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In this study, a data collectionwasused as a tool in the form
of a survey comprised of 2 sections. In the first section,
questions related to demographic characteristics; in the
second section, were used a “Perceived Organizational
Chronism”. The data collection tools were applied to a total
of 176personnel (120male, 56 female).
As a result of theanalyzes, itwas revealed that theCronyism
perceptions of the personnel offered in favour of women.
Also, it was found that the chronological perception of the
personnel differed in favourof public institutionsaccording
tothe institutionvariable.

Abstract

Introduction:
Merit, which is one of the basic principles of the Civil
Servants Law No. 657, means being worthy, suitable, and
competent (Özdemir, 2013). In other words, merit is the
quality that ensures trust when a person is given work.
Mayer et al., (1995) accepted ability, which is the basic
element in merit, as one of the characteristics of a reliable
person. Ability; reflects concepts suchas competence, skill,
effectiveness, and commitment. The skills required for
being competent can be grouped under three items. These
aretechnical, interpersonal, andconceptual skills.

Technical skills are specific knowledge of a particular
job, activity, method, or job completion technique.
Conceptual or cognitive abilities include the ability to
working with these concepts, such as logical thinking,
analytical, inductive,anddeductive (Hoy&Miskel, 2010).

The chronism, which is expressed as the different
treatment and benefit of some people not because of their
abilitiesand superiority, butonlybecauseof theirproximity
to key persons, comes from theword "crony", whichmeans
the long-lasting friendship used by Cambridge University
students in the 17th century ( Khatri & Tsang, 2003). The
counterpart of chronism is favoritism to friends and
relatives. When the literature is examined, it is seen that
there are some foreign and local studies that chronism
corresponds to political favoritism. In these studies,
chronism is generally described as a form of nepotism, and
it is emphasized that it is more of a political preference.
Chronism can also occur in organizations as a concept
widely used in public spaces. In this respect, organizational
chronism is experienced inmanager-employee relations by
Turhan (2013) and is defined as a manager favoring some
subordinates based on non-performance factors and using

herpowerandauthority toheradvantage.Although there is
not much difference between chronism and nepotism,
people favored inchronismarenot "relatives", but "friends",
"friends", and the like (Aktan, 2001). Asaresultof chronism,
while emotional bonds develop between members within
the friendship group, negative consequences arise for the
organization (Aytaç, 2010). Inchronism, the tolerancegiven
to friends and acquaintances is not given to other people
and thus the principle of equality is treated against. As a
result, the citizens' perspective towards the organization
becomesnegative (Erdem&Meriç, 2012).

Aggregates in the organizational environment
somehow initiate the power struggle. The power struggle
between informal groups can lead to chronistic relations in
theorganization. Becausethis strugglecan favorotherswho
have poweron theground. In this regard, powercan be seen
as a resource that enables favoritism. Besides, favoritism
turns into a tool used to increase the power of the
authorized person from time to time.Whenmanagers have
power resources, they use the authority they obtain from
these sources in their relationships. In this case, managers
use their authority powerespecially in the interests of those
they trust. This action naturally results in favoritism
(Asunakutlu, 2010).
It is possible to express the negative effects of favoritism as
follows:








It has many negative effects on people who are not favored.
For example; their motivation decreases, their tendency to
assurance decreases, their loyalty decreases, they adopt a
behavior of silence, they do not share their ideas and
suggestions in favorof their institutions.
Anatmosphereof conflict isexperienced in the institution.
Itcausesaclimateof insecurity.
Since thebusinessdoesnotact rationally,worksaredisrupted
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andgrowthslowsdown.
Institutionalizationcannotbeachieved.
Corporate imageand reputationaredamaged.
It cannot be expected that a business in which works are
carried out without relying on the merit system to be long
term.
Businesses and people stay away from doing business with
thisbusiness.
Professionalizationbecomesdifficult.
Even in favoritism, theremay be problemsand conflicts such
as little favored,verymuchfavored (Büte, 2011).













In linewith these explanations, the general purpose of
theresearch is toexamine theappointmentsmade inpublic
andprivateorganizations in termsofmerit.

The universe of the research; While Erzurum Youth and
Sports Provincial Directorate and Erzurum Polat hotel
employees were formed; The sample group consisted of a
total of 176 people, 120 men, and 56 women, randomly
selectedamong them.

To measure the chronism information of the
participants; The Perceived Organizational Chronism
scale, which consists of 15 items and 3 sub-dimensions
(“Inner group favoritism -Paternal chronism-Mutual
interest exchange) was developed by Turhan (2013), was
used. Frequency analysis to determine the demographic
characteristics of the participants, t-test in independent
groups incomparisonof chronismperceptionsaccording to
gender, marital status, management background,
institution, position in the institution; One-way analysis of
variance to compare according to education, seniority and
age variables; Tukey test was applied to find out which
groups caused the difference and the significance level was
takenas0.05.

Age (years) 18-25 28 15.9 26-33 44 25.0
34-41 56 31.8 42 48 27.3

Gender Male 120 68.2 Female 56 31.8
Education Primary 7 4.0 High School 46 26.1

Asso. Deg. 44 25.0
Graduate 66 37.5 Post Graduate 13 7.4

Marital Status Married 125 71.0 Single 51 29.0
Service Year 1-5 52 29.5 6-10 69 39.2
11-15 31 17.6 >15 24 13.6
Position at the Manager 35 19.9 Staff 141 80.1
Institution
Management Yes 52 29.5 No 124 70.5
Experience
Employment Public 92 52.3 Private 84 47.7

>

Table-1 is self explanatory.

When the data were examined, in comparing the
chronism sub-dimensions related to the gender of the

MaterialsandMethods:

Results:
Table-1: Demographic Characteristics of the Participants

Variables Class N % Class N %
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participants; a highly significant difference in In-group
favouritism, Paternal chronism and Mutual exchange of
interestssub-dimensions.

While comparing the chronism sub-dimensions of the
participants' marital status a significant difference in the
sub-dimension of mutual interest exchangewas evidenced
(Table-3).

In-group Male 120 2.97 1.03 -3.66 .000*
favoritism Female 56 3.58 1.05
Paternalchronism Male 120 2.66 1.11 -3.21 .002*

Female 56 3.28 1.32
Mutual exchange Male 120 2.49 .86 -3.38 .001*
of interests Female 56 3.00 1.09

In-group Married 125 3.19 1.10 .510 .610
favoritism Single 51 3.10 1.00
Paternalchronism Married 125 2.79 1.29 -1.09 .274

Single 51 3.01 .97
Mutual exchange Married 125 2.56 .99 -1.98 .049*
of interests Single 51 2.88 .87

In-group Yes 52 2.60 .50 -4.74 .000*
favoritism No 124 3.40 1.16
Paternalchronism Yes 52 2.05 .88 -6.37 .000*

No 124 3.20 1.17
Mutual exchange Yes 52 1.92 .66 -7.40 .000*
of interests No 124 2.96 .91

In-group Pub. Institution 92 3.53 .85 4.99 .000*
favoritism Private Sector 84 2.77 1.15
Paternal- Pub. Institution 92 3.16 1.16 3.60 .000*
chronism Private Sector 84 2.52 1.17
Mutual exchange Pub. Institution 92 2.87 .76 3.15 .002*
of interests Private Sector 84 2.42 1.11

Significant differences were found in sub-dimensions of in-
group favoritism, Paternal chronism, and mutual interest
exchange (Table-5).

Significant differences were found in sub-dimensions of In-
group favoritism, Paternal chronism, and mutual interest

While comparing the chronism sub-dimensions of the
participants' management experience, significant
differences were found in sub-dimensions of in group
favoritism, Paternal chronism, and also in mutual interest
exchange (Table-4).

Table-2: Comparison of the participants' chronism scale scores
according to the gender variable

ManagerialExperience

ManagerialExperience

Gender N X ss t p

Table-3: Comparison of the participants' chronism scale scores
according to the marital status variable

Marital Status N X ss t p

Table-4: Comparison of the participants' chronism scale scores
according to the managerial experience variable

N X ss t p

Table-5: Comparison of the participants' chronism scale scores
according to the institutional variable

N X ss t p
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exchange (Table-6).

In-group Manager 35 2.35 .40 -5.37 .000*
favoritism Staff 141 3.37 1.09
Paternalchronism Manager 35 1.46 .09 -9.24 .000*

Staff 141 3.20 1.10
Mutual exchange Manager 35 1.67 .60 -7.71 .000*
of interests Staff 141 2.90 .88

In-group Primary 7 3.00 .24 2.134 .040*
favoritism High School 46 3.22 1.10

Paternal Primary 7 2.20 .42 1.254 .000*
-chronism High School 46 2.90 1.20

Associate Degree 44 3.60 .96
Graduate 66 2.50 1.28
Post Graduate 13 2.35 .72

Mutual Primary 7 2.25 .32 3.546 .000*
exchange High School 46 2.75 .68
of interests Associate Degree 44 3.36 .49

Graduate 66 2.26 1.21
Post Graduate 13 2.23 .25

In-group 1-5 year 52 2.63 .96 6.721 .000*
favoritism 6-10 year 69 3.36 1.05

Paternal 1-5 year 52 2.65 .87 .824 .481
-chronism 6-10 year 69 2.95 1.36

11-15 year 31 3.01 1.33
15 24 2.85 1.29

Mutual 1-5 year 52 2.21 .72 5.882 .001*
exchange 6-10 year 69 2.76 1.13
of interests 11-15 year 31 2.95 .70

15 24 2.90 .91

Associate Degree 44 3.55 1.23
Graduate 66 2.93 1.02
Post Graduate 13 3.02 .34

11-15 year 31 3.48 1.01
15 24 3.34 1.09

Significant differences were found in sub-dimensions
of In-group favoritism, Paternal chronism and mutual
interestexchange(Table-7).

While no significant difference was found in paternal
chronism sub-dimension, but significant differences were
found in sub-dimensions of In-group favoritism, and
mutual interestexchange (Table-8).

While no significant differences were found in
paternal chronism sub-dimension and In-group
favouritism sub-dimension a significant difference was
revealed insub-dimensionsofmutual interestexchange.

>

>

>

Table-3: Comparison of the participants' chronism scale scores
according to the variable of position in ı

Position in Institution N X ss t p

Table-7:

Educational Status N X ss t p

c>d,e,b,a

c>d,e,b,a

Table-8: Comparison of the participants' chronism scale scores
according to the service year variable

ServiceYear N X ss t p

b,c,d>a

nstitution

Comparison of the participants' chronism scale scores
according to the educational status variable

c>d

b,c,d>a

While no significant differenceswere found in paternal
chronism sub-dimension and In-group favouritism sub-
dimension a significant differences ware found in sub-
dimensionsofmutual interestexchange.

When the scores of the participants in the chronism sub-
dimension according to their gender were examined,
significant differences were found in all three sub-
dimensions in favor of women. According to this; it is
observed that women have more average chronism in the
institution than men. Although there is a significant
increase in theemploymentrateofwomen inworking life in
our country, the employment of women in managerial
positions is very limited. While there were 56 women
participants in thestudy.Only 1of themwas inamanagerial
position. This situation may have increased the average of
the femaleparticipants. In the studyconducted onBornova
municipality employees, no significant difference was
found inperceptionsof chronismbygender (Turhan, 2016).
This findingcontradictsour findings.

When the scores of the participants in the chronism
sub-dimension were examined according to their marital
status, significant differences were found in favor of
unmarried participants in the sub-dimension of mutual
interest. Accordingly, unmarried participants stated that
when there is a mutual interest, chronismwas experienced
more. This situationcan be interpretedwithin the seniority
relationship. Unmarried employees consist of people who
have spent fewer working years in the organization than
married employees. They may have been kept away from
bilateral relations as they were newer in the context of
relationshipswithin the institution. Due to this situation, it
may have been higher for other employees who are less in
contact with the mutual interest exchange. Kavak
(2020)studied the role of trust in the organization in the
influence of perceived organizational chronism on
organizational opposition, he found no significant
difference between the chronism sub-dimensions of the
marital statusvariable.

In-group 18-25 28 3.27 1.15 2.119 .100
favoritism 26-33 44 3.37 1.06

Paternal 18-25 28 2.72 .68 2.396 0.07
-chronism 26-33 44 2.90 1.30

34-41 56 2.91 1.22
>42 48 2.56 1.30

Mutual 18-25 28 2.32 .72 3.563 0.015
exchange 26-33 44 2.71 .88
of interests 34-41 56 2.88 .94

>42 48 2.43 1.10

34-41 56 3.28 .93
>42 48 3.29 1.14

Table-9: Comparison of the participants' chronism scale scores
according to the age variable

AgeYear N X ss t p

b,c,d>a

b,c,d>a

Discussion:

Ambient Science, 2020: Vol. 07(Sp1); 318-322
DOI:10.21276/ambi.2020.07.sp1.oa46



http://www.caves.res.in/Ambient Science (2020) Vol.-07(Sp1):p. 321

When the scores of the participants in the chronism
sub-dimensionwere examined according to the question of
"have you been an administrator?", significant differences
were found in favor of managerial in all three sub-
dimensions. Thismay be because thosewhodo notmanage
atall havesufficientauthority tocreatechroniclescompared
tothosewhoaremanagers.

When the scores of the participants in the chronism
sub-dimension were examined according to their
institutions, significant differences were found in favor of
public employees in all three sub-dimensions. Since private
institutions are more competitive than public institutions
and haveamorecompetitiveperformancescale, itmayhave
caused the perception of chronism of public employees to
bemorethanprivateemployees.

According to the answers given by the participants to
the question "What is your position in the institution?",
when the scores they got from the chronism sub-dimension
were examined, significant differences were found in favor
of the personnel in all three sub-dimensions. This result
coincides with the fact that similar to the answers given to
the question "Have you been an administrator before?", it is
necessary to have an authority for or to create chronism. In
this case, it can be interpreted aspersonnelmanagers resort
tothephenomenonof chronism.

When the scores of the participants in the chronism
sub-dimension were examined according to their seniority
in the institution, significant differences were found in a
mutual exchange of interests and inner group favoritism.
Particularly, employeeswith the lowest seniority between 1-
5years stated that theyhad lessperceptionof chronismthan
those who work for longer years. In particular, they stated
that employees with the lowest seniority between 1-5 years
had a lowerperceptionof chronism than thosewhowork for
longer years. Kartal (2019), the perceptions of employees of
organizational justice and its impact on behavior cronyism
in his study on corporate reputation, cronyism sub-
dimensions according to seniority variable and significant
differences have been found between the participants
working between 1-5 years, with an average of 10-15
participantsovertheyearsweremorethan.

When the data were examined, in comparing the
chronism sub-dimensions to the question of Age of the
participants; significant differences were found in sub-
dimensionsofmutual interestexchange.Gürer(2017) found
a significant difference between the chronism sub-
dimensions according to the age variable, and it was
observed that the participants in the 18-25 and 26-35 age
groups had a higher average than the participants in the 46-
55 age group. Polat (2013) stated a significant difference
between the chronism sub-dimensions of the age variable
and that the perceived chronism level increases as the age
getsolder.

As a result, the presence of chronism in the institution

is accepted by the employees to be more in the public.
Organizations should always use the merit system as a
defining concept and provide the element of justice in the
workplace. An important criterion for the employees' sense
of belonging is performance evaluation. To increase the
motivation of the employees, chronism should be avoided
while performing the technical evaluationof thework. The
source of legitimacy in the structure of modern societywas
a law and there was no place for favoritism within the law
(Kurtoğlu, 2012). The organizational culture in which a
sense of justice is ensured will also increase the
performance of the employee and thus contribute to the
incomeof theemployer.
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