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ABSTRACT:  Is organizational favoritism a phenomenon or a real problem? Is (organizational 
Favouritism-(nepotism-cronyism)-(ONC): widespread in the higher education sector like other 
sectors? What is the effect of (emotional exhaustion) on social capital? What effects of 
psychological detachment and organizational integrity on that relationship? Will studying this 
benefit the competitive landscape of the higher education sector in Egypt? How do managers 
detect and treat these organizational gaps such as organizational-(favouritism and emotional 
exhaustion) and enhance a role of psychological detachment and organizational integrity in 
enhancing social capital? a sample of (412) managers and employees from higher education 
sector in Egypt were surveyed. a seven-part questionnaire evaluating the study's axes (behavioral 
integrity, organizational nepotism-cronyism, psychological detachment, emotional exhaustion and 
unitarism social capital). This research study relationship of organizational nepotism-cronyism 
as independent variable and unitarism social capital as dependent variable and study impacts of 
emotional exhaustion as an intermediate variable on this relationship. Finally, study the impact of 
psychological detachment as the first moderator variable and behavioral integrity as a second 
moderator variable on this relationship. The study reached some results related to these variables, 
in addition to providing some recommendations related to raising the efficiency of the education 
sector and overcoming these obstacles and regulatory gaps in a way that strengthens the higher 
education sector, universities, institutes, and Egyptian educational institutions 
 
KEYWORDS: psychological detachment, emotional exhaustion, behavioral integrity, 
organizational favouritism, nepotism-cronyism, unitarism social capital, favouritism, pluralism, 
bibliometric analysis. 

 

INTRODUCTION  

The ideology of (unity and social capital) is one of the vital and influential topics on the 
performance and efficiency of psychological relations and organizational performance because it 
is closely related to employee relations, human resources and human capital and affects their 
intellectual performance to turn into intellectual capital. Which, in turn, is linked through social 
relations with social capital, which improves efficiency performance of the organization and its 
employees (e.g., Jawahar et al., 2021; Gerbasi et al., 2015; Quade et al., 2017; Labianca & Brass, 
2006; Afshari et al., 2020; Chen et al., 2016; Pastoriza & Arino, 2013), both intellectually and 
practically. However, we find that there are harmful variables (such as nepotism and emotional 
exhaustion), which have become very prevalent, especially in the education sector and universities, 
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and affect the workers’ values, ethics and job behavior, and prevent scientific benefit from social 
capital and limit its advantages and objectives, which requires study and analysis to avoid these 
negatives and enhance the role of social capital. Social capital is organized, practical and realistic. 
these variables may undermine this ideology and negatively affect social capital and limit the 
advantages of social capital on the other side of the research vision, we find that there are two 
variables that is likely to be a performance enhancer (psychological detachment and organizational 
integrity), which may modify and mitigate these negative effects of negative harmful factors. This 
is the core of the study and the axis of the relational ethical analysis of unitarism social capital 
(USC) as dependent variable and its impact by organizational nepotism-cronyism (ONC) as an 
independent variable, emotional exhaustion (EE) as a mediator variable, psychological detachment 
(PD) as a first moderator variable and organizational integrity (OI) as a second moderator 
variable). 

LITERATURE REVIEW 

Psychological Detachment (PD) 

Psychological Detachment (PD) refers to individual’s sensation and realization of being away from 
the status, situations and workplace (Sonnentag et al., 2010). Detachment means to be free from 
obligations relating to your employment, such as taking calls at home or actively participating in 
activities relevant to your workplace. psychological detachment increasing health issues, 
emotional and psychological exhaustion, sleep issues, and general health issues could result from 
a reduction in emotional detachment (Sonnentag et al., 2010; Sonnentag & Fritz, 2015). Intense 
emotional exhaustion is a directly result of higher rates of work stress, which also results in lower 
levels of psychological detachment (Sonnentag and Fritz, 2007; Sonnentag & Fritz, 2015; 
Sonnentag et al., 2010). Thus, through its three characteristics (relaxation, mastery, and control), 
moderate or adequate psychological detachment promotes overall health, lessens psychological 
weariness, and may act as a protective buffer against the negative effects of job demands and 
stressors on emotional exhaustion (Minkkinen et al., 2021). which enhances and maintains general 
health and increases vitality and activity. It means that one is not working on any projects or 
considering opportunities or issues relating to one's job at home or after work. psychological 
detachment from one's job in day-to-day life refers to putting one's physical and mental health on 
hold while at work (Sonnentag et al., 2010). According to research on recovery, psychological 
detachment has a positive impact on employee satisfaction because it enables workers to 
temporarily "let-go" of thoughts and activities related to employment (Vithana, 2021; Sonnentag 
& Fritz, 2015; Sonnentag and Fritz, 2007). 

Behavioral Integrity (BI) 

Leader behavioral integrity (LBI) and follower trust in leader's behavioral integrity (LBI) is an 
important area in organizational and HRM research (e.g., Palanski and Yammarino, 2009). 
Integrity is the active commitment to a set of ethically justifiable principles and values, and it is 
regarded as a crucial quality of effective business executives (e.g., Kirkpatick & Locke, 1991; 
Becker, 1998; Yukl & Van Fleet, 1992). Integrity as a "predictor of work performance," a critical 
factor in determining employee loyalty and organizational trust (e.g., Leroy et al., 2012; Butler & 
Cantrell, 1984). Employee voice and employee loyalty are often positively impacted by a CEO's 
integrity (e.g., Arjoon, 2005; Peng & Wei, 2019). Leader behavioral integrity (LBI) has three 
dimensions: information sharing, cooperative behavior and joint decision making. Contrarily, 
CEOs with poor integrity are more likely to have a negative impact on their employees (e.g., 
Dikolli et al., 2012; Irianto et al., 2009). Transparent leaders have high organizational behavioral 
integrity in all situations, even under negative or unfavorable conditions, A leader's ability to be 
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open and transparency with followers might change followers’ attribution (e.g., Vogelgesang et 
al., 2013). Trust in the leader is impacted positively by a leader's behavioral integrity (LBI) (e.g., 
Gala & Kashmiri, 2022; Palanski & Yammarino, 2009). A leader's high level of behavioral 
integrity may provide followers trust in the decisions the leader will do. A follower is more likely 
to trust the leader if they feel confident, leader behavioral integrity (LBI) may result in trust (e.g., 
Gu et al., 2016; Simons, 2002; Simons et al., 2007; Gatling et al., 2017). The concepts of 
behavioral integrity and moral integrity are distinct: while behavioral integrity concentrates on the 
consistency of leaders' words and deeds, moral integrity concentrates on the consistency of leaders' 
actions with global moral standards (e.g., Erkutlu et al., 2016; Simons et al., 2015). Behavioral 
integrity is how others perceive a leader's integrity, whereas relational transparency is how people 
perceive a leader's desire to be open and transparent (e.g., Ren et al., 2022; Vogelgesang et al., 
2013; Gala & Kashmiri, 2022; Vithana, 2021; Simons, 2002). 

Emotional Exhaustion 

Emotional exhaustion (EE) is the last and most important stage of burnout, which occurs when an 
employee feels completely exhausted (e.g., Griffin et al., 2010; Maslach, 1981; Roy & Avdija, 
2012). Several researchers have emphasized that one of the variables impacting performance 
results is emotional exhaustion (Maslach et al., 2001; Roy & Avdija, 2012; Garland, 2004; 
Cropanzano et al., 2003; Maslach, 1982; Griffin et al., 2010). While few research have focused on 
relationship between emotional exhaustion and job satisfaction or personal achievement (e.g., 
Mohler & Byrne, 2004; Arabaci, 2010, Saiphon, 2010, Karl & Peluchette, 2006, Sharma et al., 
2010; Karatepe & Tekinkus, 2006). Additionally, the major part and root of organizational job 
burnout is the feeling of emotional exhaustion suffered by an employee (e.g., Hatinen et al., 2007; 
Mohler & Byrne, 2004; Hall et al., 2010; Michinov, 2005; Keinan & Malach, 2007). It is clear that 
emotional exhaustion can be prevalent, have negatively impacting on one's mood, and contribute 
to Work-Family Conflict-(WFC). (e.g., Vithana, 2021; Avdija & Roy, 2013; Sharma et al., 2010; 
Matin et al., 2012; Johnson et al., 2005; Howard et al., 2004; Hall et al., 2010). Notable that a 
variety of organizational issues, including poor wages, inaccurate career job expectations, and 
heavy work stress, lead to emotional exhaustion (e.g., Jensen & Rundmo, 2015; Diefendorff & 
Richard, 2003; Matin et al.,2012; Zapf, 2002; Wilk & Moynihan, 2005). 

Organizational Nepotism-Cronyism 

Organizational Nepotism-Cronyism (ONC): Favouritism is divided in two categories: Nepotism 
and Cronyism. First, Nepotism is: Favouritism based on kinship. it based on relationships and 
courtesy of relatives, family and acquaintances. So, it is based on courtesy of relatives and 
marginalization of others. The basis of favoritism is that it is based on giving preference to 
employees on the basis of kinship and not on according to competence and merit. It is a compliment 
and a preference for relatives without criteria or clear rules. It includes appointing family members 
and relatives to high positions or promoting to high positions, and granting them powers and 
authorities in some positions. Nepotism is existing in organization, career-based, entertainment 
and many organizational sectors.  Nepotism probably undermine unitarism social capital (e.g., 
Jawahar et al., 2021; Akuffo & Kivipõld, 2019; Zhang & Gill, 2019; Khatri, 2017; Turhan, 2014). 
Second, Cronyism is: Favouritism is based on friendship. Cronyism includes Favoritism which 
based on relationships to friends or relatives of friends or promotion to higher positions and 
granting powers and privileges to friends in return marginalizing others who deserve promotion 
and those powers without clear rules or criteria. And therefore, Nepotism-Cronyism are 
Favouritism based on kinship or friendship without efficiency or competency and based on 
marginalization others, it involved hiring and firing employees from their jobs. Favouritism-
cronyism is a universal societal issue that can happen vertically or horizontally. Interactions based 
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on favouritism amongst subordinates at the same level referred to horizontal cronyism vs. vertical 
cronyism, which refers to interactions between managers and subordinates. (e.g., He et al., 2021; 
Vithana, 2021; Turhan, 2014; Khatri &Tsang, 2003; Nguyen & Cragg, 2012; Brandts & Sola, 
2010; Yang et al., 2021; Horak, 2017; Johnson & Mitton, 2003). 

Unitarism Social Capital 

The ideologies of the worker relations perspective are divided into two parts: (1) The pluralistic 
perspective, which is the collective perspective. It is a perspective focused on personal 
management. It is a philosophical perspective based on collective pluralism. Which adopts the idea 
and philosophy that the interest of the employee and the management are different interests, 
meaning that the objectives of the management and the employees are different and not the same, 
and therefore confidence, productivity and efficiency among all parties decrease. (2) The 
unitaristic perspective, which is the individual perspective. It is a perspective focused on human 
resource management. It is a philosophical perspective based on individual unitarist. Which adopts 
the idea and philosophy that everyone is one individual. And that everyone's interest is one and 
not different, and the objectives of the management and employees must be the same, and thus the 
high confidence between all parties increases. The ideology of unitarism social capital (USC) 
philosophy emphasizes the common goals held by every organization's employee. it holds that 
both management and the employees are devoted to the success of the business. According to 
unitarism, everybody in an organization is seen as contributing to the same goals, making it seem 
like one big family. This viewpoint views conflicting goals as unnatural. Furthermore, this 
approach assumes a paternalistic attitude. and anticipates the loyalty and performance efficiency 
of the employees. According to pluralism, recognizing that different employee groups have varied 
needs and desires is the best way to foster positive workplace interactions. Therefore, management 
must come to agreements. This idea accepts disagreements and views them positively. Pluralism 
rejects the use of authority by the management. It suggests that authority should be decentralized 
rather than centralized. pluralism allow employees opportunities to express their thoughts. 
Furthermore, pluralism does not take a paternalistic approach, therefore it does not demand 
devotion from the workforce. The research focuses on unitarism social capital perspective as it is 
the most appropriate for the research variables, as it focuses on the fact that management and 
employees are one entity and one common interest. In particular, which the research focuses on as 
a dependent variable, which focused on the fundamental premise of the social capital theory which 
refers to social networks between people create resources. Social capital known as the total of all 
the resources, both present and future, that are a part of, accessed via, and generated from a person's 
or a group's network of interactions. (e.g., Jawahar et al., 2021; Nahapiet & Ghoshal, 1998; 
Coleman, 1988). Social capital encourages shared goals adjustment of newcomers, mutuality, 
respect, esteem, appreciation, and exchange of information and knowledge (e.g., Vithana, 2021; 
Jawahar et al., 2021; Leana & Van Buren, 1999; Fang et al., 2017; Yen et al., 2015; Kuznetsova 
& Matveeva, 2015; Ring, 1996). According to prior studies, social capital offers various 
advantages, including a decrease in staff turnover and absence, an increase in employee 
satisfaction, and a sharing and exchange of knowledge and information (e.g., Jawahar et al., 2021; 
Dess & Shaw, 2001; Nahapiet & Ghoshal, 1998; Van Emmerik et al., 2007). Unique interactions 
within the organization produce a value that is exceedingly difficult to reproduce, granting a social 
capital advantage over competitors (e.g., Jawahar et al., 2021; Barney, 1991; Fonti & Maoret, 
2016). 

Research problem 

Through an exploratory study conducted by the researcher for some Egyptian universities and 
institutes, and by the nature of my work and my experience at the university, the researcher 
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explored and made sure that there are some problems in higher education in general and 
universities and institutes in particular, where universities and institutes suffer from many 
problems represented to many factors that limit the head Social money such as: organizational 
Favouritism (nepotism-cronyism)-(ONC) and emotional exhaustion (EE), which are likely to 
affect negatively on social capital and reduce the efficiency of the performance of intellectual, 
human and social capital (e.g., Jawahar et al., 2021; Turhan, 2014; Ilies et al., 2020; Klumper et 
al., 2019; Cortina et al., 2013; Ilies et al., 2020). The researcher found some problems related to 
the subject of the study. The researcher found the spread of (organizational nepotism-cronyism-
(ONC) in the appointment of some jobs and departments in universities and institutes, and there is 
a problem of emotional exhaustion (EE) which causes feelings of frustration and job stress, which 
results many psychological and emotional problems and job stress for workers and problems which 
may undermine social capital, which causes undermine employees relations, job abandonment, 
neglect and job indifference, increase rate of job turnover and a decrease in the efficiency of 
workers’ performance and the efficiency of performance and quality of education in institutes, 
universities and the field of higher education (e.g., May & Jones, 2018; Coco & Lagravinese, 2014; 
Evangelinos & Jones, 2009). This calls for studying and analyzing these problems and the negative 
impacts on field of higher education, which represents the root and core quality of life in any 
society. So, the research problem represented in these questions: Dose there a linking between 
organizational nepotism-cronyism (ONC) and social capital?) and is there an influential role for 
emotional exhaustion (EE) as mediating variables on the relationship between (nepotism-cronyism 
and social capital? Is there a role or impact for psychological detachment (PD) and organizational 
integrity (OI) on modifying the relationship between favouritism (nepotism-cronyism) and social 
capital? As these questions represent a real problem that the field of higher education is struggling 
which crystallized through several previous phenomena over the years, and these negative 
phenomena include, for example, but not limited to: the decrease in the quality of higher education, 
the increase in the turnover of workers, the lack of motivation for achievement among workers 
and students, Low performance efficiency. to determine the study's significance problem, the 
novelty of the research topic, and the novelty of the four variables under study through bibliometric 
analysis-exporting data from Web of Science (WOS) database into VOS-Viewer. Through 
Bibliometric analysis-exporting data from (WOS) database into VOS-Viewer, it becomes clear 
how important the research problem is, the novelty of the research topic, and the novelty of the 
four variables under study, within the limits of the researcher’s knowledge. There is only one 
research linking between cronyism and social capital (Jawahar et al., 2021) and only one research 
linking favouritism (nepotism-cronyism) and emotional exhaustion (Abubakar et al., 2017), there 
are twelve (12) researches linking psychological detachment and social capital, three (3) researches 
linking behavioral integrity and social capital (Chaman et al., 2022; Nair et al., 2021; Forstner et 
al., 2021), seven (7) researches linking nepotism-cronyism and social capital and there are (87) 
researches linking psychological detachment and emotional exhaustion, and there are (61) 
researches linking emotional exhaustion and social capital. Within the limits of the researcher's 
knowledge, there is no study that linked any three variables among the four variables on which the 
study is based. all of this analysis shows in: (Fig.1; Fig.2; Fig.3; Fig.4; Fig.5; Fig.6 Fig.7) as 
follows:  
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Fig. 1 – Bibliometric analysis VOSviewer psychological detachment (PD). 

 

 

 

 

 

 

 

 

 

Fig. 2 – Bibliometric analysis VOSviewer nepotism-cronyism and social capital 

 

 

 

 

 

Fig. 3 – Bibliometric analysis VOSviewer emotional exhaustion. 
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Fig. 4 – Bibliometric analysis VOSviewer behavioral integrity (BI). 

 

 

 

 

 

 

 

 

Fig. 5 – Bibliometric analysis VOSviewer nepotism-cronyism 

 

 

 

 

 

 

Fig. 6 – Bibliometric analysis VOSviewer social capital 
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Fig. 7 – Bibliometric analysis VOSviewer emotional exhaustion and social capital 

 

1. Formulating a Research Framework and Hypotheses 

    A research approach was created to examine the relationship between Organizational Nepotism-
Cronyism (ONC) and Unitarism Social Capital (USC), as well as the impact of Emotional 
Exhaustion (EE), Psychological Detachment (PD) and Behavioral Integrity (BI) (Fig.8). displays 
the model for the suggested research framework. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig. 8 - Proposed Research Framework
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      The five research variables were examined using the following five hypotheses Organizational 

Nepotism-Cronyism (ONC), Emotional Exhaustion (EE), Psychological Detachment (PD) and 

Behavioral Integrity (BI) affect Unitarism Social Capital (USC): 

 (H01): (ONC) has a direct negative effect on (USC). 

  (H02): (ONC) was an indirect and negative effect on (USC) through (EE). 

  (H3): (ONC) has a direct positive effect on (EE). 

  (H04): (EE) has a direct negative effect on (USC). 

  (H5): (PD) was moderated the relationship between (ONC) and (USC). 

  (H6): (BI) has moderating the linking between (ONC) and (USC). 

 

RESEARCH METHODOLOGY 

Research Design 

To analyze data and identify relationship between the study's variables and hypotheses, including 
any direct or indirect effects (Byrne, 2016). In order to measure organizational nepotism-cronyism 
(ONC), emotional exhaustion (EE), psychological detachment (PD), behavioral integrity (BI) and 
unitarism social capital (USC), a questionnaire was created using the quantitative analysis method 
of the AMOS statistical program as well as the structure equation modelling (SEM) method. 

Data Collection 

As a suitable technique for measuring the opinions of the research population, we used the 
questionnaire tool to collect data. The target population was a total of (412) employees working in 
the higher education sector in Egypt (including: Some universities, institutes, some higher 
education centers and institutions, and scientific research centers). was rejected for (27) subjects 
due to incomplete data. A completion rate of 93.84% was achieved overall with (439) valid replies 
for data analysis.  

Questionnaire Development 

The questionnaire was divided into three parts: identification information, demographic 

information about the respondents, and assessments of the four research variables listed below. 

Psychological detachment (PD) measured by a (4-item scale) from (REQ) (Sonnentag & Fritz, 

2007), (α = .87). depending on three dimensions: (1) relaxation (Cronbach alpha (α) = 0.928), (2) 

mastery (Cronbach alpha (α) = 0.934), (3) control (Cronbach alpha (α) = 0.909). Behavioral 

integrity (BI) was measure by an-(eight-item)-scale designed by (Simons et al., 2007), in order to 

ensure validity and non-manipulation check, that slightly adjusted to reflect the name of the leader 

in the scenario to measure employees' perceptions about leader's behavioral integrity (LBI) in the 

written scenarios (Cronbach alpha (α) = 0.913).  emotional exhaustion (EE) is (mediator variable) 

was measured based on (five measurable items) taken from the Maslach Organizational Job 

Burnout Inventory (MBI-GS), (Maslach et al., 1996). However, the researcher modifies the items 

in accordance with the study's objectives Cronbach's alpha (α =0.951). Organizational Nepotism-

Cronyism (ONC) measured by the (15 item scale) developed by (Turhan, 2014). with a few small 
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phrasing changes to fit the context of the application's field in higher education (Cronbach alpha 

(α) = 0.962). Unitarism social capital (USC): all dimensions of (USC) cannot be measured using 

a single scale (Andrews, 2010; Jawahar et al., 2021). 5-item scale was used to gauge relational 

social capital. developed by (Simons & Peterson, 2000; Jawahar et al., 2021) measuring “intra-

personal trust” (Cronbach alpha (α) = 0.924). 5-item scale were used to evaluate cognitive social 

capital. (Tsai & Ghoshal, 1998) (Cronbach alpha (α) = 0.937). 5-item scale used to measure 

structural social capital developed by (Nielsen et al., 2000) (Cronbach alpha (α) = 0.908). On a 5-

point scale with anchors, relational, cognitive, and structural social capital were measured by 

ranging from 1 to 5: strongly disagree to strongly agree (Cronbach alpha (α) = 0.971). 

Pre-test Analysis 

The questionnaire was double-verified to ensure high-quality data collection: (1) Three researchers 
analyzed at the questions' content validity to verify its relevance and validity while adjusting for 
latent factors. For questions to be considered acceptable, Item-Objective Congruence index 
(Rovinelli & Hambleton, 1977) recommends (IOC)-values ranging from [0.67-1.00]. (Turner & 
Carlson, 2003). (2) Scores for each variable for Cronbach's alpha (α), a measure of survey 
reliability, ranged from [0.7 to 0.902]. (Cronbach, 1951). 

 

RESULTS 

Analysis of Measurement Model 

 Structural equation model-(SEM)-(CFA) to verify tested-proposed model's overall data, 

convenient, and overall relations between these sections (AMOS). Using a two-step technique 

recommended by to assess the measurement model's reliability, validity, and discriminate validity, 

we analyzed the structural model to investigate our study hypotheses (Anderson & Gerbing, 1988). 

The system's convergent and discriminate validity, reliability, and validity were all assessed 

(CFA). The study approach that has been proposed considers unitarism social capital, 

psychological detachment, behavioral integrity, organizational cronyism and nepotism, and 

apathy. The results of all constructions (CR), as shown in, are within the allowed range of 0.69. 

(Table.1). (Bagozzi & Yi, 1988). This signifies that the data's core logic meets a high quality. 

Applying a second-order model is recommended for the initial inspection. It is first critical for 

building and validate a second-order model. The outcomes of second order analysis as follows.: 

The df is 58, the CMIN/df is 1.798, the GFI is 0.947, (the RMSEA is 0.053), (the CFI is 0.874), 

and (the NFI is 0.849). The (chi-square value is 92.15). The relevant factors were loaded with the 

(CFA)-(USC)-(relational, cognitive, and structural) items utilized to measure. Due to the fact that 

each item was attributed to just one component, results closely matched the model. Root mean 

square error of approximation (RMSEA) = 0.053; standardized root means square residual 

(SRMR) = 0.049; 2 (df) = 267.22 (89), 2/(df) = 3.65; comparative fit index (CFI) = 0.91; 

incremental fit index (IFI) = 0.91; When compared to all fit indices, the suggested value was 

greater. This demonstrates that the data and the model are both sound. each value, criteria are (BA= 

0.829), (BS= 0.842), (PQ= 0.643), and (BL= 0.511). which means that each of the four first-order 
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impacts (BA, BS, PQ, and BL), analyzed by the four reflecting factors, was given as a reason by 

(BE). Using convergent and discriminate validities, the measurement model was further validated. 

AMOS-outcomes are shown in (Table.1) together with the measurement model's construct validity 

as verified by composite reliability (CR). 

Table.1- Verify the survey's instrument using factor analysis. 

CFA Model AVE CR 

CMIN/df CFI TLI GFI AGFI NFI RMSEA 

< 3  
≥ 

0.90  

≥ 

0.90 
≥ 0.90 ≥ 0.90 ≥ 0.90 < 0.08 

ONC 0.622 0.846 1.810 0.925 0.911 0.977 0.962 0.983 0.000 

EE 0.579 0.865 1.767 0.981 0.928 0.923 0.947 0.964 0.046 

PD 0.636 0.781 1.564 0.32 0.907 0.946 0.965 0.975 0.058 

BI 0.569 0.883 2.923 0.966 0.982 0.920 0.911 0.927 0.090 

USC 0.673 0.813 2.508 0.964 0.933 0.974 0.985 0.921 0.049 

Source: based on the findings of the statistical analysis tool AMOS and prepared by the researcher 

 

     First, according to (AVE), factor loading, differentiated validity, and convergent validity are 

all recognized and advantageous for one index (e.g., Hair et al., 2010; Fornell & Larcker, 1981). 

If the value is greater than (0.5) but less than (0.7), The (AVE) value should be higher than the 

customary cut-off of 0.50 when it is greater than > 0.5 and equal to or bigger than (0.7). The great 

majority of the variation is explained by this principle. The survey instrument's validity is shown 

by the fact that the (AVE) is higher than the permitted range of (0.581 to 0.775). 

Table.2- The squared root estimation of AVE and the factor correlation coefficients. 

Study variables ONC EE PD BI USC 

ONC 0.892     

EE 0.807 0.834    

PD 0.776 0.878 0.876   

BI 0.862 0.854 0.758 0.857  

USC 0.839 0.654 0.793 0.792 0.828 

Note: the diagonal values represent the estimated AVE's squared root. 

      

This demonstrated that the measurement scales are adequate and that the (CFA model) achieved 

the requirement for discriminating validity. The loading on the associated factor was lower for 

each item than the cross-loading on other factors. In order to test a structural equation model (SEM) 

containing implicit variables, the CFA model was used. Finally, multicollinearity was not a 

concern as shown by the observed variables' square multiple correlation (R2) values, which were 

not larger than > 0.9. 
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The Structural Path Model's Analysis 

The path coefficients of the structural models were determined. AMOS was used to do a path 

analysis and test model assumptions. Thus according, a study sample at around 200 cases or at 

least 5 or 10 cases per parameter is required when using SEM (Kline, 2015). With 412 participants, 

this study had an adequate sample size. illustrates the result. The actual and suggested values of 

the model fit indices are displayed in (Table.3). The following goodness-of-fit measures were used 

to assess the study model: According to the table, the chi-square value is 289.76, the df value is 

142, the GFI value is 0.954, the CMIN/df value is 2.453, the NFI value is 0.963, the RMSEA value 

is 0.0723, and the CFI value is 0.928. This showed that the model and the data fit each other well. 

The hypotheses, t-values, and path coefficients are shown in (Table.3) for the dependent 

constructs. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 9. PLS model for evaluating common-method bias. 
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Table.3- Suggested and actual values for fit indices 

Appropriate Indicator 
CMIN/d

f 
GFI/Path 

NFI/Pa

th 

RMSE

A 

TLI CFI/Pa

th 

P-

value 

Suggested Value < 3.836  > 0.920 > 0.796 
< 0.345 

≥ 0.90 
> 0.889  0.0 

sig 

Reality Value 2.519 0.928  0.962  
0.0532 

0.921 
0.922 0.0 

sig 

Dependent Variables 

(DV)  

 Independent Variables (IV) - 

R2 ONC EE PD 
BI S.Es/P

ath 

P-

value 

EE 0.928 0.872 
- 0.698 0.863 0.782 0.0 

sig 

PD 0.937  0.832 
0.664 - 0.829 0.821 0.0 

sig 

BI 0.908 0.234 
- 0.590 - 0.886 0.0 

sig 

USC 0.946 0.866 
0.721 0.325 0.475 0.784 0.0 

sig 

Hypotheses  
β  t-value  Conclusion P-

value 

(H01): (ONC) has a direct negative effect on (USC). 
0.926 18.674

**  

Approved 0.0 

sig 

(H02): (ONC) was an indirect and negative effect on 

(USC) through (EE). 

0.982  20.431

**  

Approved 0.0 

sig 

(H3): (ONC) has a direct positive effect on (EE). 
0.947 13.665

**  

Approved 0.0 

sig 

(H04): (EE) has a direct negative effect on (USC). 
0.893  15.809

**  

Approved 0.0 

sig 

(H5): (PD) was moderated the relationship between 

(ONC) and (USC). 

0.958 22.716

** 

Approved 0.0 

sig 

(H6): (BI) has moderating the linking between 

(ONC) and (USC). 

0.930 16.332

** 

Approved 0.0 

sig 

 

Notes: *p < 0.05; **p < 0.01; ***p < 0.001; Fit indices: Chi-square = 289.76; df = 142; GFI = 

0.954; CMIN/df = 2.453; NFI = 0.963; RMSEA= 0.0723; CFI = 0.928. 

       

AMOS factorial analysis showed that the value of (R-squared-R2) for the study variables 

(emotional exhaustion (EE), psychological detachment (PD), behavioral integrity (BI) and 

unitarism social capital (USC)), respectively: (R2=0.928, 0.937, 0.898 and 0.908), Which explains 

that the variables are interrelated and each variable affects the rest of the variables and explains 

the changes in the variables of the research in a large and acceptable proportion. The importance 

https://www.eajournals.org/


               Global Journal of Human Resource Management 

Vol.10, No.4, pp.76-95, 2022 

                                                                   Print ISSN: 2053-5686(Print),  

                                                                                   Online ISSN: 2053-5694(Online)                                                                                                                                          

89 

@ECRTD-UK: https://www.eajournals.org/                                                        
Publication of the European Centre for Research Training and Development -UK 

and validity of each hypothesis can be tested through the (t-value) and (β) values in (Table.3), 

which indicate that the model is accurate and able to predict the dependent variables (unitarism 

and social capital)-(USC), the independent variables (IV)-organizational nepotism-cronyism 

(ONC), the mediator variable (MEV)-emotional exhaustion (EE), and the two modified variables 

(MOV)-(psychological detachment (PD) and behavioral integrity (BI)) with high accuracy. 

According to the results of (AMOS) analysis and path analysis from (Table.3), it becomes clear 

that (β = 0.926, t-value = 18.674, sig < 0.001) of the two variables related to the first hypothesis 

(Organizational Nepotism-Cronyism (ONC) and unitarism social capital (USC)) and which 

approved the validity of the first hypothesis (H01), which assumes a direct negative effect between 

(Nepotism-Cronyism (ONC)) and (USC). In addition to (Table.3), show that (β = 0.982, t-value = 

20.431, sig < 0.001) of the three variables related to the second hypothesis (Nepotism-Cronyism 

(ONC)-(IV) and (USC)-(DV) through (EE)-(MEV)) which approved the validity of the second 

hypothesis (H02), which supposes indirect negative effect between ((ONC)) and (USC) through 

(EE). In addition to (Table.3), display that (β = 0.947, t-value =13.665, sig < 0.001) of the two 

variables related to the third hypothesis (Nepotism-Cronyism (ONC)-(IV) and (EE)-(MEV) as 

dependent variable-(DV) which approved the third hypothesis (H3), which supposes direct 

positive effect between ((ONC)) and (EE). Additionally, to (Table.3), display that (β = 0.893, t-

value =15.809, sig < 0.001) of the two variables related to the fourth hypothesis ((EE)-(MEV) as 

independent variable-(IV) and (USC)-(DV) which approved the fourth hypothesis (H04), which 

assume direct negative effect between ((EE)) and (USC). Additionally, to (Table.3), offer that (β 

= 0.958, t-value = 22.716, sig < 0.001) of the three variables of the fifth hypothesis ((ONC) as-

(IV) and (USC)-(DV) and (PD) as 1st moderator Variable-(1stMOV) which approved the fifth 

hypothesis (H5), which suppose (PD) moderated the relationship between ((ONC)) and (USC). 

Additionally, to (Table.3), display that (β = 0.930, t-value = 16.332, sig < 0.001) of the three 

variables of the six hypothesis (Nepotism-Cronyism (ONC)-(IV), unitarism social capital (USC)-

(DV) and (BI) as 2nd moderator Variable-(2ndMOV) which approved the six hypothesis (H6), 

which suppose (BI) moderated the linking between ((ONC)) and (USC). Thus, according to the 

analysis of the previous results, it is clear that (ONC) has an effect of 0.866 on (USC) which proves 

a direct negative impact on (USC), (ONC) has an impact 0.872 on (EE) which means a direct 

positive effect on (EE), and an indirect and negative effect on (USC) through (EE). Additionally, 

(EE) has an impact 0.721 on (USC) which confirm that a direct negative effect on (USC), 

Additionally, (PD) has an effect 0.325 on (USC) proves that psychological detachment (PD) was 

moderated and modify the relationship between (ONC) and (USC) and behavioral integrity-(BI) 

has an effect 0.475 on (USC) proves that (PD) was moderating and modify the linking between 

(ONC) and (USC). 

 

DISCUSSION AND CONCLUSION 

As a result, the research focused on the relationships between five variables. (Organizational 
nepotism-cronyism (ONC), emotional exhaustion (EE), psychological detachment (PD), 
behavioral integrity (BI), unitarism social capital (USC)) in higher education sector in Egypt 
(universities, specialized scientific institutes, centers and scientific research institutions) in Egypt. 
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The relationship which linking behavioral integrity (BI) and social capital (SC) (Chaman et al., 
2022; Nair et al., 2021; Forstner et al., 2021), has been the topic of past studies, but the effect of 
linking favouritism (nepotism-cronyism) and emotional exhaustion (Abubakar et al., 2017), 
linking organizational cronyism (OC) and social capital (SC) (Jawahar et al., 2021), While this 
study linking nepotism-cronyism (ONC)-(IV) affects unitarism social capital (USC)-(DV), and 
testing the relationships between (EE)-(MEV), (PD)-(MOV) as field of study. The findings are 
consistent with previous field investigations (e.g., Turhan, 2014; Jawahar et al., 2021; Gala & 
Kashmiri, 2022). The study concluded that cronyism-(ONC) has a negative impact on social 
capital, and this supports the results of previous studies Which concluded that favoritism 
organizational cronyism-(OC) undermine social capital is one of the factors that undermine and 
social capital (Jawahar et al., 2021). The study also concluded that organizational nepotism-
cronyism (ONC) is the most element that undermines unitarism social capital (USC), and it 
concluded that organizational nepotism-cronyism (ONC) has a direct positive effect on emotional 
exhaustion (EE) and an indirect negative effect on unitarism social capital (USC) through the effect 
of organizational nepotism-cronyism (ONC)) on emotional exhaustion (EE) and that emotional 
exhaustion (EE) has a direct negative impact on (capital), which means that emotional exhaustion 
(EE) mediates relationship between organizational nepotism-cronyism (ONC) and unitarism social 
capital (USC). In addition, the study concluded that psychological detachment (PD) has a positive 
effect on unitarism social capital (USC), and even modifies the negative relationship between 
organizational nepotism-cronyism (ONC) and unitarism social capital (USC), as emotional 
exhaustion (EE) from work gives workers the recovery of their activity and moderate the negative 
impact between organizational nepotism-cronyism (ONC) and unitarism social capital (USC). In 
addition, the study concluded that Behavioral Integrity (BI) has a positive and moderate effect and 
moderate the negative relationship between organizational nepotism-cronyism (ONC) and 
unitarism social capital (USC), and this was also confirmed by some of the results of previous 
studies (Chaman et al., 2022; Nair et al., 2021; Forstner et al., 2021), The study also concluded the 
importance of unitarism as one of the keys to the success of human resources management-(HRM) 
as an ideological perspective that unifies the interest of employees and leaders in the organization. 
The study also found that the effect of behavioral integrity (BI) is greater than the effect of 
psychological detachment (PD) in easing the relationship between organizational nepotism-
cronyism (ONC) and unitarism social capital (USC). Additionally, detecting and facing 
organizational and managerial corruption (OMC) and organizational nepotism-cronyism (ONC), 
and enhancing role of leaders' behavioral integrity (LBI) for the sustainability human capital (SHC) 
and unitarism social capital (USC). 

Future Research Directions 

The five variables that the research focused on (organizational nepotism-cronyism (ONC), 
emotional exhaustion (EE), psychological detachment (PD), behavioral integrity (BI) and 
unitarism social capital (USC)) are a unique field because it contains contemporary variables in 
administrative thought, which can be a step, a beginning, and a field for future research, as there 
is a scarcity in some variables, as the researcher indicated in the problem of the study, especially 
if a comparative study between (unitarism and pluralism). And the impact of both of them on 
unitarism social capital (USC)) and the study of the effect of organizational nepotism-cronyism 
(ONC) on emotional exhaustion (EE), as well as the study of (integrity and capital) and the 
selection of vital areas of application such as the education sector, which must be promoted 
because it is the basis for the renaissance and civilization of advanced societies, administratively 
and leadership. 
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