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Abstract 

The aim of this study is to determine the effect of nepotism on organizational silence, 
alienation and commitment. As a data collecting method a questionnaire which contains 
nepotism, organizational silence, alienation and commitment scales was used. It was applied 
on 662 employees working in 30 five star hotels in Turkey. Since nepotism covers the 
practices in establishments in which family-relative relations are concentrated, the hotels 
included in the sampling group have been selected from establishments whose proprietors are 
a part of a family/family group. Factor analysis, Cronbach’s Alpha, mean, standard deviation, 
correlation and regression analysis were used to analyze the acquired data. The study results 
revealed that nepotism has a positive relationship with organizational silence and alienation 
and a negative relationship with organizational commitment.  
Keywords: Nepotism, Organizational silence, Organizational alienation, Organizational 
commitment, Hotel, Turkey 
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1. Introduction 

The administrative practices carried out to achieve the activities within an organization have a 
significant impact on the attitudes developed by employees in conjunction with their 
organizations. In this context it is probable that nepotism which can be defined as “giving no 
consideration for factors such as skills, capabilities, success and education level etc. or 
favoring persons without the qualifications required by the job based purely on family or 
kinship relations” (Masters, 1983; Özler, Özler and Gumüştekin, 2007) will have an impact 
on silence and alienation which are attitudes that the employees of an organization will 
develop towards the organization. On the other hand, it can be foreseen that these mentioned 
practices (nepotism) will have a negative impact on the commitment of employees towards 
the organization (Brunetto, Shacklock, Bartram, Leggat, Farr-Wharton, Stanton and Casimir, 
2012). As a matter of fact, studies on various types of establishments about the topic (Abdalla, 
Maghrabi and Al-Dabbagh, 1994; 1998; Ciulla, 2005; Hutcheson, 2002; Ichniowski,  1988;  
Araslı, Bavik and Ekiz, 2006; Özler  et al.,  2007; Asunakutlu and Avcı, 2009; 2010; Büte 
and Tekarslan, 2010; Keleş, Özkan and Bezirci, 2011) emphasize the negative impacts of 
nepotism in terms of the attitudes/behavior towards work or the organization by employees. 
Due to the characteristics of the sector/establishments, this situation is particularly valid for 
service oriented tourism enterprises and may result in negative results for the enterprise in the 
long term. On the other hand, one of the issues observed during the literature review revealed 
that the number of studies endeavoring to determine the negative impact of nepotism in terms 
of the enterprises active in the sector are few. Within this framework, it is important that an 
empiric study is carried out to determine the existing situation in hotel enterprises which form 
a significant group within tourism operations and to generate solutions for identified issues. 
From this point, nepotism was studied in conjuncture with the impact it has on organizational 
silence, alienation and commitment by developing research hypotheses based on relevant 
theoretical foundations and a survey was given to 662 employees working in 30 five star 
hotel operations in three provinces in Turkey which are among the major tourism destinations 
(Antalya:15, İstanbul:10, Afyonkarahisar:5). The findings were interpreted and 
recommendations were made to the relevant parties regarding the subject. 

2. Literature Review and Research Hypotheses 

2.1 Nepotism and Organizational Silence 

In general the concept of nepotism which can be defined as “employing or promoting persons 
based on family or kinship relations without consideration for factors such as skills, 
capabilities, success and education level etc.” (Masters, 1983; Özler et al., 2007) is derived 
from the Latin word “nepos” which means “nephew” (Kiechel, 1984; Abdalla et al., 1994; 
Büte and Tekarslan, 2010), and consists of various acts of favoritism granting privileges at a 
workplace to relatives or persons based on kinship ties instead of merit (Ford and 
McLaughlin, 1985; Araslı and Tümer, 2008; Büte, 2011). It can be explained by the social 
identity theory developed by Tajfel and Turner (1985). According to this theory, people carry 
out a social comparison by comparing their own groups with other groups as a result of social 
classification. Generally this social comparison has a tendency to be biased in favor of the 
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group which the persons are affiliated with (Hortaçsu, 1998). While individuals are carrying 
out this comparison, they can obtain a positive social identity and enact upon their instinct to 
enhance their self respect and perceive their own group superior to the other groups and look 
down on them. This process of the social identity theory is known as in-group favoritism 
(Doosje and Ellemers, 1997; Demirtaş, 2003). The theoretical framework drawn and 
developed regarding nepotism and the functional application actually emerge as a result of 
the favoritism instinct mentioned in this theory and as the subject is carried into an 
organizational environment, nepotism becomes one of the major organizational problem 
groups and generally expresses a negative situation as emphasized in relevant literature 
(Bayhan, 2002; Abdalla et al., 1994;  Abdalla, Maghrabi and Raggad, 1998;  Aközer,  
2003; Asunakutlu and Avcı, 2010). On the other hand, there are also perspectives which 
consider that nepotism, particularly in terms of ownership structure, contains elements which 
contribute to the success of organizations owned by a family or family group. For example a 
study carried out in Turkey (Özler et al, 2007) states that nepotism created various advantages 
for employees and that “people felt more secure and comfortable when they encountered a 
familiar name or figure”. Accordingly, some studies (İyiişleroğlu, 2006; Ichinowski, 1988; 
Abdalla et al, 1998; Hutcheson, 2002; Sadozai, Zaman, Marri and Ramay, 2012) emphasize 
that appointing family members or favored parties to the administration, particularly in 
family enterprises, will discourage high level administrators from leaving in the future and 
even enhance trust and job satisfaction and be an advantage for establishments in this aspect. 
On the other hand, when the subject is approached from a postmodern social perspective, 
including their right to strive for the acceptance of their life styles and culture (Sarıbay, 1994; 
Bayhan, 2002), this practice (nepotism) will be one of the factors which will downsize the 
contribution of the employees who are not acquaintances, kith and kin, and relatives and who 
are a minority. Ultimately this situation is in conflict with contemporary management 
principles which are based on the paradigm that unlike machines, humans bring their 
emotions to the organization environment and these emotions are reflected in the way they 
execute their work (willingness/unwillingness) and based on the essence of nepotism, it can 
also be considered to be an activity which generates discrimination rather than the acceptance 
of the mentioned different emotions.    

The arguments presented in relevant literature on the disadvantages or advantages of 
nepotism for organizations do not present a unanimous consensus on the detailed effects 
particularly in conjunction with the advantages and disadvantages in terms of the sector and 
type of establishment from an organizational perspective. Also the impact level of nepotism 
on silence, alienation and commitment are among major topics in organizational behavior 
which remain unaddressed. It has been observed that no study deals with the situation 
particularly within the framework of hotel establishments where service operations take place 
and it is envisioned that studies which aim to determine the existing situation and the impacts 
for these types of operations where a major part of the work is based on human labor due to 
the nature of the work would contribute to both the sector and operation literature as well as 
administrators and employees in terms of the subject. On the other hand, although the concept 
of “organizational silence” which is accepted as a significant source of problems in 
organizations is cited as the most significant obstacle preventing desired changes and 



Journal of Management Research 
ISSN 1941-899X 

2015, Vol. 7, No. 4 

www.macrothink.org/jmr 85

progress from being realized within organizations (Bayram, 2010), there are many 
dimensions of the subject which still need to be studied (Çakıcı, 2007).  

The concept of organizational silence which describes the attitude of employees generated as 
a consequence of not sharing the feelings, thoughts, ideas, concerns and recommendations 
they may have regarding their work places, the duties they are tasked with or other activities 
of the organization entered into the literature of organizational behavior and management 
with the study carried out by Morrison and Milliken (2000). Morrison and Milliken (2000) 
defined organizational silence in terms of organizational problems as “a phenomenon on a 
collective level which is characterized by employees keeping their knowledge, views or 
concerns about work related issues, problems or challenges to themselves”. According to 
Morrison and Milliken (2000), silence does not only represent opposition but it also arises 
from lack of information, lack of opportunities to express themselves and from the conviction 
that it unnecessary to express ideas since it could turn out to be dangerous (Erenler, 2010). 
According to the “theory of expectation” by Vroom and the “theory of planned behavior” by 
Ajzen if an individual anticipates that a certain behavior will pave the way to desired results 
or that it will prevent undesirable results and the individual’s prognosis for positive results is 
high, the individual will be positively inclined to develop a certain behavior.  At this point, a 
positive assessment regarding the expression of ideas openly will enhance the possibility of 
open speech. However, if the individuals believe that speaking openly will not bring positive 
results, they may develop attitudes such as speaking is not very important or that nothing will 
change, and this  may result in a more profound silence (Pinder and Harlos, 2001; Dyne, 
Ang and Botero, 2003; Çakıcı 2007; Erenler, 2010). Also there are two other significant 
theories on which organizational silence is based, namely “cost benefit analysis” and “the 
spiral of silence” developed by Noelle-Neumann (1991). Indeed, people discuss the benefits 
they may obtain in groups and compare the possible cost of speaking by making a cost 
benefit analysis and behave accordingly. On the other hand, one of the reasons an individual 
may prefer to remain silent is the risk of the individual voicing of an opinion which does not 
coincide with the opinions of the group and the fear of being ostracized. Accordingly, people 
believe that unless they are in the majority, they will not be taken seriously nor their opinions 
valued or be unwilling to express views and opinions (Premeaux and Bedeian, 2003).  

Silence has negative reflections on the organization and employees. The repercussions of 
silence in organizations are revealed as lack of contributing ideas by employees, ignoring 
problems, refraining from negative feedback, filtering of information and unresponsiveness in 
the face of problems. Such behavior obstructs effective decision making, progress and 
performance enhancement (Morrison and Milliken, 2000; Premeaux, 2001). The negative 
impact of silence on the employees manifests itself as the individual feeling powerless for 
speaking frankly about work related problems and concerns, decrease in the feelings of 
commitment to the organization, sense of belonging, security, appreciation and support, 
inability to feel job satisfaction and a desire to quit. Remaining silent about subjects that they 
know and are good at may be painful to employees; the stress brought by the inability to do 
anything may cause employees to experience psychological stress and feelings of 
worthlessness (Detert and Edmondson 2005; Barçın, 2012). In addition, silence is a 
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significant obstruction for sharing information. The silence of employees may minimize 
cooperation and by triggering conflict obstruct effective decision making, alternative view 
points, negative feedback and have a negative impact on decision making and change 
processes by obstructing correct information (Huang, Vliert Vegt, 2005; Erenler, 2010). 
Executive and organizational factors (such as mistrusting management, management’s 
apprehension of negative feedback, form of management, fear of ostracism, fear of 
consequences to other fellow employees, organizational culture, etc.) hold a significant place 
within this phenomenon, which has negative reflections in general both for individuals as 
well as organizations (Korsgaard, Roberson and Rymph, 1998; Morrison and Milliken, 2000; 
Dyne et al., 2003; Çakıcı, 2007; Brinsfield, Edwards and Greenberg, 2009). One of the 
organizational problems existing particularly in organizationsis the perception that nepotism 
qualifies as one of the main executive subjects with a significant impact on the silence of 
employees. The reason is that the phenomenon of silence which contains negative effects in 
terms of the organization and employees in general will be affected by nepotism and the 
impacts on organizations will naturally be  substantial. In this respect, a study of 
determining/studying the impact of nepotism which is a significant problem in terms of the 
healthy functioning of organizations on silence which is another significant source of 
problem for organizations.  Within this scope, the first hypothesis of the study has been 
developed as follows.  

H1: There is a positive correlation between the nepotism perception of hotel employees and 
the levels of organizational silence (nepotism increases organizational silence). 

2.2 Nepotism and Organizational Alienation 

There is no doubt that nepotism will have a subsiding effect on the morale of employees who 
are obliged to transact business and work with the relatives of high level executives and feel 
that a family member is being promoted and awarded without merit (Ichniowski, 1988;  
Abdalla  et al.,  1998, Asunakutlu and Avcı, 2010) and harm organizational relations, 
weaken the bonds between employees, cause a general inefficacy in the work environment  
(Ichniowski,  1988;  Abdalla et al.,  1998) and have a negative impact in general on the 
satisfaction level of employees (Araslı  et al.,  2006), their sense of security (Keleş et al., 
2011) and naturally on the attitudes developed by employees towards their organizations. 
Alienation, which is another negative attitude developed by employees towards their 
organizations, can also be assessed in this perspective. The concept of alienation which is 
generally defined as “a state of a social-psychological disorder consisting of an introverted 
attitude brought on by a lack of values and by the exclusion from social processes, a status 
which causes to self-alienate in reality either in his private or organizational life which 
disrupts his natural functional order, the disengagement of the psycho-social dimensions of 
human existence and hence disassociation from the essence of self, from his product as well 
as from his natural and social environment” (Seeman,1967; Tolan, 1981; Pappenheim, 2000) 
which was first studied systematically by Hegel and later followed by Marx, Durkheim and 
constituted a subject for several philosophers which were non-empiric studies based on 
socio-economic, psycho-social and religious grounds.  
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The feasibility of empirical studies regarding alienation became debatable in 1959 with 
Seeman’s involvement in the first studies on the dimensions of alienation. Seeman’s (1959) 
study was carried out by addressing alienation in five dimensions which are “powerlessness”, 
“meaninglessness”, “anomie” (normlessness), “social isolation” and “self estrangement” in 
addition to an assessment of the ideas of recognized by social scientists such as Marx, Weber, 
Durkheim, Merton and Mills (Seeman,1959; Er, 2007). In 1963, a scale, based on the 
dimensions Seeman’s (1959) approach to alienation, was developed by Middleton which 
included “job alienation” dimension. In the following years, Mottaz (1981) studied the works 
of Seeman (1959), Middleton (1963) and several other researchers on alienation and 
addressed the issue in three dimensions namely “powerlessness”, “meaninglessness” and 
“self-estrangement”. According to the findings of Mottaz (1981), within each occupational 
group, perceptions related to personal work values generate different levels of self alienation 
in the executed work. Therefore, alienation which is the subject of organizational studies is 
considered as a negative situation which reflects the status of the estranged expectations of 
individuals on a general level from affiliated organizational structures, values, rules and 
relations (Şimşek, Çelik, Akgemici and Fettahoğlu, 2006). These antecedent negative aspects 
pave the way for organizational problems in the organizational environment particularly as 
loss of job satisfaction and satisfaction in life, low productivity, low motivation, high job 
stress, low level of loyalty to the work and organization, high level work force turnover and 
quitting, alienation from work, estrangement from work and low perception of organizational 
health (Kanungo, 1992; Erkılıç, 2012) which are among the dominating factors which 
minimize the degree of contribution of the employees to the organization.  

Although there are numerous environmental and organizational factors which contribute to 
the development of alienation by an employee towards the organization, if  employees 
perceive that information flow, employee recruitment and selection, promotion, work division, 
delegation of authority, relations in the work place and ultimately organizational practices 
dealing with organizational factors such as execution styles based on nepotism, it is 
unavoidable that employees will develop an attitude of alienation towards their relevant 
organizations. Ultimately it has been determined that this situation will causenepotism to 
have an impact on the alienation of employees against their organizations and it is observed 
that this subject has not been emphasized in relevant literature. It is remarkable that a 
significant part of the studies addressing the subject (Padgett  and Morris,  2005; Abdalla et 
al., 1994; 1998; Ciulla,  2005;  Ford  and  McLaughin,  1985;  Hutcheson,  2002; 
Ichniowski,  1988;  İyiişleroğlu  2006; Araslı et al., 2006; Özler  et al.,  2007; 
Asunakutlu and Avcı, 2010)  are studies which endeavor to define the concept, describe the 
positive and negative aspects as well as reveal the relations with various organizational 
behavior subjects (job satisfaction, security, cynism, etc.). On the other hand, nepotism is a 
significant attitude which employees may develop against their organizations and while it is 
possible to determine that it has an impact on the alienation phenomenon consisting of 
negative results both for employees as well as organizations, it can be said that there is very 
little research in the literature addressing this subject. Within this scope the second hypothesis 
of the study has been developed as follows.  



Journal of Management Research 
ISSN 1941-899X 

2015, Vol. 7, No. 4 

www.macrothink.org/jmr 88

H2: There is a positive correlation between the nepotism perception of hotel employees and 
the levels of organizational alienation (nepotism increases organizational alienation). 

2.3. Nepotism and Organizational Commitment 

The commitment of employees towards their organizations is a significant organizational 
behaviour which is affected by other attitudes towards their organization (job satisfaction, 
organizational health, burnout, etc.). Organizational commitment which can be defined as “the 
high level of conviction and acceptance of employees in embracing the goals and values of the 
organization and resulting strong desire to strive for the goals of the organization, remain 
within the organization and continue organizational membership” (Mowday, Steers and Porter, 
1979) consists of activities which have been generated as a result of the attitude of commitment 
that individuals have for their organizations (Reichers, 1985) has been studied in relevant 
literature from various perspectives. The first perspective mentioned above states that 
commitment is based on an attitudinal or behavioral basis. Accordingly, while scientists 
studying organizational behavior put emphasis on attitudinal commitment, social psychologists 
concentrated more on behavioral commitment (Mowday et al, 1979). In advanced stages of the 
studies, a multifaceted study on the subject of organizational behavior exposed this concept to a 
three dimensional examination in terms of affective, continuance and normative commitment 
(Meyer and Allen, 1997). In this context, affective commitment which consists of the first 
dimension of organizational commitment is defined as the status of employees choosing to 
remain in the organization as a result of the affection felt by the individuals towards the 
organization; continuance commitment is dictated by a necessity to remain in the workplace 
when considering the negative aspects of quitting while in normative commitment employees 
are prevented from leaving as a result of a feeling bound to the organization by an ethical sense 
of duty (Meyer, Stanley, Herscovitch and Topolnytsky, 2002). A general assessment of these 
three approaches reveals that affective commitment which is the first dimension of 
organizational commitment is based on the desire to remain in the organization; continuance 
commitment is based on necessity, while normative commitment is based on a sense of 
obligation (Obeng and Ugboro, 2003; Chen and Francesco, 2003).  

One of the most significant issues for the administration of an organization is the level of 
commitment employees have in executing their duties for the organization and using all their 
skills and knowledge for their organization. In this context, the characteristics of an employee 
with a high or low level of organizational commitment are an important path indicator in 
terms of the success of the organization. For this reason it is very important for every 
organization that their employees are committed to the organization. On the other hand, hotel 
operations which hold an important place in the tourism industry are faced with great 
difficulties in recruiting employees who are committed to the organization. Major efforts are 
required to enhance the organizational commitment of employees in hotel establishments 
where staff turnover is high (Birdir 2000; Tarlan and Tütüncü, 2001). Because, with the 
increase of job satisfaction, performance and self confidence, the organizational commitment 
of personnel increases and turnover in organizations decreases (Pelit and Kılıç, 2012). The 
quality of employees employed by hotel establishments and the attitudes they develop against 
the organization are also important for the organization as well as for ensuring customer 
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satisfaction. As a matter of fact, La Lopa (1997) has determined that there is a positive 
relationship between the organizational commitment of employees and the establishment of 
good relations with customers.  

Considering that the reasoning and attitudes of employees towards the work which has a 
labor intensive characteristic and towards the hotel establishment itself have a major impact 
on organizational commitment, one of the important issues will be that these attitudes of the 
employees will be influenced by acts of nepotism in the organization. Although numerous 
work related attitude variables which are related to or have an impact on the organizational 
commitment of employees have been determined in the relevant literature (working 
conditions, job satisfaction, burnout, empowerment, mobbing etc.), including studies 
regarding organizational commitment in terms of these determined variables (Vartia 1996; 
Abdalla et al., 1998; Chebat and Kollias, 2000; Carless, 2004; Padgett and Morriss, 2005; 
Asunakutlu and Avcı, 2010; Kurkun, Güripek and Aktaş., 2010; Yüksel and Tunçsiper, 2011; 
Pelit and Kılıç, 2012), studies regarding the relationship status of nepotism and organizational 
commitment on the attitudes to be developed by employees towards their organizations is yet 
another area which is limited in the relevant literature. In fact, when variables affecting 
organizational commitment and their contents are taken into consideration, the perceptions of 
employees in terms of nepotism may have decisive impact in determining the affective 
commitment employees will nurture towards their organizations. At this point, nepotism 
which is perceived as a negative attitude on the whole also harbors characteristics which may 
have a negative impact on the level of commitment of employees resulting in negativities 
which are undesirable for the employees (employee recruitment-selection, job design 
processes, discrimination in promotions, etc.). Thus, by determining the present status of the 
subject particularly in hotel establishments will contribute both to the sector and 
establishment administrators and to the relevant literature for taking precautions. Within this 
scope the third hypothesis of the study has been developed as follows.  

H3: There is a negative correlation between the nepotism perception of hotel employees and 
the levels of organizational commitment (nepotism minimizes organizational commitment). 

The research model which has been generated within the theoretical framework and 
hypotheses presented above for this studyis presented in Figure 1. 
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Figure 1. The Research Model 
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centered trend gained acceptance and today the employee is accepted as the main resource of 
the organization. In this respect, in organizations which are dominated with the contemporary 
post modern management concept, the employee is assessed as a social entity rather than a 
“mechanical” model, acting out a role in the execution of work reflecting feelings (Goleman, 
2001) which generate attitudes towards both the individuals and  the organization and many 
studies carried out regarding work lives have focused on the reflections of these attitudes on 
organizations. Particularly because of the negative consequences, silence and alienation are 
among undesirable employee attitudes from the perspective of organizations, whereas each 
organization/manager wants their employees to have a high level of organizational 
commitment because of the positive input it brings. At this point, due to its nature nepotism 
will increase silence and alienation which are adverse attitudes generated by employees 
against organizations and have a negative impact on the organizational input. Ultimately, this 
situation is undesirable both in terms of the organization and the employee and is in conflict 
with the efforts to achieve a fair management structure which has been a major issue (area of 
debate) since ancient times (Socrates, Plato) and continues to be a major subject in terms of 
contemporary modern management and organization theories. As a matter of fact, Araslı et al. 
(2006), who claimed that nepotism is an unethical behavior, indicated that a study carried out 
in the relevant subject revealed that nepotism practices in human resources of organizations 
had a negative impact on the level of justice perceived by the other employees.  

As can be observed from the theoretical information given in the previous part of the study, 
when employees become aware of nepotism in the organization regardless of the activity area, 
the factors which trigger negative attitudes of employees towards the organizations 
accompany this awareness. The significance of relevant studies in terms of creating 
awareness of the situation and taking precautions is an actual topic. On the other hand 
although relevant literature indicates that nepotism is more common in family and service 
establishments compared to other types of businesses (Araslı et al, 2006; Büte, 2011), it is 
possible to say that the number of studies which lay down the present situation in hotel 
establishments is rather limited. Particularly when taking into consideration both the capital 
and the labor structure of hotel establishments, it is possible to refer to a management 
structure which may provide an opportunity to exercise nepotism. Indeed, as in the case of 
Turkey example where the study was carried out, it can be said that in terms of proprietorship 
(capital) structure where most of the hotels are owned by family groups and the possibility of 
a structure based on cultural characteristics will provide more opportunities for nepotism 
which will be a significant basis for tstudying the generated hypotheses. In addition, the 
research findings gathered in order to determine the existing situation in hotel establishments 
will contribute to relevant literature as well as awareness and thus contribute to the sector and 
establishment managers in taking precautions.  

3. Methodology 

3.1. Sampling and Data Collection 

The target population of the study consisted of five star hotel employees in Turkey. Due to 
limitations in terms of time and costs, sampling was used in the study. Within this context a 
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total of 30 hotels were selected which were sampled with the cluster method (Ural and Kılıç, 
2006) out of which 15 were in Antalya representing coastal resort hotels, 10 were in Istanbul 
representing urban/city hotels, while 5 locations in Afyonkarahisar represented thermal hotels. 
The reason why the employees of hotel establishments in these regions were selected was 
because the provinces of Antalya, Istanbul and Afyonkarahisar are the most significant 
destinations in Turkey in their respective areas of activity and in this context they contain the 
maximum number of five star hotel establishments. On the other hand, since acts of nepotism 
are mainly displayed in establishments belonging to family groups, hotels under the 
proprietorship of a family/family group were included within the scope of the sampling. In 
this context, since the number of units (employees) consisting of the target population 

exceeded ten thousand, the sampling volume calculation formula  222 /. dZn ασ=  
recommended by Özdamar (2001) and Sekaran (2003) for infinite populations (n>10.000) 
and quantitative research was used. A pilot application was carried out on 60 employees for 
standard deviation (σ) and effect size (d) values parameters comprising the formula. 
Accordingly, the values used for standard deviation was σ=1.2, effect size was d=0.1and in 
theory Zα=1.96 was appropriated for significant level α=0.05 to calculate the minimum 
sampling volume formula as 554. In addition, 700 face to face surveys were executed in 
anticipation that the surveys used to collect data may not be filled completely or that they 
may not be returned and a total of 662 survey forms were assessed. 50.6% (n=335) of the 
total 662 employees in the sampling group were employed by five star hotel establishments in 
Antalya, while 30.4% (n=201) were employed by such establishments in Istanbul and 19.0 
(n=126) were employed in Afyonkarahisar. The distribution of the returned survey forms is 
directly proportional to the number of five star hotels in Turkey according to type (urban, 
resort and thermal).  66.6% (n=441) of the participants were male, 33.4% (n=221) were 
female, 32.1% were university graduates,  53.6% were high school graduates, 15.3% were 
elementary school graduates or less, 71.1% were married and 28.9% were single.  

The method used in the study to collect data consisted of five parts. Various individual 
characteristics of the participants were included in the first part, scale factors regarding 
nepotism were included in the second part while the third part contained organizational 
silence and the fifth part was dedicated to scale factors regarding organizational commitment. 
The nepotism scale used for the study consisted of three dimensions (promotion, working 
procedure, employee recruitment and selection) and 14 items derived from a study carried out 
by Ford and McLaughin  (1985) on the subject and the scale established by Abdalla  et al.  
(1998 “nepotism scale” of Asunakutlu and Avcı (2010) in which validity and reliability of the 
scale in Turkey is proved;  “employee silence behavior scale” for organizational silence 
consisting of a single dimension and 12 items established by Erenler (2010) based on his 
validity and reliability studies of theoretical and applicable works related to organizational 
silence (Dyne et al, 2003; Amah and Okafor, 2008; Çakıcı, 2008; Tangirala and Ramanujam, 
2008; Park and Keil, 2009); the “organizational alienation scale” established by Mottaz (1981) 
was used for three dimensioned scale (powerlessness, meaninglessness, self-estrangement) 
consisting 21 items; and for the organizational commitment scale consisting of three 
dimensions (affective, continuance, normative) and 20 items, the “organizational 
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commitment scale-OCQ” developed by  Meyer and Allen (1991, 1997) were used. The 
Likert five point scale (1932) type rating was used for the scales in the study. Within this 
framework the participation levels of the employees in the sampling group is graded as 
“1=strongly disagree, “2=disagree”, “3=neutral”, “4=agree”, “5=strongly agree”. 

3.2. Data Analysis 

The perceptions of nepotism and organizational silence, alienation and commitment levels of 
the employees in the study were interpreted by calculating the descriptive statistical method 
employing arithmetical means and standard deviation values. In addition, the Pearson 
correlation analysis was applied to reveal the relations between the variables. The following 
characterization was used to interpret the correlation coefficient obtained as a result of the 
correlation analysis: 0<r<0.19 “very poor”, 0.20<r<0.39 “poor”, 0.40<r<0.59 “average”, 
0.60<r<0.79 “strong” and 0.80<r<1.00 “very strong” (Ural and Kılıç, 2006). On the other 
hand, in order to determine the cause and effect relationship between the variables (the 
impact of nepotism on silence, alienation and commitment), simple and multiple linear 
regression models were established. While nepotism was handled as an independent variable 
in the regression model, organizational silence, alienation and commitment were handled as 
dependent variables. Factor analysis was used in the study to verify the validity of the scales 
used in the study and Cronbach’s Alpha coefficients were calculated for the validity of 
reliability. SPSS 17.0 for Windows package program was used in the analysis of the obtained 
data.  

4. Results and Discussion 

The arithmetical mean and standard deviation values for the factor analysis regarding the 
scales for nepotism, organizational silence, alienation and commitment in the study 
(eigenvalues, variance explanation ratio) and reliability analysis (Cronbach’s Alpha) results 
and the nepotism perceptions and levels of organizational silence, alienation, commitment  
are presented in Table 1.  

As a result of the applied factor analysis, the eigenvalue of nepotism is more than 1 and 
gathered under the three factors which explain the total variance of 76.494% (promotion, 
working procedure, employee recruitment and selection). In addition, it has been determined 
that 71.328% of the total variance of the silence scale is explained under a single factor, 
74.252% of the total of the alienation scale are explained under three factors (powerlessness, 
meaninglessness, self-estrangement), while the total variance of 68.094% of the commitment 
scale is explained under three factors (affective; continuance; normative). On the other hand, 
it has been determined that all of the Cronbach’s Alpha coefficient values regarding the 
reliability of the scales exceed the critical value of 0,70 (Harman, 1967; Sekaran, 2003; 
Morgan, 2004; Ural and Kılıç, 2006) (Table 1). 
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Table 1. Some statistics of the scales and subscales 

Factors: Scales and Subscales 
Number 
of Item 

Eigen 
values

% of  
Variance 

Cronbach’s 
Alpha 

Means SD 

Nepotism: PR 5 10.346 32.327 0.768 2.54 1.32
Nepotism: WP 6 9.358 29.241 0.816 2.49 1.23
Nepotism: ER 3 4.777 14.926 0.798 2.48 1.28

Nepotism (Overall) 14 - 76.494 0.879 2.50 1.20

Silence (Overall) 12 9.568 71.328 0.841 2.56 1.00

Alienation: powerlessness 7 9.897 28.816 0.798 2.68 1.14
Alienation: meaninglessness 7 9.043 26.329 0.755 2.79 1.24
Alienation: self-estrangement 7 6.562 19.107 0.767 2.57 0.98

Alienation (Overall) 21 - 74.252 0.809 2.68 1.00

Commitment: affective 7 8.123 26.301 0.788 3.42 1.20
Commitment: continuance 7 6.920 22.407 0.790 3.28 1.14
Commitment: normative 6 5.987 19.386 0.762 3.25 1.17

Commitment (Overall) 20 - 68.094 0.833 3.32 1.16

Notes:  PR: promotion;  WP: working procedure;  ER: employee recruitment and selection (subdimensions of nepotism) 

A study of the averages in Table 1 reveals that nepotism perceptions of the study sampling 
group ( Χ=2.50) as well as the levels for organizational silence ( Χ =2.56) and alienation 
( Χ =2.68) are below the mean value of 3 points. These values can be interpreted to mean that 
the assessment of employees regarding nepotism, silence and alienation is not very negative. 
However, it has been determined that the levels of organizational commitment of the 
employees is above average ( Χ=3.32). A study of the average arithmetical values of the 
subdimensions (sub scales) of nepotism scales reveals that perception points of employees 
regarding “promotion” ( Χ =2.54) is higher (more negative) than the perception points for 
“working procedure” ( Χ =2.49) and “employee recruitment and selection” ( Χ=2.48). This 
situation shows that employees believe that nepotism is carried out particularly in terms of 
promotion, an issue which has been emphasized by relevant studies carried out in various 
sectors in Turkey (Asunakutlu and Avcı, 2010; Büte and Tekarslan, 2010). This result from 
the study can be explained by associating the “power culture” of Handy (1981) and 
“individualism-collectivism” organization typologies of Hofstede (1980; 1998) in terms of 
the reflection of culture on organization types. It is particularly common in Turkey that the 
proprietor of any establishment or family members are on the executive board and family 
elders are bosses in the organization and considering that those who are not related to or 
affiliated with the top level management can only get a chance to get somewhere (Erdem, 
2007) by showing excessive special effort, it is possible to say that power culture will play a 
role in the promotion decisions given in an organizational environment (Touron, 2002). Yet, 
the society in Turkey instead of entering the cultural dimensions of the collectivism of 
Hofstede (1980; 1998) has a structure in which the focus is on the relationship rather than the 
job and this is reflected in the structures of organizations.  In fact, the findings from many 
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studies indicate that behavior is also affected particularly on the organizational level of the 
social culture (Tessema, and Soeters, 2006; Teerikangas and Laamanen, 2002; Erdem, 2007; 
Sargut, 2010). It is safe to say that promotion applications are likely to be dictated by 
personal relations (relationship focused) rather than any given standards in the organization 
structures active in the Turkish community which has a tendency towards the dimension of 
collectivism culture, while the relations within the organization may be more inclined 
towards relations with spouse, kith and kin, friends and partiality. On the other hand, this 
negative situation which is assessed within the scope of nepotism also has a negative 
reflection on the job satisfaction of employees (Asunakutlu ve Avcı, 2010) as well as their 
trust in the organization (Keleş et al, 2011) and is problematic in terms of efficiency and 
performance which is undesirable for the organization and increases the tendency of 
employees to quit (Araslı et al, 2006).   

In addition, although the levels of silence of the employees in the hotel establishment were 
below average ( Χ =2.56),it is still necessary that precautions should be taken in order to 
further decrease or entirely dispose the levels of employees’ silence. Considering that this 
aspect usually involves the perception of employees regarding top level management, it is 
necessary that a management concept in which employees feel that the top level is open to 
listening them,valuing their views and ideas.By this way, employee silence behavior will 
decrease and employees will be more willing to voice their ideas. Otherwise, the perception 
of employees that the management level is not open may enhance the tendency to remain 
silent (Erenler, 2010). Indeed, this aspect has been emphasized in various studies (Saunders, 
Sheppard, Knight and Roth, 1992; Premeaux and Bedeian, 2003; Amah and Okafor, 2008). 

The points for the sub dimensions of the organizational alienation scale for 
“meaninglessness” being higher ( Χ =2.79) (negative) indicates that the participants are more 
estranged from the organization in terms of “meaninglessness”. On the other hand, it has been 
determined that the highest levels of organizational commitment in the five star hotel 
employees in the study is in the affective commitment aspect ( Χ =3.42). Another study carried 
out with hotel employees in Turkey (Erkılıç, 2012) revealed the same results in which the 
highest estrangement levels of employees in terms of their organizations have been in the 
meaninglessness dimension and this situation especially may lead employees to query the 
goals and significance of the work they are doing and gradually alienate them from their 
work. On the other hand, the fact that the highest points went to the organizational 
commitment levels of the employees is a desirable result for the organizations. Particularly, 
affective commitment, addressed as affectively choosing to remain with an organization by 
individuals, denotes a display of integration of the employee within the organization and the 
reason for wishing to remain in the organization is identification with the goals of the 
organization (Huselid and Day, 1991).Thus, studies carried out on the subject emphasize that 
employees should primarily have a high level of affective commitment (Brown, 2003). 

A correlation matrix for the variables regarding the views of hotel employees on nepotism, 
organizational silence, alienation and commitment in terms of subdimensions is given in 
Table 2.  
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Table 2. Correlations matrix 
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Nepotism (PR) 0.701** 0.395** 0.438** 0.497** 0.494** -0.357** -0.284** -0.330** -0.402**

Nepotism (WP) 0.747** 0.375** 0.536** 0.545** 0.542** -0.362** -0.283** -0.308** -0.437**

Nepotism (ER) 0.714** 0.379** 0.494** 0.569** 0.534** -0.324** -0.282** -0.272** -0.418**

Nepotism (Overall) 0.766** 0.408** 0.520** 0.570** 0.556** -0.370** -0.301** -0.322** -0.421**

Silence (Overall) 1.000 0.503** 0.549** 0.644** 0.628** -0.397** -0.267** -0.334** -0.402**

Alienation (Overall) 0,628** 0,889** 0,917** 0,868** 1,000 -0,320** -0,208** -0,256** -0,415**

Commitment (Overall) -0.402** -0.254** -0.478** -0.370** -0.415** 0.830** 0.562** 0.777** 1.000

Notes: - **: Correlation is significant at the 0.01 level (two-tailed);   

PR: promotion;   WP: working procedure;   ER: employee recruitment and selection (subdimensions of nepotism) 

Accordingly, all the correlation coefficients in the table have been found significant 
(p<0.001). A study of the correlation coefficients reveals that there is a strong positive 
correlation between nepotism and subdimensional general organizational silence 
(0.60<r<0.79). It has also been determined that there is a positive correlation of medium 
strength between nepotism and its subdimensions and general organizational alienation 
(0.40<r<0.59). In addition a negative correlation of medium strength has been determined 
between nepotism and its subdimensions and general organizational commitment (0.40<r< 
0.59). The correlation coefficients given in Table 2 show that in terms of the “working 
procedures” dimension of nepotism, organizational silence (r=0.747), organizational 
alienation (r=0.542) and organizational commitment (r=-0.437) have the highest affiliation 
levels. The analysis results among the variables presented in Table 2 manifest that when the 
perception of nepotism among employees increases, so does the level of organizational 
silence and alienation, while the level of organizational commitment decreases (negative 
impact).   

When it is taken into consideration, in terms of both silence and alienation, nepotism is 
associated on the highest level with assertions/circumstances in conjunction with the 
execution of procedures, it is inevitable that this will enhance the levels of organizational 
alienation and silence of the employees and decrease their levels of organizational 
commitment. Indeed, it is manifested in literature (Asunakutlu and Avcı, 2009; Keleş et al, 
2011; Büte; 2011) that this adverse situation which emerges particularly during the execution 
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process leaves employees with a lack of organizational trust and has a negative impact on 
their job satisfaction, motivation, organizational commitment and performance. In addition, 
the correlation coefficients in Table 2 reveal that there is a strong positive correlation between 
silence and alienation (r=0.628), average negative correlation between silence and 
commitment (r=-0.402) and an average negative correlation between alienation and 
commitment (r=-0.415). Particularly, the high level correlation between silence and alienation 
which are undesirable features for organizations is a significant indication that they will be 
accompanied by new organizational problems or increase the existing ones. Especially, 
remaining silent regarding issues which an employee is experienced and well informed about 
is upsetting and this may cause the employee to feel disturbed, lose motivation and 
experience a feeling of helplessness and worthlessness (Morrison and Milliken, 2000; Çakıcı, 
2008; Alparslan and Kayalar, 2012). This situation is one of the factors which will increase 
the attitude of alienation of an employee against his respective organization. On the other 
hand, relevant studies emphasize that especially alienation (Özbek, 2011; Mercan, 2006) and 
silence (Çakıcı, 2008, Eroğlu et al, 2011; Barçın, 2012; Alparslan and Kayalar, 2012) have a 
negative correlation with commitment (decreases commitment) which is verified by the 
present findings from the hotel employees within the scope of this study. Considering that the 
reasons pushing employees into silence and alienation against their organizations contain 
features which will decrease their organizational commitments, the importance of facilitating 
policies by the managements which will eliminate these reasons becomes obvious.  

The results of the simple linear regression analysis carried out in order to reveal the impact of 
general nepotism on general organizational silence, general alienation and general 
commitment are given in Table 3.  

Table 3. The simple linear regression analyses regarding the correlation between nepotism and 
organizational silence, alienation and commitment 

Dependent 
variable 

Model bj 
     
S(bj) 

t p R2 ANOVA 

Organizational  
Silence 

Constant 0.969 0.058 16.767 0.000*** 
0.586 

F=934.630 
p=0.000*** Nepotism 0.636 0,021 30.572 0.000*** 

Organizational  
Alienation 

Constant 1.528 0.075 20.421 0.000*** 
0.309 

F=294.809 
p=0.000*** Nepotism 0.463 0.027 17.170 0.000*** 

Organizational  
Commitment 

Constant 4.925 0.095 51.935 0.000*** 
0.177 

F=141.860 
p=0.000*** Nepotism -0.407 0.034 -11.910 0.000*** 

Notes: Standardized regression coefficients are reported; ***:p<0.001; bj: coefficient; S(bj): standard error;  

independent variable: nepotism;  PR: promotion;  WP: working procedure;  ER: employee recruitment and selection;   

According to the findings in Table 3, a significant linear regression model has been 
determined between the variables (p<0.01). The explanation ratio of the model of R2=0.586 
calculated between nepotism and organizational silence indicates that 58.6% of the changes 
in terms of organizational silence are explained by nepotism. Likewise, 30.9% of the changes 
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in organizational alienation and 17.7% of the changes in organizational commitment are 
explained by nepotism. The model obtained through the results of simple regression analysis 
is presented as follows:  

Organizational Silence = 0.969  + 0.636 x Nepotism 

Organizational Alienation = 1.528 + 0.463 x Nepotism 

Organizational Commitment = 4.925  - 0.407 x Nepotism 

The models established in compliance with the regression analysis results reveal that an 
increase of one unit in nepotism causes an increase of 0.636 units in organizational silence 
and a 0.463 unit increase in organizational alienation and a decrease of 0.407 units in 
organizational commitment. The multiple linear regression analysis results obtained from the 
applications for the subdimensions of nepotism (promotion-PR-, working procedure-WP-, 
employee recruitment and selection-ER-) on organizational silence, alienation and 
commitment are given in Table 4.  

The findings in Table 4 show that the established regression model is significant (p<0.01). A 
study of the t values in terms of the significance of the coefficients in the regression models 
(bj) reveals that the aspect of nepotism which has the greatest impact on organizational 
silence, alienation and commitment is the “working process” dimension. This result is 
supported by the results achieved from the correlation analysis. The multi variable linear 
models obtained as a result of the analysis are presented as follows.  

Organizational Silence = 0.967 + 0.186 x PR + 0.296 WP + 0.155 ER 

Organizational Alienation = 1.529 + 0.092 x PR + 0.180 WP + 0.191 ER 

Organizational Commitment = 4.931 – 0.069 x PR – 0.423 WP – 0.081 IA 
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Table 4. The multiple linear regression analysis regarding the correlation between nepotism 
and organizational silence, alienation and commitment  

Dependent 
variable 

Model bj S(bj) t p R2 ANOVA 

Organizational  
Silence 

Constant 0.967 0.058 16.735 0.000***

0.586 
F=312.816 
p=0.000*** 

Nepotism (PR) 0.186 0.034 5.505 0.000***

Nepotism (WP) 0.296 0.051 5.795 0.000***

Nepotism (ER) 0.155 0.043 3.586 0.000***

Organizational 
Alienation 

Constant 1.529 0.075 20.428 0.000***

0.311 
F=99.007 
p=0.000*** 

Nepotism (PR) 0.092 0.044 2.101 0.036* 

Nepotism (WP) 0.180 0.056 3.214 0.002** 

Nepotism (ER) 0.191 0.066 2.895 0.004** 

Organizational 
Commitment 

Constant 4.931 0.094 52.386 0.000***

0.192 
F=52.594 
p=0.000*** 

Nepotism (PR) -0.069 0.055 -2.528 0.039* 

Nepotism (WP) -0.423 0.083 -5.093 0.000***

Nepotism (ER) -0.081 0.071 -2.584 0.034* 

Notes:  Standardized regression coefficients are reported; *p<0 .005; **p <0 .01; ***:p<0.001;    

PR: promotion;  WP: working procedure;  ER: employee recruitment and selection  

bj: coefficient; S(bj): standard error; Independent variable: subdimensions of nepotism 

The results of the correlation and regression analyses carried out within the scope of the study 
contain findings which support the study hypotheses that “nepotism increases the levels of 
organizational silence and alienation of hotel employees and decreases their level of 
organizational commitment”. Indeed, when considering that nepotism includes favoritism of 
family members or relatives in an establishment, it is inevitable that the attitudes of silence 
and alienation in employees against the organizations which are undesirable will increase. 
When individuals working in the same environment feel that others receive preferential 
treatment, they will develop negative feelings towards their organization. On the other hand, 
the possibility that revealing these negative feelings may restrict the other benefits enjoyed by 
the employee or termination of employment may push him or her into silence when faced 
with such events and ultimately diminishes motivation and generates helplessness (Abdalla et 
al, 1998; Asunakutlu and Avcı, 2010) and a feeling of worthlessness pushes the individual 
into a feeling of alienation towards the organization. This situation will result in a decrease in 
the feeling of commitment which is a highly esteemed attitude in employees from the 
perspective of organizations. Especially, if an employee perceives/witnesses that a fellow 
employee generating the same labor, doing the same job is being favored, it will induce a 
perception of inability to claim the fruits of his labor which will trigger alienation against the 
organization.  

The proprietors or managers of organizations particularly in societies with excess power 
distances tend to disassociate their relative groups from the others. In addition, when the 
tendency to prioritize acting together plays a dominant role, there is a strong possibility that 
kinship and nepotism will increase (Sargut, 2010). This feature is particularly prevalent in 
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Turkish society which has a cultural structure including power distance and collectivism 
(Hofstede, 1980; 1998) and where the administrators naturally reflect their upbringing into 
managerial behavior which results in a relationship focused rather than task focused 
behavioral tendency. When this occurs, organizational efficiency decreases rapidly and 
organizations are faced with problems in reaching their goals particularly under conditions 
where human resources lack in quality and where the self control and self management skills 
of subordinates are insufficient (Wilkinson, Eberhardt, McLaren and Millington, 2005; Sargut, 
2010).  To this end, this situation which is valid particularly for hotel establishments where 
the number of employees is more than manufacturing enterprises due to the nature of the 
work will cause the efficiency of the activities carried out in a hotel establishment to decrease 
as a whole. Middle and upper level administrators should be particularly aware of this 
situation and act accordingly and be careful and avoid acts of nepotism which would create a 
perception of nepotism in the organization. 

5. Conclusion and Implications 

Regardless of the area of activity, the fundamental basis of any organization established for 
commercial purposes is to earn a profit and in order to earn such a profit it is very important 
that the activities within the organizational environment should include modern management 
applications. When the impact of social benefits on the productivity of employees became 
evident, working conditions have developed in favor of human resources and thus, 
organizations have been obliged to continuously enhance the working conditions of 
employees and with the impact exerted by various pressure groups (labor unions, human 
resources organizations, democratization tendencies, etc.) working conditions have taken a 
developing trend. However, in addition to this, it is also possible to talk about the presence of 
significant problems of the subject nowadays. Particularly, the fact that some jobs in the 
labor-intense establishments active in the tourism sector contain negative conditions in some 
situations and conditions which are accompanied by major problems and  nepotism, 
organizational silence and alienation hold a key position in these problem groups. Particularly, 
if an employee feels that due to various reasons (not being a family or relative group member) 
other colleagues doing the same job is favored by upper management, this situation will 
become a problem for the employee and this perception will have a negative impact on the 
job satisfaction, lead the employee to lose trust in the organization as well as motivation 
(Ichniowski, 1988;  Abdalla  et al,  1998; Keleş et al, 2011) and thus postpone his or her 
work which may generate extremely negative results for the organization. Therefore, attitudes 
of silence and alienation which have negative individual and organizational impacts in 
general are undesirable traits in employees according to organizations.  

Various situations caused by both the structure of the organization, ownership and  
management structure as well as problematic communication channels may steer employees 
into these undesirable attitudes regarding their organizations.  This situation will ultimately 
have a negative impact on the feelings of commitment of the employees regarding their 
organizations. At this point, nepotism is a significant management issue with an impact on 
both the silence and alienation of employees. There is no doubt that these negative results 
will have a negative impact on the organizational commitment of employees. A need in terms 
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of research into this issue in hotel establishments which employ higher numbers of 
employees than other types of operations due to the nature of the work has been observed and 
within this framework a survey regarding the impact of perceptions of nepotism on the levels 
of organizational silence and alienation as well as organizational commitment was carried out 
with 662 employees working in five star hotel establishments in three provinces in Turkey 
which are major tourism destinations (Istanbul, Antalya, Afyonkarahisar).    

Although the results of this study revealed that the perception of nepotism of hotel 
establishment employees in terms of organizational silence and alienation was below average 
(three points) and showed that these negative attitudes are not common in the organizations, 
the fact that the employee perceptions for the aspect of “promotion” which is one of the 
subdimensions of the nepotism scale emerged as higher than the employee perceptions for 
other aspects shows that a certain amount of nepotism is exercized in hotel establishments in 
this regard. Although the study also revealed that the organizational commitment levels of 
employees was above average and the highest type of commitment was found in the level of 
affective commitment, which is a desirable result for organizations, it is still necessary to 
concentrate on activities to enhance these attitudes even further.  

The correlation and regression analyses carried out in the study revealed the relationship 
between the perceptions of nepotism of employees with the level of organizational silence 
and alienation on their commitment levels. For this reason, it is necessary to dispose of these 
negative aspects in order to enhance the commitment levels. The results of the correlation 
analysis also revealed that the “working procedure” aspect of nepotism had the highest level 
of correlation with organizational silence, organizational alienation and organizational 
commitment. In parallel with the correlation analysis results, the regression analysis results 
also determined that the aspect having the most significant impact on organizational silence, 
alienation and commitment was the “working procedure” aspect of nepotism. In addition, the 
study revealed that the perception of nepotism increased the levels of organizational silence 
and alienation of five star hotel employees and as a result, the levels of organizational 
commitment of the employees decreased. The study results in terms of the correlation 
analysis also determined that with the increase of organizational silence, organizational 
alienation also increased, while organizational commitment decreased and with the increase 
of organizational alienation, organizational commitment decreased. Indeed research carried 
out on the subject (Morrison and Milliken, 2000; Çakıcı, 2008; Alparslan and Kayalar, 2012) 
emphasize that “silence is disturbing for employees which decreases their motivation and 
makes them feel worthless and develop attitudes of alienation against their organizations”. 
Similar to the results of this study, relevant literature (Mercan, 2006; Çakıcı, 2008; Eroğlu, 
Adıgüzel and Öztürk, 2011; Özbek, 2011; Barçın, 2012; Alparslan and Kayalar, 2012) 
indicates that especially organizational alienation and silence have an inverse (negative) 
relationship with commitment. Taking the negative impacts of silence and alienation of 
employees on the feelings of commitment towards the organization into consideration, it is 
clear that it is necessary for hotel managements to functionalize policies which dispose of 
these aspects.  

The study contains important clues  particularly about the structural characteristics of the 
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patriarchal Turkish society and the perception that family comes before than the individual 
and nepotism practices in five star hotel establishments which comprise of the highest level 
of establishment type and as such are expected to be managed with the highest level of 
professionalism, as well as the reflections of Turkish bureaucracy and power culture on 
establishments outside the public sector (private sector). Indeed a study carried out on a 
country wide scale with university students (Bayhan, 2002) presents important findings in 
which 90% of youth in Turkey gave a positive answer to the question “In Turkey the person 
who has an uncle benefits instead of the one who works hardest” means that the presence of 
nepotism is not only perceived as organizational, it is also a social perception. The reflection 
of this situation on organizations is without a doubt also reflected on the findings within the 
scope of this study and will cause members of organizations, who are not favored, to develop 
negative attitudes towards their respective organizations (silence, alienation, and decrease in 
commitment).  

It is possible to determine that tourism establishments are places where the differences among 
employees would be felt more strongly because a major part of tourism establishments active 
in the service sector (particularly hotel establishments) brings together employees from 
different cultures, regions and nations and where the work situations and manpower diversity 
is more than other types of operations (Halıcı, Aktaş, Kasımoğlu and Gruber, 2012). In 
organizations particularly consisting of individuals with different beliefs, values, attitudes and 
different cultural codes, the high stress brought on by the excessive competition of the 
working life in addition to these differences may prepare the ground for employees to 
develop attitudes in the form of exclusion and alienation against each other (Heames and 
Harvey, 2006; Tsai, 2010). Instead of integrating the employees, negative aspects such as 
nepotism, organizational silence and alienation will further deepen these differences and 
segregate the employees from each other and ultimately cause problems among the 
organization’s employees and if an employee is not kith and kin or a relative and some 
responsibility has not been fulfilled then such an employee may face aspects of mobbing such 
as humiliation/contempt (Hoel and Einarsen, 2003; Kaya, 2009). Naturally, this situation will 
have a negative impact on the sustainability of an operation in the long term. However, no 
organization proprietor or executive wants the organization to lose money or be wiped off the 
market in the short term no matter what the activity be or whether executed by a professional 
executive board or by administrative body members  consisting of family members (even 
majority of the employees),. In this context it is inevitable to remove these activities by 
creating an awareness and a professional management. The greatest responsibility is without 
a doubt on the executives in management.  

The results of the study can be associated and interpreted with the social exchange theory. In 
this context, the social exchange theory, which particularly endeavors to explain correlative 
dependent associations, requires that the status of the relationship of one person with another 
in a relationship on an organizational level is reciprocally dependent and cohesive in terms of 
exchange (Lambe et al, 2001; Cropanzano and Mitchell, 2005). According to the theory, the 
parties consider the benefits they will obtain as a result of the exchange with the costs they 
will bear and develop an attitude or a behavior (Bolat, Bolat and Seymen, 2009). Accordingly, 



Journal of Management Research 
ISSN 1941-899X 

2015, Vol. 7, No. 4 

www.macrothink.org/jmr 103

if organization management expects employees to increase their contribution to the 
organization (which is a common goal among organizations) they are obliged to present 
various opportunities in return and dispose of applications which cause undesirable situations. 
At this point, according to the social exchange theory which is based on a reciprocal 
dependency association, organization managements are obliged to put a stop to acts of 
nepotism which are perceived as negative aspects by employees in order to minimize or 
eliminate attitudes of silence and alienation which decrease the contribution of employees to 
organizations and maximize their attitudes of organizational commitment.  

This study is particularly significant because it has been carried out in the relevant subject 
with a certain number of employees employed by various hotel establishments in Turkey and 
revealed the present status in hotels which are a major type of operation especially in the 
tourism sector. In addition, the study is important because it involves and compares tourism 
establishments with other types of establishments as well as those active in different sectors 
and cultures, establishing awareness of the subject both within relevant sectors and 
managements, and moreover makes a contribution to the limited literature. Studies carried out 
in this field through different cultural environments will make it possible to compare 
organizations culturally and by presenting different practices of the subject in different 
cultures, the field will significantly gain depth and be enriched. /add depth to the field.  
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