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Abstract

The present research was conducted with the aim of investigating the
effect of organizational cronyism on social capital with the mediating
role of organizational ostracism and the moderating role of incivility
in the workplace. The current research is quantitative-survey and
practical in terms of purpose. Data collection has been done by library
and field methods using a standard questionnaire tool. The statistical
population of the research includes all the employees of Rasht
municipality, whose number is around 1144 people, and the sample
size of the research is considered equal to 288 people using the
Cochran formula, who were sampled using the available method. In
order to analyze the data, structural equation modeling with partial
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least squares approach (SEM) and Smart PLS software have been
used. The results of the research showed that organizational cronyism
has a negative and significant effect on social capital. Also,
organizational cronyism has a positive and significant effect on
organizational ostracism. In addition, it was found that organizational
ostracism has a negative and significant effect on social capital. Also,
the mediating role of organizational ostracism in the relationship
between organizational cronyism and social capital was confirmed.
The results also showed that incivility in the workplace has a
moderating role in the relationship between organizational cronyism
and organizational rejection and the relationship between
organizational cronyism and social capital.

Keywords: Organizational cronyism, Organizational ostracism, Social
capital, Incivility at work.

1. Introduction

The basic tenet of social capital theory is that networks of social
relationships between individuals generate resources. Considering the
advantages of social capital, it is important to research and examine
the factors that facilitate or reduce social capital. The present study
focuses on the factors that reduce social capital, namely organizational
cronyism, organizational ostracism and workplace incivility.
Cronyism is an ineffective and unethical behavior done by the leader
that is harmful to the organization and its members (Turhan,
2014).Cronyism is defined as granting of privileges to subordinates
based on relationships and connections rather than based on merit
(Zhang & Gill, 2019).

it has the potential to undermine social capital. Specifically, cronyism, by

benefitting some employees and marginalizing others, engenders negative
work dynamics that detrimentally affect social capital.
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More immediately, the negative social dynamics resulting from
cronyism leads to the development of in-groups and out-groups, such
that out-group members feel ostracized. In fact, research shows that
cronyism leads to exclusion, and when people are excluded, they feel
ostracized (Robinson et al., 2013).

Therefore, we hypothesize that in this study, organizational ostracism
is considered as a mediating variable in the relationship between
organizational cronyism and social capital.

The mediating variable of organizational ostracism can vary according
to the severity of incivility as a moderating variable. Previous research
(Penhaligon et al., 2009; Schilpzand and Huang, 2018; Scott et al.,
2013) has shown that incivility is a predictor of organizational
ostracism in the workplace. Incivility in the workplace will interact
with cronyism, such that the negative relationship of cronyism with
social capital and the positive relationship of cronyism with ostracism
are exacerbated. Therefore, the present study aimed to investigate the
effect of organizational cronyism on social capital with the mediating
role of organizational ostracism and the moderating role of incivility
in the workplace.

2. Literature Review

Organizational cronyism undermines all three aspects of social capital.
For instance, because some individuals are favored over others,
cronyism leads non-cronies to mistrust leaders and cronies, thus
undermining relational aspects of social capital. Non-cronies are
unlikely to share the same values and vision of cronies or their
sponsors, which erodes cognitive aspects of social capital. Cronyism
also negatively affects structural aspects of social capital, as non-
cronies are less likely to share information in networks occupied by
cronies. By influencing all three aspects of social capital, cronyism
will directly undermine social capital. Researchers have shown in their
research that organizational cronyism reduces social capital (Javaher



Summer 2025 | No.116 | Vol.34 | Management Studies in Development and Evolution | 132

et al. 2021 , Mousavi et al. 2023). When organizational cronyism
exists, some employees are favored based on relationships and
connections, while others are discriminated against.. Thus,
organizational cronyism has the potential to promote feelings of
injustice and inequality in the workplace that can harm the well-being
of an organization as well as its employees (Yan and Bei, 2009). This
leads to interpersonal conflict between supporters and those who are
not liked. In this way, organizational cronyism leads to in-group and
out-group. These out-group members, who include undesirable
individuals, are likely to feel ostracized due to being excluded from
the inner circle (Mao et al., 2018; Shaheen et al., 2017). ostracized
employees will have many problems in accessing resources, and
accessing information requires being in the social network.
Pasamehmetoglu et al. (2022) in their study entitled The Effect of
Organizational ostracism on Social Capital, Organizational Trust, and
Service Recovery Performance, showed that organizational ostracism
leads to a decrease in social capital (Pasamehmetoglu etal, 2022).

3. Methodology

The present study is quantitative-survey in terms of method and
applied in terms of purpose. In this study, data collection was carried
out using a standard questionnaire. The questionnaire of this study
consists of two parts: the first part is related to demographic questions.
The second part includes research questions.

The statistical population of the study includes all employees of the
Rasht Municipality, which is about 1144 people. The sample size was
calculated according to the Cochrane limited population formula to be
288 people, which was distributed in a stratified manner. Also, in
order to analyze the data inferentially and test the hypotheses, the
structural equation modeling method was performed based on partial
least squares and using SMART PLS software.
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4. Result

The research hypotheses were tested in the form of a structural model
using the partial least squares method and using SMART PLS
software version 3. The table below briefly shows the results of the
research hypotheses.

Significant Path

result . p-value coafficient coefficient hypothesis
confirm  05/0P< | 6,849 0.569- Organizational cronyism — social capital
confirm 05/0P< | 15.195 773 Organ.izational cronyism — organizational
ostracism
confirm  05/0P< 3,719 0.326- Organizational ostracism — social capital
confirm  05/0P< Z-value= VAF=0.307 Organ.izational crgnyism — organizational
3.612 ostracism — social capital

5. conclusion and discussion

The results of the study showed that organizational cronyism has a
negative and significant effect on social capital. This result is
consistent with the results of the research of Mousavi et al. (2023),
Shariatnejad et al. (2023), Saeed (2022). Organizational cronyism also
has a positive and significant effect on organizational ostracism . This
result is consistent with the results of the research of Javaher et al.
(2021). Organizational cronyism has the potential to harm the well-
being of an organization as well as its employees by promoting
feelings of injustice and inequality in the workplace. In this way,
organizational cronyism leads to in-group and out-group. These out-
group members consisting of unfriendly individuals are likely to feel
ostracized due to being excluded from the inner circle, and thus
organizational cronyism leads to feelings of organizational ostracism.

In addition, it was found that organizational ostracism has a significant
and negative effect on social capital. This result is consistent with the
results of research Pasha Mehmetoglu et al. (2022), Chaman et al.
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(2021), Javaher et al. (2021). In explaining this result, it can be stated
that people who are excluded, because they are not part of the inner
circle of the organization, are excluded from the social networks
occupied by their surroundings and supporters, and as a result, they
will have less information and access to resources, and thus have a
negative impact on social capital.

The mediating role of organizational ostracism in the relationship
between organizational cronyism and social capital was also
confirmed. This result is consistent with the results of the study by
Javaher et al. (2021).

The results also showed that incivility in the workplace has a
moderating role in the relationship between organizational cronyism
and organizational ostracism among Rasht municipality employees.
This result is consistent with the results of Javaher et al. (2021)
research.
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