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Abstract

This paper aims to investigate Union commitment in the context of Public sector
organizations of Pakistan. Our theoretical contribution is to look into union
commitment as a chain of related system rather than a single discrete behavior.
Relying on the Affective event theory negative events at workplace act as trigger
and may influence different workplace attitudes. This study examined
Organizational Cronyism as a negative workplace event. Only those Public
sector Organizations were chosen which have active unions. Data collection was
made from employees in three Time lags. 415 respondent’s were part of the
study, who were working in organizations that were influenced by unions. The
hypothesized model was tested using Confirmatory factor analysis, structural
equation modeling and bootstrapping.Results indicated that Organizational
cronyism is a positive predictor of Union commitment, whereas Pro union
attitude acted as mediator for this relationship. Practical and theoretical
significance is discussed in terms of the relations between Organizational
Cronyism and Union Commitment.

Keywords: Organizational Cronyism, union commitment, pro union attitude,
Perception of Union instrumentality, unions, Public sector Organizations

Unions have significant power to influence the business
environment (Tattersall, 2005). Nisbet (1976) defined unions as a body
that exists in social structures at workplace and can be identified with
unique needs and values demanding loyalty. They have played their role
in safeguarding employee rights since centuries, but many aspects of
business environment have changed the role of unions in organizations
since last few decades (Horsman, Gallagher, & Kelloway, 2016). The
presence of Union’s are witnessed in both private as well as public
sectors, but public sector is more influenced by the presence of unions
(Edward, 2010). Public sector organizations are more susceptible to
experience exploitation in terms of organizational politics instruments
(Martins, 2010; Asunakutlu & Avci, 2010; Rauh, 2015). Particularly in a
developing country like Pakistan, Unions have received limited attention
in the public sector organizational context (Nargis, 2013). In 2007, PTCL
initialized the Historic voluntary separation scheme and skimmed its
employee number despite being dominated by unionization. In the
political horizon Pakistan Peoples Party is a pro labour party and has
always facilitated and strengthened the unions, but the strength and
density of the union’s could not flourish in the regime of other political
parties (Irfan, 2008). Since few years Unions have lost their strong
position which they enjoyed previously because they are not active in
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their foremost role of right protection of the working class. In Pakistan,
unions are now mainly found in public sector institutions like WAPDA,
OGDCL, PTCL, Railways, Postal services and PIA, and are found to be
the main reason for the decline of performance in these organizations.
The state of industrial relations in Pakistan holds a non-cooperative
outlook. Management and the labor unions both are at opposite ends of
continuum (Hashmi & Bawa, 2010). The factors that cause union
commitment are unique. It was found that hassles are associated with
union commitment. Just like threat of loosing job, downsizing and
revamping. When employees face these conditions they feel they are in a
deprived state, the reassesment of his situation forces him to redress his
issues by approaching another body (Malik, Basit & Qazi, 2011).

Union Commitment was defined by Gordon, Philbot, Thompson,
Burt and Spiller (1980) as the extent to which an individual has a definite
conviction in the underlying values of unionism and has an aspiration to
remain part of the union as a member. This effort is in line with future
avenue identified by Dawkins (2016) who found out that different
attitudes and behaviours of employees can be predicted by considering
workplace events around them (Coleman et al., 2016; Cardador, Grant, &
Northcraft, 2017).

The role of Affective event theory has been pivotal in
determining our attitudinal reactions to events at work (Weiss &
Cropanzano,1996). To study the effect of negative work events at
workplace, AET gives us a foundation to incorporate the variables that
stem from the work environment and trigger an event. This event
eventually derives some attitudinal and behavioural responses. Using the
framework of AET, this study attempts to understand the influence of
Organizational Cronyism on Employee behaviour. The work
environment is the public sector organizations with active unions.
Organizational Cronyism is reframed and adapted in to the AET as a
negative work event. Pro Union attitude is the workplace attitude,
whereas union commitment is the attitudinal response.

Dey (2012) argued that when the employer is ready to meet his
employee needs, it cuts the need for unionization. But, if the employer
practices fail and they don’t honour their word, (Gakovic and Tetrick,
2004; Hassan, 2012; Epitropaki, 2013) employees enhances its bond with
the union in anticipation of redressing the negative events.In this paper
Organizational Cronyism has been studied to analyze how it can impact
the commitment of employees towards unions.

Organizations are not apolitical they are influenced by the
politics which takes places at all levels (Ferris et al., 2017). In this Paper
Organizational Cronyism has been studied to analyze how it can impact
the commitment of employees towards unions. Organizational cronyism
is one such phenomenon which is seen as a facet of different kind of
politics (Arasli and Tumer, 2008) .Considerable attention has been
received by positive employee attitudes for decades by researchers.
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Positive attitudes like job satisfaction, organizational commitment have
been studied since very long (Bashir & Nasir, 2013). On the other hand,
recent years have witnessed a shift in this trend and an increased interest
is seen in the negative workplace attitude and organizational cronyism is
one of them (Arasli & Tumer, 2008; Pearce, 2015). Even though the
negative impact of cronyism has been seen on performance,
organizational commitment and job satisfaction (Begley et al.,2010;
Turhan, 2013; Pearce, 2015;Wated & Sanchez, 2015) so far we have not
found any empirical evidence for studying cronyism as having a
retribution effect, which is an action against a person or group in
response to a grievance. Despite its prevalence in organizations, studies
by (Khatri &Tsang 2003; Khatri et al. 2006; Begley et al. 2010) have
contributed in explaining its scope and describing cronyism as a
construct, but empirical studies are rare in relation to its impact on
employees psychological state. These extreme situations, motivates the
employees revisit their status and behave in accordance with the new
circumstances (Fatima et al., 2017; Karakose,2014).The affective
reactions are usually the result of some negative emotions experienced at
the workplace to a perceived wrong doing (Harvey, Martinko &
Borkowski, 2016; Thiel, Hill, Griffith & Connelly, 2014).

The union’s purpose of existence is to stand for the welfare and
improved working conditions of its members (Ahlquist, 2017).
Zacharewicz, Martinez & Kelloway (2016) suggested union attitudes in
determining individual perceptions of the union as a “perceptual filter”
(Southwell, 1991). Neuman and Baron (1997) explained that hostile
working conditions, which includes downsizing, revamping, excessive
pressure for meeting production lines, unrealistic targets may generate
organizational responses which will undermine the commitment of
employees to the organization. This eventually leads employees at
workplace to join and become part of an association which will
safeguard their interests (Khatri, Tsang & Begley, 2003; Dasborough et
al., 2011). So this depicts the imperativeness to consider the employee
attitudinal responses to workplace events (Blader, 2007).Brett (1980)
argues that when there is real frustration in the workplace and employees
have a strong belief that the way to eliminate that frustration is through
collective force, subsequently “employees’ interest in unionization is
triggered (Fiorito, 2015; Douglas & Martinko 2001; Barclay et al. 2005).
Halperin et al., (2012) explains that when negative workplace events
occur, employees seek to re-evaluate the current situation. While much
of the literature on organizational politics is silent lacking references to
redirecting behavior (e.g. Wolak et al., 2001; Marcus, Neuman &
MacKuen, 2000), the paper has its focus on the union commitment as a
consequence of cronyism in the organization..Public sector of Pakistan
have high power distance culture (Hofstede,2001) having unequal
distribution of power and wealth.This speaks of a congenial environment
for cronyism to breed and flourish.
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Our theoretical contribution is to look into union commitment as
a chain of related system rather than a single discrete behaviour. But
Researchers cannot exclusively explore union commitment unless the
mechanism of development is not taken into consideration. This model
thus suggests that the impact of Organizational Cronyism on union
commitment may be indirect, mediated by union attitudes. The Paper
argues that a public sector perspective is well suited to shed light on
unions’ commitment. Davis (2013) argued that the psychological effects
of unionism has been given relatively little attention in research in the
heavily unionized public sector (Hong, 2015; Ahlquist, 2017).

The explanatory path in relation between negative event and
union commitment through the mechanism of workplace attitude is not
clear. Virtually, no empirical research has been carried out in this regard.
This study is a time lagged study, and provide new insights at different
time points.

Literature Review
Organizational Cronyism and Union commitment

The word “Cronyism” is originated from the word crony, which
was a slang word of Cambridge University during 1960s.The literal
meaning of “crony” is “long standing friendship”. Now crony has
ingredients of preferential treatment and political corruption in it (Khatri
& Tsang, 2003). Aydog (2012) explained in his study that cronyism
corresponds with rule of reciprocation, which creates the foundation of
cronyistic relations. The present study tries to explore the dynamics of
cronyism as a significant possible predictor of Union Commitment.
Turhan (2013) has reflected the scenario of public organizations very
well by sketching how the exploitation by political figures takes place
All is done to favour a certain group over another to provide
opportunities to their supporters in the form of employments (Jones &
Stout,2015; Coleman et al., 2016).

The definition of cronyism lies within the scope of field play of
power and politics in the organizations. Begley, Khatri & Tsang (2010)
explained how chances of favouritism is always there in organizations.
According to them organizations do not exist in isolation they are social
institutions with open systems. According to Park (2003) and Bar-Tal
(2007),the trend of favoritism, nepotism, and cronyism carries negative
vibes which are enough to impede the institutionalization of businesses
from a broader perspective and it also spills its effect to the individual
psychological well being also (Meisler & Vigoda,2014).

Political behavior in organizations has long been established as a
central dynamic in organizational life. (Mintzberg, 1983; Vigoda-Gadot
et al., 2003). It is widely accepted today that organizational politics has
both positive and negative organizational implications. One form of
political Behaviour is Organizational Cronyism (Bellow, 2003; Keles
Ozkan & Bezirci,2011). Much Reliance has been seen on the Weiss and
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Cropanzano, (1996) affective events theory, which postulates that
employees’ attitudes and behaviors cannot be devoid of the experiences
at workplace (Erdogan & Bauer, 2014). Rosen, Chang, Johnson,Levy
(2009) maintained that the routine disturbances linked cronyism at
organizations evoke negative responses that connect the reactions
towards a workplace attitude (Conner, Smith & Mcmillan,2003;
McGrath, 2014).

According to AET, events experienced in the workplace evoke
reactions among organizational members. These reactions influence short
as well as long-term attitudes and behaviors (Weiss and Cropanzano,
1996). Relying on the AET, organizational politics scholars maintained
that cronyism under the domain of organizational politics could be seen
as triggering events that influence workplace attitudes. Hoobler & Brass
(2006) gave an intresting insight into negative events as a redirecting
behavior. According to them negative workplace events can redirect you
to a more powerful group or even a less influential association. Our
arguments propose the given hypothesis that
H1: Organizational cronyism has positive relationship with Union
commitment.

Pro Union Attitude Mediates the relationship between
Organizational Cronyism and Union commitment

In most studies, pro-union attitude has been consistently shown
to explain the construct of union commitment because there is often a
positive correlation between the two constructs (Barling et al., 1992;
Bamberger et al., 1999; Chan et al.,2006). Union commitment was also
studied by Snape and Redman (2012) and significant relationship was
found with pro-union attitudes (lverson & Kuruvilla, 1995).

Over time, members are inclined towards unions and they
develop pro union attitude which is predictive of union commitment
(Bergmann, Lester, De Meuse & Grahn, 2011; Cialdini & Goldstein,
2004). Although a number of studies (Wiener, 1982; 1990 ; Shore &
Newton, 1995) provide indirect, empirical support for such a mediation
effect, to date no multivariate test of such a model has been reported
(Aydog,2012; Berkowitz,1993). This argument is supported by
Southwell (1991) who concludes that tensions related to the workplace
are associated with prounion attitudes. Freeman & Medoff (1984) have
pointed out that members of a union are more likely to speak out their
work problems and frustrations through strike behaviour (Heider,2013;
Hodder,2017).Therefore, the model postulates a relationship between Pro
union attitude and union commitment. That is to say, since frustration in
the workplace has been shown to be related to the need for collective
action, the model predicts that Pro-union attitude will mediate the
relationship between Organizational Cronyism and union commitment.
The following hypothesis is developed on the basis of above arguments.
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H2: Pro union attitudes mediates the relationship between
Organizational Cronyism and Union Commitment.

Perception of Union Instrumentality Moderates the relationship
between Pro Union Attitude and Union commitment

Union instrumentality was defined by Gordon, Barling, and
Tetrick (1995) as a perception that how impactful a union can be on the
work conditions that encompasses employees work environment. This
study is based on the hypothesis that if the members believes the union is
instrumental in meeting their needs, the members will tend to manifest
greater level of union commitment. Perception of Union instrumentality
is like a stipulation because if the role played by the union is influential
in improving the conditions of the workplace only then employees will
be committed to a certain Union (Fullagar & Barling,1989;1992; Aryee
& Debrah, 1997).Based on the social exchange theory perceived union
instrumentality is defined in terms of union support (Fuller &
Hester,2001; Fuller, Marler, Hester & Otondo,2015). The theory
postulates that the process of member commitment starts with the belief
that unions role is instrumental in addressing our grievance.

Union instrumentality does not come only from claims, it is a
cognitive assessment of cost benefit evaluation of the union (Newton &
Shore, 1992).0n this account workers feel bound because of the benefits
that the union will secure for them.Many theorist conceptualize
instrumentality as an assesment process that is linked with behavioral
intentions (Mitchell & Biglan,1971; Latif & Khan, 2016).
Instrumentality predicts members intention to stay with the union. This
study hypothesizes Perception of Union instrumentality as moderator
between Pro union attitude and Union commitment.

H3: Perception of union instrumentality moderates the relationship
between Pro union attitude and Union commitment.

Perception of Union
Instrumentality

Union
Attitude Commitment

Organizational Pro-Union Y
Cronyism

Figure 1. Theoretical Framework

Research Methodology
Population and Sample
In developing country like Pakistan the Public sector
organizations are characterized by strong and active unionizations. Data
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on variables of interest are collected from Public sector organizations
with active unions. These organizations include PTCL, OGDL, PIA,
Pakistan Railways, Power supply company (PESCO) and National bank.
Data were collected in the form of printed and online questionnaires
from unions’ office bearers and employees. It is important to make it
clear that workers are divided into several categories in public sector
organizations.Practically, only the permanent workers can form unions.
That is why only permanent workers were targeted in this study.All
guestionnaires are self-reported and unit of analysis are individuals. In
first phase 700 questionnaires were circulated and 645 filled
guestionnaires were received back. In phase two the same 645
guestionnaire were distributed to same employees and 590
guestionnaires were received back after second phase. Among those 590
guestionnaires 415 could be approached till last phase of data collection.
415 responses were properly filled and were considered usable
responses. The response rate was 59.2%.

Sample size

The sample of 415 is adequate by following the sample size table of
Krejcie and Morgan (1970) and Cohen (1969).As they reported if the
population size is 250000 then at 95% confidence interval with 5.0%
margin of error sample of 415 is appeopriate.

Table 1. Sample Size

Organization Total Number of Employees Sample Size
PTCL 16,000 118
OGDL 11,000 62
PIA 14,771 105
Pakistan Railways 78,031 40
PESCO 15,584 52
National bank 21,710 38

Procedure

Information was collected about active unions in the public sector
organizations of Pakistan located in the Peshawar, Islamabad, Faisalabad
and Lahore. Access to the organizations were made possible through
prior permission.

Data Collection

A time lagged study was conducted to avoid the common
method bias that typically occurs in cross sectional applications. Data
were collected in 3 Time Lags, Each time Lag of Minimum 3 weeks. The
challenge in time lagged study was that data had to be collected in 3 lags,
i.e. from same employees The time lag is defined as the period of time
between a stimulus and response or cause and effect (Griffeth, Hom &
Gaertner, 2000; Riketta, 2008).The effect of Time lag erodes if the time
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lag extends over a longer period (Dormann & Griffin, 2015; Mitchell &
James, 2001).In Time lag 1, Organizational Cronyism was measured at
Time 1.0Organizational Cronyism is the independent variable.Pro union
attitude and the moderator PUlI was measured at Time 2.Union
Commitment was measured at Time 3.

Instruments: Pre developed instruments on Five point Likert scale was
used to measure the variables. Details of the measurement of each
variable are described below

Table 2. Measures, Data Source(s), and Schedule

Variable Instrument No of Reliability Time Time Time
Items 1 2 3
Organizational ~ Turhan (2013) 15 .86 X
Cronyism
Pro Union Chacko 10 74 X
attitude (1985)
Perception of Chacko 5 .78 X
Union (1985)
Instrumentality
Union Kelloway et 5 .88 X

commitment al.(1992)

Data Analysis and Results
Age, gender, and work experience were the demographics that were
studied. Age and work experience both were reported in the number of
years.

Table 3. Demographic Profile

Variable Category Frequency Valid Percent
Gender Male 293 70.6
Female 122 29.4
Age 20-30 72 17.34
31-40 142 34.21
41-50 91 21.92
>50 110 26.50
Education Intermediate 83 20.0
Bachelors 165 39.8
Masters 126 304
Any other 41 9.9
Experience 1-5 years 46 11.1
6-15 years 204 49.2
16-20 years 135 32.5
More than 20 30 7.2
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Validity and Reliability Analysis

Convergent validity (correspondence or convergence between similar
constructs) and Discriminant validity (discrimination between dissimilar
constructs) were tested to assess the reliability and validity of the
constructs as shown in Table 4. Our result of Average variance (AVE)
conforms to the criteria given by Nuechterlein et al.,(2008) i.e. above 0.5
establishing the convergent validity. The value of AVE is greater than
MSV (Maximum Shared Variance) which establishes the discriminant
validity. This is in consistence with the standards provided by Fornell &
Larcker, (1981).To know if the scale items are internally consistent ,CR
shoud be greater than 0.7.

Table 4. Convergent and Discriminant Validity of scales

Construct CR AVE MSV
Organizational Cronyism 0.882 0.591 0.202
Pro Union attitude 0.784 0.651 0.186
Perception of union 0.778 0.613 0.186
Instrumentality
Union Commitment 0.888 0.581 0.201

Notes. AVE= Average Variance Explained, CE= Composite Reliability,
MSV=Maximum Shared Variance

Confirmatory factor analysis

Confirmatory factor analysis has been performed by using Amos 23
before testing the hypothesis which have been proposed in the current
study.The proposed model consist on four variables .However, during
confirmatory factor analysis one item from Organizational Cronyism was
removed having low factor loading.

Table 5. Confirmatory Factor Analysis of the Measurement Model

Chi Df CMIN/DF RMSEA IFI TLI CFI
Square
Initial 820.440 813 1.009 0.005 0.998 0.997 0.998
Model
Modified 782.216 804 .973 0.002 1.005 1.003 1.001
Model

The CFA of the model presents a good fit as explained in table 5, values
given as RMSEA = .005, IF1=.998, TLI=.997 and CFI=.998. The error
terms were covaried for achieving better model fitness.The modified
model gives an excellent fit having RMSEA=.002 which is less than
0.005 and indicates a good fit, IFI= 1.005 which is closer to 1 illustrates
a good fit, TLI=1.003 which also proves excellent fit and CFI=1.001
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again represents good fit. The threshold values are given by Hair, Black,
Babin, & Anderson (2009).

Table 6. Bivariate Correlations for All Study Variables

Variables 1 2 3 4
1. Org. Cronyism 1
2. Pro-union attitude .234** 1
3. Union commitment 113* 337** 1
4. Per Union Instrumentality 396**  .308** .335** 1

Note: *p <.05. ** p<.01.

As can be seen in Table 6 for the Organizational Cronyism was
significantly positively correlated with Pro union attitude (r = .234, p<
.01), and Union commitment (r = .113, p< .01), and significantly
correlated with Perception of Union Instrumentality (r = .396, p < .05).
Pro union attitude was significantly positively correlated with Union
commitment (r = .337, p < .01) and Perception of Union Instrumentality
(r =.308, p <.01). Union commitment was significantly correlated with
Perception of Union Instrumentality (r = .335, p <.01).

Table 7 Standardized Coefficients for Structural Paths

Structural Path Estimate SE CR P-

value

Cronyism—> Pro Union 234 .047 4.89 .002

Cronyism—  Union .308 .054 6.59 .000
commitment

***=P<0.001, P =standardized regression coefficients, B= un-
standardized regression coefficients, S.E= Standard Error.

Table 7 The analyses are controlled for the effects of the
demographic variables (i.e., age, gender, and work experience as they
had insignificant effect of variables). The results of the regression
analysis showed that Organizational Cronyism significantly positively
predicted the Union Commitment (B = .234, p< .01), thus supporting
Hypotheses 1. Pro Union attitude also predicted the Union commitment
(B =.308, p< .01).

Table 8. Standardized Indirect path coefficients mediation analysis

Indirect Paths BC 95% CI

Indirect Lower Upper P
Effect  Limit  Limit
OC >ProU-> UC .072 139 .456  .000

Note: n=415; Bootstrap sample size=2000, BC 95% CI= Bootstrap
confidence Intervals
*p<.05, **p<.01,***p<.000
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Hypothesis 2 proposed a mediating role of Pro Union attitude in
the relationship between Organizational Cronyism and Union
Commitment. Results of hypothesis revealed that the relationship is
significant in presence of Pro Union attitude (B = 0.083, p<0.001)
Therefore, the meditational Hypothesis is accepted.

Table 9. Moderation Analysis

Structural Path Estimate SE Coefficients P-Value
ProU — UC .697 .188 4.305 .000
PUI — UC 1.099 .203 4,682 .000
INT (PUI x Pro U)—» UC 1.897 .059 5.909 .000

Hypothesis 3 proposed a moderating role of PUI such that the
relationship of Pro union attitude and Union commitment is strengthened
when union instrumentality is perceived high than lower. The significant
value of interaction term (f =1.897, p>0.001) proved PUI strengthens the
relationship positively between Pro-union attitude and Union
commitment. Therefore, hypothesis is accepted.

e

35 Moderator

7

Low Pro Union High Pro Union

—+—LowPUl —8—HighPUI

Figure 1. Graphscan of Moderator Perceived Union Instrumentality

PUI strengthens the positive relationship between Pro Union attitude
and Union Commitment

In order to understand the nature of interaction, the graphs can be
seen as figure 1 in which the dependent variable Union commitment is
plotted on y-axis while the independent variable Pro union attitude is
plotted on x-axis with low and high values. A positive relationship can
be seen, as when Pro union attitude increases, Union commitment also
rises (which is depicted by an upward and steep slope). However, it can
be observed that this positive relationship between Pro union attitude and
Union commitment is stronger when the role of union is Perceived
instrumental. Therefore, it can be inferred that if union is perceived as
instrumental in benefitting employees rights, it will strengthen the
relationship between Pro union attitude and Union commitment.
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Discusson

This study gives interesting findings in terms of the relations
between  Organizational Cronyism and Union Commitment.
Organizational Cronyism was found to be strong predictor of Union
Commitment. It was observed that for employees union can serve as a
release valve from the negativity at workplace and therefore manifest
higher levels of union commitment (Schnake, Dumler, & Moates, 2016;
Pelit, Dincer & Kili¢,2015). Drawing on AET (Cropanzano,1996) our
results confirm the fact that people react to negative events at workplace
in different forms of attitudes and behaviours. The challenges for unions
are not simple and easy to tackle and perhaps other factors which we
might have missed out have created an extremely unreceptive
environment for unions. Neuman and Baron (1997) explained that hostile
working conditions, that includes downsizing, revamping, excessive
pressure for meeting production lines, unrealistic targets may generate
organizational responses which will undermine the commitment to the
organization (Thiel et al., 2014; Jones & Stout, 2015; Adnan &
Latif,2013).This eventually leads employees to join and become part of
an association which will safeguard their interests. It is also supported by
Cardador, Grant, Lamare & Northcraft, (2017) suggests that negative
working conditions often lead to frustration. They argue that when there
is real frustration in the workplace and employees have a strong belief
that the way to eliminate that frustration is through collective force,
subsequently “employees’ interest in unionization is trigerred (Laroche,
2016).These findings advocate that though negative events affect
different organizational outcomes.

The mediating role of Pro union attitude was established
between organizational cronyism and union commitment. Employees
that work in Organizations that are unionized have different expectations,
values, or frames of reference for evaluating their option than nonunion
workers (Sagib & Arif,2017). Tapia (2013) and James & Karmowska
(2016) has posited that unions typically affect a number of job related
attitudes and Prounion attitude is one of them. The Moderating role of
Union instrumentality was established positively. It can be explained in
the context that employees will seek assistance from a union only when
they perceive the role of unions instrumental and helpful in safeguarding
their rights (Shan, Hu, Zhi, Zhang & Zhang, 2016) in negative work
environments (Schnake et al., 2016).

Conclusion

This study is an attempt to bring together a number of
psychological determinants as mediators of individual participation of
employees in unions. The results of the study also approved
organizational cronyism as a negative event strong enough to pursue
employees towards indulging in unions. The development and testing of
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incorporation of AET into the union commitment framework helped to
explain how, and under what circumstances, employees cognitions about
cronyism may lead to union commitment
Implications

The analysis of Union commitment as response to
Organizational Cronyism has practical implications, especially for Public
sector organizations. It can help to revive the lost glory of unions and
bring it back in productive role (Snape and Redman, 2004). The
understanding of cronyism and its characteristics can warn managers to
the downside effects of cronyism. The study strengthens the need for a
climate of healthy unionization in organizations
Limitations and Future Directions

Although the findings were significant, but the study also has
some limitations.First, the demographic characteristics of the sample,
and the job context limit the generalizability of the study. Increased
knowledge of the causes and consequences of cronyism should be
studied in our culture. Though cronyism as a shade of Politics is
considered as a negative factor, but it is perceived as a positive factor in
Pakistani context, because it is used as means to achieve favours other
than using efforts for it (Bashir, Nasir, Saeed & Ahmed, 2011).Regarding
unionization in Public sector Organizations the leadership role is not
similar across organizations (Zeb & Ali,2015), future studies should
include Union Leadership as an explanatory variable to understand union
commitment (Zacharewicz, Martinez & Kelloway, 2016). Thacker
(2015) suggested that union’s salience should be taken into consideration
to explain how the Power status of union can change the employee’s
relationship to the organization as unions stakes strengthens.

47
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Figure 3: Path Diagram
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