revealed that nepotism 

practices in Turkish tourism businesses have an adverse effect on employees' levels of affective organisational commitment and 

job satisfaction. Furthermore, the study highlighted a positive relationship between affective organisational commitment and job 

satisfaction, stressing the importance for businesses to foster active affective organisational commitment. Building on insights from 

the literature and discussions, the study formulates the following hypothesis: 

H1: The perception of nepotism among employees in accommodation businesses has a negative impact on their affective 

organisational commitment. 

 2.3. Organisational Identification 

Organisational identification pertains to the degree to which employees experience a sense of affiliation and embrace the values 

upheld by their organisation (Allen et al., 2017). Substantial research has consistently shown that organisational identification 

positively influences employees' job satisfaction, performance, and affective organisational commitment (Ashforth & Mael, 1989; 

Meyer & Allen, 1991). Despite this, there is a lack of studies exploring the connection between nepotism and organisational 

identification. Nonetheless, a few findings regarding the relationship between employees' perception of nepotism and 

organisational identification have surfaced. For example, a study conducted by Kerse & Babadag (2018) unveiled a negative 

correlation between employees' perception of nepotism and organisational identification within the context of tourism businesses. 

The literature on the relationship between nepotism and organisational identification in the tourism industry is limited, although a 

few studies have contributed valuable insights into this subject. For instance, the research of Burhan et al. (2020) uncovered the 

detrimental impact of employees' perception of nepotism on both organisational identification and job satisfaction. Similarly, 

Altındag (2014) demonstrated that nepotism in Turkish tourism businesses has negative consequences for organisational 

identification, job performance, and job satisfaction. The adverse connection between employees' perception of nepotism and 

organisational identities plays a significant role in the social dynamics of the workplace and the establishment of employees' 

connections with their organisations (Ignatowski et al., 2019). The experience of nepotism can negatively influence employees' 

commitment to their institutions and organisational identities (Pelit et al., 2015). This may instil a sense of unfair treatment or 

discrimination among employees, reducing organisational commitment. Employees may feel less attached to the workplace, 

leading to decreased motivation, lower job performance, and a propensity to leave their positions (Ensher et al., 2001). 

Furthermore, a negative perception of nepotism can undermine the sense of organisational identity, impacting employees' ability 

to integrate into the corporate culture (Elbaz et al., 2018). This scenario can weaken employees' affective commitment to the 

workplace and diminish their sense of belonging to the organisation (Vandenberghe et al., 2004). Drawing on insights from the 

literature and discussions, the study formulates the following hypothesis: 

H2: The perception of nepotism among employees in accommodation establishments negatively affects their organisational 

identification. 

2.4. Organisational Cynicism 

Organisational cynicism encompasses employees' feelings of distrust, hopelessness, and anxiety towards their organisations and 

work environments. It manifests in various forms, including cognitive cynicism, behavioural cynicism, and affective cynicism. 

Cognitive cynicism involves harbouring negative and sceptical thoughts regarding the organisation's purpose, strategies, and 
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leadership (Yılmaz and Konaklioglu, 2022). On the other hand, affective cynicism encompasses feelings of disappointment, anger, 

and hostility towards the organisation. Finally, behavioural cynicism is characterised by reduced job performance, diminished 

commitment and engagement, intentions to leave the organisation, and even intentions to harm the organisation (Dovidio & Hebl, 

2005). 

The literature on the relationship between nepotism and organisational cynicism remains relatively scarce. However, existing 

studies suggest a negative association between these two constructs. For instance, Kahya (2020) conducted a study that found a 

positive influence of nepotism on organisational cynicism. Likewise, Di Fabio (2017) discovered a positive relationship between 

organisational cynicism and the perception of nepotism within organisations. The number of studies exploring the link between 

nepotism and organisational cynicism within the tourism industry is also limited. Nevertheless, some studies have delved into this 

topic. For example, Pelit & Pelit (2017) identified a negative impact of nepotism in tourism businesses on employees' level of 

organisational cynicism. Similarly, Ozkoc et al. (2019) found a positive correlation between employees' perception of nepotism in 

tourism businesses and their level of organisational cynicism. The perception of favouritism can lead employees to develop a belief 

that they are not treated fairly in the workplace (Arasli & Tumer, 2008). This perception can weaken personal commitment and 

trust in the workplace, thereby increasing organisational cynicism (Sakçak et al., 2023). When employees encounter the perception 

of favouritism, they may develop organisational cynicism alongside the erosion of trust in the organisation (Hungerford & Cleary, 

2021). This can lead to decreased trust in management and the workplace, impacting overall levels of organisational cynicism 

(Abubakar et al., 2017). Drawing from the literature and discussions, the study develops the following hypotheses: 

H3: The perception of nepotism among employees in accommodation businesses positively affects their cognitive cynicism.  

H4: The perception of nepotism among employees in accommodation businesses positively affects their affective cynicism.  

H5: The perception of nepotism among employees in accommodation businesses positively affects their behavioural cynicism. 

2.5. Organisational Trust 

Organisational trust refers to employees' confidence and reliance on their organisation and its members. This trust is derived from 

employees' belief in the organisation's values and goals (Mayer et al., 1995). Organisational trust has been found to positively 

impact employees' job satisfaction, affective organisational commitment, and performance (Colquitt et al., 2007; Dirks & Ferrin, 

2002). However, research on the relationship between nepotism and organisational trust is limited. There are some findings about 

the link between employees' perception of nepotism and organisational trust. For instance, Kerse & Babadag (2018) conducted a 

study that found a negative relationship between employees' perception of nepotism and organisational trust in tourism 

businesses. Furthermore, research focuses on the relationship between nepotism and organisational trust within the tourism 

industry. For example, Gücer & Demirdag (2014) found that organisational trust positively impacts job satisfaction and affective 

organisational commitment in tourism businesses. Similarly, Erdal & Altındag (2020) demonstrated that organisational trust is 

associated with job satisfaction and affective organisational commitment in tourism businesses.  

The perception of favouritism among employees in accommodation businesses negatively impacts their ability to trust 

management (Abubakar et al., 2017). Because of this, employees' confidence in the leadership level inevitably deteriorates, paving 

the way for an increase in the negative perception of managerial strategies in the workplace (Tuna et al., 2016). The existence of a 

favouritism perception may diminish trust in managers, consequently adversely affecting communication and collaboration within 

the workplace (Lasisi et al., 2022). This scenario can potentially influence employee motivation and job performance (Lewis & 

Sherman, 2003). Furthermore, the perception of favouritism among employees in accommodation businesses negatively affects 

their trust in co-workers (Arici et al., 2021). This can harm collaboration, communication, and team spirit among employees (Keles 

et al., 2011). The presence of a favouritism perception may result in a decrease in trust among co-workers, disrupting relationships 

among employees (Arasli et al., 2019). The workplace atmosphere often sees dire negative consequences, diminishing employees' 

emotional well-being and job satisfaction (Isaed, 2016). Drawing upon the literature and discussions, the study develops the 

following hypotheses: 

H6: Employees' perception of nepotism in accommodation businesses negatively affects their perception of trust in their managers.  

H7: Employees' perception of nepotism in accommodation businesses negatively affects their perception of trust in their co-

workers. 

Figure 1 presents the conceptual model of the research, which was developed to align with the research objectives. The research 

model encompasses several key constructs: nepotism, affective organisational commitment, organisational identification, 

organisational cynicism (cognitive, affective, and behavioural), and organisational trust (trust in the manager and trust in co-

workers). The model was designed to capture the relationships and interactions among these constructs as they pertain to the 

research objectives. 
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Figure 1. Conceptual Model of Research 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The conceptual model illustrates the examination of the direct influence of nepotism on various organisational attitudes, including 

affective organisational commitment, organisational identification, cognitive cynicism, affective cynicism, behavioural cynicism, 

trust in supervisor, and trust in co-workers. These relationships will be empirically investigated in the study. 

3. Method 

3.1. Population and Sample 

The research population includes employees working in international 5-star hotels located in Northern Cyprus. Small-scale hotels 

were excluded from this study. Management practices can vary significantly among different types of hotels. One reason is that 

small-scale hotels' management structure and operation may differ from those in 5-star hotels. Consequently, selecting only one 

segment as a sample seems crucial for the applicability of the study results. In this context, data were exclusively collected from 

employees of 5-star hotels. The precise size of the main population (n) is unknown due to factors such as seasonal employment. 

The study did not restrict hotel selection and aimed to include all employees from 5-star hotels as the sample. We created an online 

form but did not publish the link or collect data online. Instead, we conducted face-to-face interviews in hotels to gather the data, 

utilising a method that is not the traditional paper-and-pencil approach but rather involved using our tablets with an online form. 

Sample size calculation techniques suitable for large samples were implemented in this research (Yazıcıoğlu & Erdoğan, 2004). As 

a result, a sample group (n) of 384 employees from 5-star hotels in Northern Cyprus was determined to adequately represent the 

main population, with a sampling error of 0.05. Data analysis was conducted using responses obtained from a total of 397 

completed surveys. The participants' demographic characteristics are presented in Table 1. 
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Table 1. Demographic Characteristics of Participants 
 

Demographic Characteristics  F % 

Gender 
Female 204 51.4 

Male 193 48.6 

Age 

30 and below 93 23.4 

31-35 84 21.2 

36-40 104 26.2 

41-45 73 18.4 

46 and above 43 10.8 

Marital Status 
Single 286 72.0 

Married 111 28.0 

Education Status 

Primary School 4 1.0 

High School 40 10.1 

Associate Degree 40 10.1 

Bachelor's Degree 191 48.1 

Graduate Degree 122 30.7 

How many years have you been working under 
your current supervisor/manager? 

1 and below 45 11.3 

2-3 years 32 8.1 

4-5 years 77 19.4 

6-7 years 164 41.3 

8 and above 79 19.9 

How many years have you been working in this 
company? 

3 and below 68 17.1 

4-6 years 124 31.2 

7-9 years 115 29.0 

10and above 90 22.7 

How many establishments have you worked so 
far in this industry?  

2 and below 106 26.7 

3-4 142 35.8 

5-6 73 18.4 

7 and above 76 19.1 

 

The study comprised 51.4% female and 48.6% male participants. Regarding age distribution, 23.4% of participants were aged "30 

and under", 21.1% were aged "31-35", 26.2% were aged "36-40", 18.4% were aged "41-45", and 10.8% were aged "46 and above". 

Regarding marital status, 72% of participants were single, while 28% were married. Regarding educational attainment, 1% of 

participants were elementary school graduates, 10.1% were high school graduates, 10.1% held associate degrees, 48.1% held 

bachelor's degrees, and 30.7% held graduate degrees. As for the length of employment under their current manager/supervisor, 

41.3% of participants had been working for "6 to 7" years, while 11.3% had been working for "1 year or less". Concerning their 

tenure in their current establishment, 31.1% had been working for "4-6" years, and 17.1% had been working for "3 or fewer" years. 

Regarding their previous employment, 26.7% of participants had worked for "2 or fewer" years, 35.8% had worked for "3 to 4" 

years, 18.4% had worked for "5 to 6" years, and 19.1% had worked for "7 or more" years in their previous establishments. 

3.2. Data Collection Tools 

The research employed a quantitative research approach to fulfil its objectives. Data were collected through a survey instrument 

specifically designed for this study. The survey comprised two sections. The first section encompassed questions about the 

participants' demographic information. The second section of the survey involved the utilisation of a 5-point Likert scale (ranging 

from 1: strongly disagree to 5: strongly agree) to measure the variables under investigation in the research. The study employed 

several established scales to measure different constructs. The nepotism scale developed by Büte (2011) was utilised to assess the 

level of nepotism experienced by participants. Additionally, the organisational emotional attachment scale, originally developed by 

Allen & Meyer (1990), was employed to gauge participants' emotional attachment to the organisation. To measure employees' 

organisational identification levels, the scale developed by Mael & Ashforth (1992) and adapted to Turkish by Eker (2015) was 

utilised. The study also incorporated a 14-item scale Brandes (1997) developed to measure organisational cynicism, encompassing 

cognitive, affective, and behavioural factors. Erdost et al. (2007) adapted this scale to Turkish for use in the study. Furthermore, 

the organisational trust scale developed by Calıskan (2021) was employed to assess the manager's and co-workers' trust. Overall, 

the study examined five distinct variable groups: nepotism, organisational emotional attachment, organisational identification, 

organisational cynicism, and organisational trust. 
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3.3. Data Analysis Processes 

To ensure the validity and reliability of the scales, the study employed "Confirmatory Factor Analysis" (CFA) and "Exploratory Factor 

Analysis" (EFA). Factor analysis and Cronbach's Alpha (CA) calculation were conducted to assess the dimensions within the scales. 

Additionally, confirmatory factor analysis (CFA) was performed to validate the scales further. The research model aimed to 

investigate the impact of nepotism on organisational attitudes in the accommodation sector. To test the hypotheses, SEM was 

employed. Data were analysed using SPSS and SmartPLS-4. 

3.4. Validity and Reliability 

The validity and reliability of the scales were first evaluated through Exploratory Factor Analysis (EFA). Calculations were made for 

Cronbach's Alpha (α) values, Composite Reliability (CR), and Average Variance Extracted (AVE) to gauge the reliability and internal 

consistency of the derived dimensions. The outcomes are detailed in Table 2. The findings indicate that the dimensions exhibit 

reliability and internal consistency, as per established criteria (Field, 2009; Nunnally, 1970; Zeller and Karmines, 1978). 

Table 2. Exploratory Factor Analysis of Scales 

 Factor 
Loading 

α CR AVE 

Factor1: Nepotism (N)  0.93  0.688 

I feel like I need a friend or acquaintance in a high position. 0.647    

Superiors are wary of subordinates who have relationships with top-level executives. 0.833    

I am always careful when speaking with managers who are family members or relatives of the 

business. 

0.734    

Executives are more concerned with keeping their friends and acquaintances in good positions 

than with employee performance and profitability. 

0.889    

The expectations of executives' relatives and acquaintances are given priority. 0.862    

Companies that allow the employment of executives' relatives often struggle to retain quality 

individuals who are not related. 

0.878    

Companies that allow the employment of executives' relatives often have difficulty terminating 

employees when they prove to be inadequate. 

0.879    

The top-level executives of this company have difficulty firing their friends and acquaintances 0.883    

Factor2: Trust to Manager and Co-worker (TM – TC)  0.97  0.703 

My manager inspires trust in employees. 0.969    

My manager is competent in their job. 0.971    

My manager is a good team leader. 0.981    

My manager supports employees. 0.982    

My manager is honest and fair. 0.971    

My manager creates a positive work environment. 0.978    

My manager delegates authority and values those who work under them. 0.979    

My manager emphasises knowledge sharing. 0.972    

My manager does not create tension within the organisation. 0.966    

My manager is self-assured. 0.971    

My co-workers are tolerant. 0.964    

My co-workers are friendly with their colleagues. 0.960    

My co-workers are honest and straightforward. 0.955    

My co-workers are not political and do not engage in insincere bargaining. 0.962    

My co-workers do not exploit their colleagues. 0.959    

My co-workers are responsible individuals. 0.969    

My co-workers strive to improve themselves. 0.970    

My co-workers are individuals who want to achieve through their knowledge and effort. 0.965    

My co-workers easily adapt to the work environment 0.965    

Factor3: Affective Organisational Commitment (AOC)  0.72  0.646 

I would be very happy to spend the rest of my career in this organisation 0.474    

I am not deeply attached to the organisation 0.796    

I accept organisation problems as if they were my own. 0.715    

I can become as easily connected to another organisation as the organisation I now work for. 0.847    

I don't see myself as 'part of the family' in the organisation 0.846    

I do not have an emotional attachment to the organisation 0.864    

Organisation has a special meaning to me. 0.442    

I enjoy talking about my business with people outside the organisation 0.809    

Factor4: Organisational Cynicism (OC)  0.96  0.665 

I believe that the institution I work for is different from what it says and what it does 0.782    

I see little resemblance between what management said to do and what actually happened. 0.821    
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If the management of the organisation I work for says that he is planning to do something, I doubt 

that it will happen. 

0.834    

There is little in common in the policies, goals, and practices of the institution I work for. 0.868    

The management of the institution I work for rewards other behaviour, not the expected behaviour. 0.840    

When I think of the institution I work for, I have a concern. 0.859    

When I think of the institution I work for, I experience tension. 0.859    

I make fun of the slogans and practices of the institution I work for. 0.799    

I get angry when I think of the institution I work for. 0.801    

Relationships in my organisation piss me off. 0.844    

I complain to my friends outside the institution about what is going on in the institution. 0.847    

I talk to other employees about how things are run in the organisation I work for.  0.799    

I criticise the practices and policies of the institution I work for with other employees. 0.768    

When any issue related to corporate management comes to the fore, meaningful glances are 

experienced.  

0.680    

Factor5: Organisational Identification (OI)  0.94  0.766 

If someone else criticises my workplace, I consider it a personal insult 0.821    

I am very interested in what other people think about my workplace. 0.863    

I use the word "we" instead of "they" when I talk about my workplace. 0.897    

The success of my workplace is my success 0.912    

When someone else compliments my workplace, I consider it a personal compliment 0.887    

I feel uncomfortable if there are negative aspects about my workplace in the media. 0.871    

Path analyses were employed to scrutinise Confirmatory Factor Analyses (CFA). The fit index outcomes resulting from the path 

analysis applied to the scales are available in Table 3. These findings, as indicated by the fit indexes, confirm the validity and 

reliability of the scale (Kline, 2011; Hu and Bentler, 1999). 

Table 3. Fit Index of Scales  

 AGFI GFI CFI NFI NNFI RFI IFI RMSEA PNFI 

N 0.76 0.85 0.94 0.93 0.92 0.92 0.94 0.00 0.79 

TM- TC 0.79 0.88 0.97 0.97 0.96 0.96 0.97 0.00 0.69 

AOC 0.98 0.99 0.99 0.98 0.97 0.95 0.96 0.03 0.76 

OC 0.86 0.95 0.98 0.98 0.97 0.96 0.98 0.00 0.59 

OI 0.89 0.94 0.98 0.97 0.96 0.96 0.98 0.00 0.65 

4. Structural model results 

In this study, discriminant validity was evaluated using the criterion proposed by Fornell and Larcker (1981). It assesses whether 

each variable's square root of the Average Variance Extracted (AVE) surpasses its correlations with any other latent construct. The 

findings, as shown in Table 4, validate the fulfilment of this criterion, emphasising the robust discriminant validity established by 

the measurement model in this study. 

 

Table 4. Correlations Among Constructs (Fornell-Larcker Criterion)  

 AVE N TM-TC AOC OC OI 

N 0.688 0.858     

TM-TC 0.703 0.700 0.813    

AOC 0.646 0.642 0.628 0.880   

OC 0.665 0.645 0.621 0.458 0.845  

OI 0.766 0.640 0.592 0.596 0.590 0.794 

The PLS-SEM analysis utilised a bootstrap procedure, incorporating 397 cases with 5,000 resamples, to evaluate the significance of 

path coefficients (β) indicating the direct relationships among the proposed constructs. The results are presented in Table 5, which 

illustrates how five out of the seven hypotheses received statistical support, evidenced by their t-values surpassing the 

recommended threshold of 1.96 at a 5% significance level (Hair et al., 2017). 

 

Table 5. Findings of Direct Effects  

  Path Coefficients t-value P value Hypothesis 

H1 N -> AOC -0.445 9.357 0.000 Accepted 

H2 N -> OI -0.509 14.320 0.000 Accepted 

H3 N -> CC 0.189 3.215 0.001 Accepted 

H4 N -> AC 0.498 12.042 0.000 Accepted 

H5 N -> BC 0.520 15.165 0.000 Accepted 

H6 N -> TM 0.063 0.977 0.329 Rejected 

H7 N -> TC -0.104 1.872 0.061 Rejected 

Note: CC: Cognitive Cynicism; AC: Affective Cynicism; BC: Behavioral Cynicism; TM: Trust in Managers; TC: Trust in Co-workers 
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The results are presented in Figure 2, representing the research model and path coefficients.  

Figure 2. Results of the Model Test 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
According to the findings, the perception of nepotism among employees in accommodation businesses has a negative impact on 

affective organisational commitment and organisational identity. Additionally, it has been observed that this perception positively 

influences cognitive, affective, and behavioural cynicism levels. However, the perception of nepotism does not significantly impact 

trust in managers and co-workers. The rejected hypotheses indicate no statistically significant relationship between organisational 

trust and the perception of favouritism. 

5. Discussion 

The study's results indicate that employees' perception of nepotism in accommodation establishments significantly influences 

organisational dynamics and individual commitments to the organisation. Affective organisational commitment and organisational 

identity are negatively impacted by employees' perception of nepotism, resulting in a reduction in their commitment to both the 

workplace and the organisation, accompanied by a weakening of their emotional connections. These findings elucidate the pivotal 

role of nepotism perception as a crucial factor shaping the levels of organisational commitment among employees, especially within 

the realm of accommodation businesses. Comparable outcomes have surfaced in other research endeavours. For instance, Çınar 

& Çömlekçi (2016) discovered that the perception of organisational injustice detrimentally affected employees' affective 

organisational commitment, diminishing their emotional attachment to the workplace. Similarly, Sulu et al. (2010) investigated the 

influence of the perception of injustice on affective organisational commitment, concluding that there was a negative impact. 

Barattucci et al. (2018) asserted that the perception of nepotism harms affective organisational commitment and turnover 

intentions among employees in the Italian private sector. 

The study's results reveal that the perception of nepotism positively influences employees' cognitive, affective, and behavioural 

cynicism levels. Employees tend to cultivate cognitive, affective, and behavioural cynicism as a response to unfair workplace 
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practices, which leads to an atmosphere of distrust within the organisation, which hinders collaboration and communication. 

Effectively managing and diminishing cynicism levels becomes imperative for cultivating a wholesome work environment and 

ensuring a more positive overall employee experience. These findings are in line with other research in the literature. For example, 

Radebe & Dhurup (2018) observed an increase in cognitive cynicism and the perception of injustice in the workplace due to the 

perception of nepotism. Corporate governance is finding itself needing transparent fairness, which endeavours to implement visibly 

equitable practices for all employees. Similarly, Yılmaz & Acar (2018) demonstrated that relationships based on family ties 

heightened cognitive cynicism in businesses and diminished employees' affective organisational commitment. Bearing this in mind, 

organisations must be encouraged to reassess their personnel policies and relationship management strategies, with a specific 

focus on factors influencing cynicism levels. 

Based on the research findings, the perception of nepotism does not significantly impact trust in managers and co-workers. It seems 

that employees' perception of nepotism does not directly shape their trust perceptions towards managers and co-workers, 

particularly concerning trust relationships. Delving into other influencing factors becomes crucial for a more comprehensive 

understanding and enhancing trust relationships within the organisation. However, these outcomes diverge from findings in other 

studies within the literature. For instance, Tasdemir et al.'s (2017) study demonstrated that relationships grounded in family ties 

heightened distrust in businesses and diminished employees' affective organisational commitment. Furthermore, Han et al. (2010) 

revealed in their study that relationships based on family ties diminished organisational trust and adversely affected employees' 

affective organisational commitment. These contradictory findings underscore the intricate nature of trust relationships, 

emphasising the role of additional research in attaining a deeper insight into organisational dynamics and fostering trust 

relationships within organisations. 

6. Implications 

6.1. Theoretical Implications 

The study's findings, revealing the adverse impact of nepotism perception on affective organisational commitment and 

organisational identity, carry significant theoretical implications. In response to these insights, organisations are urged to adopt 

specific strategies that promote a fair and equitable work environment. Instilling a culture of fairness within the organisation must 

be a top priority. This entails embracing and visibly demonstrating fair treatment practices for all employees. Establishing and 

consistently reinforcing policies that ensure equitable treatment for every employee can play a pivotal role in alleviating the 

negative effects of nepotism perception. This may involve transparent communication regarding organisational policies, equal 

opportunities, and consequences for unfair practices. Secondly, organisations should prioritise implementing transparent and fair 

evaluation processes, encompassing performance appraisals, feedback mechanisms, and other evaluative procedures. Ensuring 

that these processes are perceived as unbiased and merit-based can help mitigate the adverse effects of nepotism. Employees 

should also be informed about the criteria used in these evaluations to bolster this transparency. Lastly, objective criteria should 

be integral to decisions regarding promotions and rewards. Organisations must establish clear, measurable, consistent criteria for 

career advancements and recognition. This contributes to a fair decision-making process and serves as a tangible demonstration 

of the organisation's commitment to meritocracy. The study suggests that strengthening organisational commitment is an outcome 

and a strategic goal. Organisations can invest in initiatives that enhance employees' emotional connection to the workplace, such 

as mentorship programs, professional development opportunities, and initiatives that recognise and celebrate employee 

contributions. By fostering a sense of belonging and attachment, organisations can positively influence the commitment level of 

their employees, thereby mitigating the negative impact of nepotism perception. 

The observation indicates that the perception of nepotism influences cognitive, affective, and behavioural cynicism levels. This can 

create an atmosphere of distrust within the organisation. When organisations adopt fair policies and practices, develop transparent 

communication strategies, and establish mechanisms to understand employees' concerns, cynicism levels can be reduced. The 

study results suggest that the perception of nepotism does not significantly impact trust in managers and co-workers. Therefore, 

organisations should explore other influencing factors to understand better and enhance trust relationships. The incongruent 

results with other studies in the literature highlight this issue's complexity and point to the need for further research to deepen our 

understanding of the dynamics among organisational trust, loyalty, and nepotism. 

6.2. Managerial Discussion 

The study's findings reveal significant managerial implications for hospitality businesses regarding employees' perceptions of 

nepotism. These implications necessitate organisations to focus on strategies to enhance employee commitment, reduce cynicism, 

and improve trust relationships. Firstly, to strengthen affective organisational commitment and identity, organisations must exhibit 

fair treatment towards employees. This involves ensuring transparent and fair evaluations and adopting objective criteria in 

promotions and rewards. These steps can increase employee commitment to the workplace, reinforcing affective organisational 

commitment. 
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Secondly, organisations should adopt specific strategies to reduce cognitive, affective, and behavioural cynicism levels influenced 

by the perception of nepotism. Emphasising fair policies and practices, developing transparent communication strategies, and 

establishing mechanisms to understand employees' concerns can lower overall cynicism. Creating a healthier work environment 

within the organisation can positively affect collaboration and communication. Thirdly, the impact of the perception of nepotism 

on trust in managers and co-workers should be examined and understood. The findings indicate that this perception does not 

directly influence perceptions of trust towards managers and co-workers, especially concerning trust relationships. It is crucial to 

explore other influencing factors to understand better and enhance trust relationships within businesses. 

Inconsistent findings with other studies in the literature highlight the need for further in-depth research to understand better the 

dynamics between trust, commitment, and nepotism. Certainly, this is a complex issue, as these conflicting results indicate. 

Additional research will help better understand the subject and its many components. 

7. Limitations and future research directions 

The fact that this study focused solely on 5-star hotels may limit the generalizability of its findings. The results obtained might be 

confined to this specific category of hotels, which may prevent the desired broader understanding. Significant differences in 

management practices between 5-star hotels and small-scale hotels could exist. The findings of this study are exclusively applicable 

to 5-star hotels. Future research contributing to a more comprehensive understanding could benefit from collecting data from both 

small-scale and large-scale hotels, allowing for a comparison between the two in the literature. In the study, small-scale hotels have 

been excluded. We have collected our data simultaneously, using the same source.  

Future studies can examine the effects of nepotism perception in different sectors of businesses or investigate the effects of 

different factors (such as leadership styles, organisational culture, etc.) on the perception of nepotism. Research can also be 

conducted on other possible effects of nepotism in accommodation businesses in more detail. For example, focusing on how 

nepotism affects the trust environment in businesses, how it affects the perception of social responsibility of companies, or how it 

affects the level of job satisfaction of employees may prove to be insightful. Additionally, studies can be conducted on the effects 

of nepotism in different types of businesses (such as chain hotels, boutique hotels, resorts, etc.). Analysing in-depth how the 

perception of nepotism in businesses affects other psychological factors of employees can also be considered. Furthermore, 

conducting comparative analyses between firms in different sectors and sizes can help us better understand the effects of different 

firm characteristics on the perception of nepotism. 
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