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Abstract

The present study aimed to design and conceptualize a consensus cognitive map of employees’ perceptions of organizational flattery in a
large mining company using the Zaltman Metaphor Elicitation Technique (ZMET). This developmental study adopted an exploratory
qualitative approach. The research context was a large mining company, and twelve knowledgeable participants (6 women and 6 men)
were selected through purposive conceptual sampling. Data were collected via in-depth, image-based interviews structured around the
ten-step ZMET protocol. Participants were instructed to reflect on the phenomenon of flattery for one week prior to the interview and
to select images representing their perceptions. Interviews lasted between 90 and 150 minutes. Following transcription and qualitative
analysis, 46 initial constructs were identified. Based on consensus criteria (constructs mentioned by at least one-third of participants and
relationships confirmed by at least one-quarter), a final consensus cognitive map was developed. Nine core constructs remained in the
final consensus map, categorized as causal structures (incompetence, autocratic management, favoritism, low self-esteem), mediating
structures (illegitimate exaggeration, double-loss cycle), and consequential structures (elimination of specialists, reduced trust, decreased
productivity). The inferential analysis revealed that incompetence and favoritism, mediated by illegitimate exaggeration and the double-
loss cycle, lead to the marginalization of qualified professionals, ultimately resulting in lower organizational productivity and diminished
trust. Furthermore, low self-esteem and autocratic leadership were identified as reinforcing contextual drivers of flattery behaviors. From
employees’ cognitive perspectives, organizational flattery is not merely an individual behavioral tactic but a structurally embedded and
culturally reinforced mechanism that originates from personal and managerial deficiencies and ultimately erodes human capital,
organizational trust, and productivity.

Keywords: Employee mind mapping, Organizationalﬂatter)/, Cognitive consensus mapping, ZMET, Occupational self—esteem, Organizational trust,

Human resource producti vity

Authors’ Information: (i)
Pt ®®
T r— BY NG

© 2025 the authors. This is an open access article
under the terms of the CC BY-NC 4.0 License.

montazer56(@pnu.ac.ir
1. PhD Student of Public Administration, Si.C., Islamic Azad University, Sirjan, Iran

2. Assistant Professor, Department of Managment, Payam Noor University, Tehran, Iran

3. Department of Public Administration, Si.C., Islamic Azad University, Sirjan, Iran


mailto:montazer56@pnu.ac.ir
http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

ol 4 LOlle .ol Glojle0s)s STl 5 Glae cdalsy oS oo )55 S e S S8 Sl olae Slejle Ol s
o Jlasl oo 55 53 lejle 01 KaS™ Ol J@\,,g,;;,x;¢p¢)ﬂdw‘jG;;,;tgg‘&u;ﬂomwjt PRI
K9 bl Rl b (sl 5 (5,8 S8 Ol 53 w5 1AL L S jene 505 6 b a (Aslani et al., 2024) cul o,
I R T IR P TN A - O Y W gL RS YN S0 NG B e LT PR BT |
Ghes ¢ oUad i )3 (Diken, 2025) das o b Ollo Culsy o 5 ol Seokas a1y 55 gl o S i 0T 3 &
S r Jos Dy a St g I U dasl g A 550 6l 6O 55l O s

S s o Olas (SSgepp 5 o5l Gl ol el paed Camiie S Do b Bslio b b 5 TB181 lin e 05 o fosl 53 Ghed
(Graf, 2023) Coul ol alis S (s ol JSKS Ol giea Calises (6 S5 (slaci 53 53 ol jen SN (b g Lol en Ghed
3,03 &S5l b 5 el ool Ole (Kb 50 8 s Bl )1 2 Olsea e 5 638 (bbb e
Sl o3l Ol 5ot camy b 5 gamy SNl 55 L5 e Ghed 457 Wlosls OLES o (6l Sbls ) sla i (Shanshool, 2024)
.(Hasanzadeh & Shakeebaee, 2023) 53, ,I5 4 01 K3 Cosls 5 S ke

Cute 3,55k g 55 95 A S s o Ol elaz] Oleasl pole slaasl o)ls ol Coenl Ghat 5 Slsle oot Ol jiled (dl= sl b
Fujiwara et ) el Jas o 331 53 1 b toliw & bl (S35 L abslo e 1 i sled bl (S Jlad 1y jae 3lsl el Wl 5 oo
13 sm 55 S ks 55K 5 st skl b aSl 0,08 e 1 ediS ol s e et &5 das e 0L el ol (@l 2023
LS oo Jlsws b i 5o 1) 45\:.»/):&}3 s,y Wlg e sled a5 Wlesls Ol o laxl oL HL sla g ¢ SONS cb)A
250 0T M 5 Sl glaay 3o 5l Clis o ge LU 0T Sdaoli 57 e (slasals ¢l 35 L .(Quach et al., 2024)

Mo Jad il sty (gl OUS S 48 Wlosls OLES b o g5 .5 5 g0 5Ll gl 1 et (S Ol sea shad ¢ Slojle 3L s
S, s Jl- sl L .(Abbasi et al., 2014) wab asls Ll Jdxd &b i b Ll5 5k, opl 5 S e eslizal Gha gaeSasTl
o3l Gles o7l 0313 05 (6 Vbt L 5 Sl sl Sy e B3 on pain 55801 03057 35 i (6 Vot L Cin 40 15 oo
Ghad Cu e Cpimeen (Hada Danya, 2024) 55l e |, Sl e slaplls 5 SO W15 oo 5 2505 (oY lostuo L b it sllar
1y 330 Glapranas o516 5 03 S sloml ke 55 LT uiasletel Wlg o |5 el odd (B an Ol pite (gl (gla 2l 5SS Ol g

.(Fallah Nosh Abadi et al., 2020) .5 |¢.s



I 0L ol Cams 5 anlS T3 55 o e s ¥ lakasly St 53 Ghed 457 Wilesls O 55 0l pl (a3 GOble 53 Sl Slalas
s g i (Parsaee et al., 2019) 3,15 Jlis 4 15 5530 40 L2alS 5 slazel Sal ¢ elaanl arleju 2alS O soman glasly 55,5
Sl Slail g odaeST sl Samls oylael 2alS 5 me 55 (L)t oo |y Glad b &S S, & Lls AST Madlo slatags
od o ol 31 Glajl dail gy 0355 0 b Ghad s pl il o7 Slej 55 sl Ly, s (Rogers et al., 2023) 1,8 o 513
.(De Clercq & Pereira, 2023) 5 i 0 aulS 5 3 (5,15 5 oebow Cons @

Caleen (5lao s 33 53 odsdy ) 4 a3 oo OLES Ol ol 3 3hod &K 3 s S gy 13503 Ay 35 (K8 3 s )3 (3hod ¢ Glajlu o 1 518
Sy & Ol jon 4 55 p s ! S okes 4 «nl o (Zanganeh et al., 2024) Clods 1 55b ) sl sl b b L s 53 (S yb
Al (an s Sl g

33k ST 15 0T o8 T 56 5 (S1sl oos slasd Ll 5 o5 Jslite a8 (sla 535 b T o 0T addllan oy ol 4 ¥eir Sk 0 4 55
31 S (Creswell, 2012) col o1 KaS™ (STl slajbsile 5 (a3 Glae CaAST Coa (6 ol ool 3 0323 (AS Sla2a 55 3
5 2ol Sl eslial gl &8 sl (ZMET) (ol (glojlazal 1 Sz S (23 Gees LAY 4w s gl 4l)sT 5 sl s,
23 sy o) (Zaltman & Coulter, 1995; Zaltman & Zaltman, 2008) cul es >1 b 283 gladie (2iS (gl bao ylazal
Uolsb (Mozi, 2012) JE LS sz 283 ke ¢! A=l (Shakri & Khanlari, 2015) &  sas alax 1 Calies (slao
515> «(Dehdashti Shahrokh & Bashir Pour, 2018) 5 yewS slas al, 53 26, <y 5 «(Moazzen, 2018) Sl
sl ot 4 § 8"« (Montazeri & Tohfe, 2023) L.l e Sletiadl 5 5 (Karanjam et al., 2022) sl glaaSls
Coonl 0in 0L o Llasls e G Sl ) S G b 51 Gled pants 5 Ll 4 2 sian igh 05 03 (i (5 Dl
oo o ls Cal s § 15 a5 5y 4e S auT (b ol L L(Christ et al., 2024) coul Ll Sales 53 odydy ol 09550555
Lilyy d A o (S3lop she 355 (23 53 1y ey ol 48 OLSLIS &Sl s Ooleay il Dol 53 (o) S 3k 0)lys OLS,
Aalid o O doly b laatie Ol siear 1y o la bt be ax g L3l go 155 adaly 5 elye Obe e

TlAel S S0 b ey cnl 2l S ket 51 OUS IS &S50l Grae ogs Sp s 5 SRan Slusl 53 s e S 4 g b
S 685 &85 an Ol &S5 LSS SThsl aloba 3 (o) 85l oo 4285 oS Sl Syl ey (g 55 el (slo sl

el glolis B add ol s el 5 ol ( Jo sl le an 55,8



by
a0l S8 4 Glate 23 8 elowil (ay3) (el (Sleslanal ol gl SGSS bl s S iee S 30 G s Gk
Shestizad b5 oS 28 OLS,IS w51 OB US oS i Sl g Jhags Oda b coslis OUSLIS G plulis &os s igs
S50 ¢ o0 o0lips Sl it (Sl 45 Wpiie D pes (K (sl (6313 ST 1l 53 D3 S ) pssde (5 S el LR
s el g5 OUT Sl andllas 5550 0ol Tt 5 Olasle o DLl IS 5 Ol dte b e 31 g (Creswell, 2012) w.:b aslls
3L Olgebsl Sl e OF 31 ey dled b s 1 L1 0Ll s gxo s ol 5SS ST o 5l elSys slis (e 53 &S, LS
308 5057 Jald BN paazme 53 k3 8 Sses (s)Ses gl OUT 5 Olayl 4 anl o b andllas 5 50 E i sn n) 53 (PNt

.J.A:&

OBus oS ,0 S ld Camer ST LY J g
bl oo (JL) aals M ol IS
s S g e ) S5 3, \
dﬁ}a&.]a!b) A J.AL,.:)lS >S4 Y
gulcb@ﬁﬁ Y SSSs 05 Y
IT syl \Y L)l byl 3,0 0
ol Y L)l byl O3 e
sl ) Ll it )lS 355 %
My elssls \ Py 5y A
S ls,ls % NW-S R WLy 3, q
Sl )l sl Ve Ll i )lS 5y Ve
Sl \ lils 355 N
b3l gl i 0 Lyl i )lS 355 VY

L e oS alias a6l 5 oddn 0l andllas 550 oy o)lps atin G e 4 S iS5 4 Gaes glaalaas plail 51 13
i3 clome (S 311y olss il e OIS S 2 e S DA |y ol il sl (g5lbiadl g sline LSS T 3 51 8



eMT(\QQ())\jﬂS)JJbJ(\QQ\>u,aﬂb A:JYLEJ‘)J‘\S‘-A?(JAL'L;!UQ&rK 6> > 4.»?'[«25 Jui\fé ')":":'SJ)'E@")ML“’}DUM

Christ et al., 2024; Karanjam et al., 2022; Moazzen, 2018; Mozi, ) cws) 55, b Getos sl 21 Sl e Y Jgor

(2012; Shakri & Khanlari, 2015

5 3305, BLEST 4y sdd Gl gl Ko 5SS S8 350 5 &S 353 e atulsE s lisd aslae Sl s e ol s
S Sl slas cnl 5SS o 48 S Oly 5 0350 L geds o Sla Shs 5l yme n) 53 ) 255 Slons

el 50 gl 5 S

4 B Jg Ll ansls st ad s f\f.&;@:l&,hé}u amilor 45 3 gl atal st o digd alae 5l als o ol 5o

lEada O Sl 15 (s memt 5 A0S Ol 1y (S bt OF il 03,55 0T L Bl s (6 ges 035 1y

Ll o GLas| w5 S Cis 5 i

Q)W)j]ﬁ)u

Wu.).;.a:)bfeA:M;&J:.Mﬁu.af)@ébl;ﬁbdﬁjhd«S:Mw\f@lﬁujl¢rd>f):
Loogt JYs e 503500 gua\ml{ﬁ,u,-\a,;&g,msdu s A (Gl aS 350 e anal s L@_ﬂ)‘l

Aoled Cieo 55 m:,mjubc:é}}' uru il g gy aws e bl gl s

GO oL 5 gy axs

Sl s a.ﬁj..ba\.?-l.m)'\;»)f& Ghy 4t oS alae by Bslal Coyge a4 glal Ao e ol 5o
J;ﬂ;;4;“,:):::)}.4)356)1.1?([33.)@\)MJJAWJQLQJJ}\)WAJALJ@;JAJ&JIM»JfJ

L a8 an awslis

o)'L.»r C'J"""”"

Cowl axdlze 340 C}.@u o.,\.:')\:ﬂ); Lﬁﬁb)\&ﬂ\f‘) Sy JMW‘P a.,\;'j.; wLw)|r.>uid.L>f)>
o O bl WY 5 s O O el 3550 HIS8) 5 Slabel 5 4ty g et 5 0 OF 3550 53 e Ailad Sl

A3 A el e Ol

b re g

J;-\fub'b-fwJ.Sul:.:_,\\)w\A;JUNU)ﬁ(aj.@_u:La:ﬂASL;ﬂ)@:)J‘fm\?axﬁwLm)
S 3 el 3 el sz a3 ealie am AS Ol &S A e atulp olsd alae &S a8
4.3}<>; aslas 5 40 E3osm 0 B rﬁ_‘u gl s sy psad 5o r,aLuA;«-J.iLN c:@}S‘\SJM Sl 5 53

Lo o oo 5

Jg‘}ﬁé}ﬂﬁé&aﬁjﬂ;

oSS

o Ll Cho i 1y i glal 5 ﬂu'lf@uwl?jl oslizal b a8 35 o aal ot QB L5 amlias 3l a0 ool o

w"uﬂ“;:'L@)’Jﬁwwu'&‘wﬁw"‘&ﬂvﬁ’f":ﬂ)@ﬁﬂM’g_;‘c“’ﬁ’fﬁ”l“h’lf
C,\m.:a.-)'lo)lx&»ljs)‘: f}"}”“’w}’ C,JYJ w&ﬁbjft‘}.’i}ng';;q)b‘u

e isbas

w.}ﬂ@isbv.:.hwolfa:ﬁfhgbjuJJ..:L«.‘:L;.»)J._:}JA.J_’J Q)yml)ﬂjwbsﬁjuifu\f.b}@

Alas e ade szl 2 1) kg, IS bl LV ol 55 5 e gel el ) Ll §5 5 S e

o, S S, JMQTJ:J:JJQ}?&‘}QL@&U@)')&J}b;)Lﬁé.:}-LAA)"é)‘Aﬁ Cdggy 3l e s
Alad o ) 53l 1y ol G 3 QBALS &S5 el clalaat 5 I8 ol b

6 3yt ol 53 ol S S Sl e 5 oS 5 it alasly ol |y oS 6 353 e aal i Ll S
ol 5okt Al el 33l Sy G edipd alias Sy bl s b S SIS LaoSe ol

el PSS cxle

»h

L Coulter



Ol yed g (a5 99

S6 g 0T L Ble g Sltla 5s aw sltla g5 Sl bl 5 ST 550 anal st odeS S5l 51 Bgb ol ie sl ol Jsb
S5l 5SS a3l OT 3l e 1 o e Sgo ol b 3 5 ) 308 Oy OF 53 Sl ke S b slize ol IS
5> dled B 0T o3ls Slomd s 5 S slml 4Dty peas G g5 S 3550 Sla g pad (S @ b i el s OB S
305 S e 5l sl b S e b 63 S lerl a2 oS LT A i o)l slanl a2E culg
S et ding 03,5 o,Lal T 4 OBUES CS5lhe i S oS 35 Sl 1 el b ol 531 S S e Sl
Montazeri & ) L.l Sb slarl el jo waidls o 5l 3 41, ol o8 as o lis rJLG-T S Pl oS ol dajlitlor pul

(Tohfe, 2023

el 0 03551 aalsl 53 (1) opla K OS85 sl love 55 0 &SIl sl &

OlfMd)W}‘?ﬁ%w}QbMﬁb‘ﬁjw.\ JS.&

baisl

jJ@;:)‘Lwdw_AAJJJ;Mub:b‘JOL‘»;-‘4.:..5.’C‘f&w‘é‘fc.)u}yoJJSe)LJJL@TMQK.&S&LSJL;J)‘T}«&sLS{LAJEP-LA

C,J__J._:_v\ﬂcdbbj\' Lc‘ﬁﬁdﬂ;bjlgjéjyl.wdmb ch\Jﬁ\Y L:JJJQﬁv&éu)bbcw’ﬁbov\ﬁc‘f@|)bbw

1P Sl pow 0 ylows ¢pom 0598

!



Jl)ljsVwaaquo-)ax)bﬂpvﬁ c@;&.ﬂb wu;dbbjl\bdjjoﬁ J&S}JW‘&AEch\ﬂQLMSJ?

Aas e il [y bbb 13 Y Jador dd slulid elesl 428 3 ol slaltlu Ol e o

[P WP JE IR g PR

(<) obsl wad a aly Slsl Sl sy () Ol gbad d= aly il Sl s,
X Y oy vy X Y PR \
x Y S ol Koa YO x | S Y

VY e e pe \i2 Ve PRV A
X \ 8L, TV X Y Sl 5 pe ¥
X Y S Chad YA X Y ol pe 0
X Y Sl sl ¥4 X Y S ple 2
X | &5 Jlaal A v g3 il v

A Sos ok 28 ™ x Vool e stk A
X i S el 2l Y A slazel zals q
x Y 050l aals Y x Y RN Y \
X | oLy sl ¥ X Y Sp S 1)
X | &S s Ol Yo X Y S5 Aad \Y
X Y LSE gasle,  YP x \ sl s
X A\t b slaaly v X \ CoydB S NS \¥
x Y p ot 185 (gl YA X | szl 5 Olagl pute 0
X | s Y4 q wlSs 2 o e \$
X | S e dl 5l e s ¥ X ) b oo A\

v e b R X Y S S atwls A
X Y sl b ¥y X Y S 4
X | k;ug;;.;uﬁ;l ¥y v 03l y g3 a5t Yo
X Y s mVl O3S 5 5 Y¥ X Y Sl pde Y\
X Yo e e el pie A0 X | Sl slus Y
X | SIS S Sl e s \i2 Ve VL v

b Olpe 4 Y KE Loy arls 13 o 1 Ll oS oS Lis eoler S Bl 4 bbb Ole Lal g ) 4z ol G L

i gl gl el



RULSCRRE oY)

ol A2 Y IS8

VY@L syl o oVl aaly 5 aslSa s o e (Gl e Sjo pds 255 g0 sdalin ¥ ISS )3 8 458 Oles
Wik 53 Jalee Glasltle (625,50 5 Y T L s S 4 6o o ol s slasl sl aasis Gl 5 e glajlle s 2
sbes 5 de 8 s 2 Y 5 92500 T L pldS o a5l s a5t 2 5 g el adlls Glajlitle izman Wisloe Cguies slox]

Ll ol el bbb g8 55 ¥ sl s i 3L il Ol 5 a L

Lobslo g5 F o

e e e Sl "y
v ALt s \
v @JL»U eS|y Y

v - 2

slazel Jals Y aQ

7 o

alSs o e ¥ 3‘

&

v RN NS 0 3

v eV il 5 o

v . 3,

. 3

\/ SoI o & u;.hls A -

v O

aJJ)'L.J..AjA 4 o q 9:




SSUS slemaad ghils iass 0o OB w8 jlie o8 ol Cllas 0l LSS 0S5 00 o8 Ghed )lys el e 5 slexl il
.,u,.,;l;;L‘;&\ﬂts,wjp,wﬁ4,4,?L@,:,.auw;ﬁj,ﬁ%ybdipu)tsw;u:ﬁmmoujuﬁ@lﬁ&u@,;w
(i o lad oS S L e 4 ddls IS 56 Sl (5 0 RS Coly oS peaasiie Gl s 1y S 5,050 OUT

S Sl o Solee e 5l &S bl ALl 0SS Soke 4 b ()l we 23 g pde 5 b ol s b LS
b sVl (55 B ;‘ﬁﬁ)ﬁiu‘ T 5l el S 5 gl Glaaddls 4 ) o 2wVl x5 > sl S sl
238 oo Ol 53 (Gus o Al g 5 raasite Gl w2 ol ol el 3L,

g itae 30 sl eSS HLhe oL ol o

S Gl w s dres 5l S e Olasle 53 0o 3L gl T 15 3 pd e oss il 3 Shas L OLSIS szl o) 8 hes
4 01 31 Olgee 4 335 oo Sl i€ 1 ) Glad oS (5o 5 5 Gl 055 bgho oo yunss o S (0l 6 5550 3 Lysk
338 oo Ol s slazel (5, w51t ol nl Ll 5 5500 eand 0di3h o 55 (Slast o Olgis

o Al 5 el wss 4 o ol o ge oV abaly 4 il slizel o) S 3hed 3,50 55 OB US S L 5l 63l slued e
133 oolad oS Sl e 4 355 e (505

sl S el ol 4L Sn5 s s laadaly bl Ll s aals (g Ve daly @ 1) s gl gV wls S plallesle o
S Gl 1y st 3Y Dlegle 0 g oy o Lol Ll es S A all 55 LS cnled S 553 gl (AL Al Ol e
f\dﬁlas.x;;ﬁdawﬂﬁbg_é)by):zjfuaji.,ujajs- byau sl l:iL@.}g;.d\w}.,}d}u)'LﬂwQT&Y;&.’;\J&;K{&QT
358 o s o 3 Ollily S Cor s
.Mbysﬁwwjdwﬁc;vac&\ﬁwj)ﬂdﬂbpjlé45¢M2l>:y;@@&w\ggm&)wﬁé:\m):
2350 Olge il osled o diS S S ey pl o

ol e 5 a8 IS Coasid b 535 s Al s 3131 s e e OB 5 reasid ind oIS Glad Jelse o tege )
b Jad 0sls oz 51 5 e 3 Sl 5 s 1y el e pde cpl iy Ol o § 500 b s el BN Glaaddle pll

J)’“;s‘”)fd};“'\ibb)‘wjj



S 5 AR § R

Tl S 5 Se e b S Sdae 08,18 G 0SS SThsl 6ble 3 ol Sked slexl wil o~ b (s nl s
Sl & el sl Sl £8 Ole 51 aS 313 DL e gl Goee Slaabas Llos 51 ol slaal g el (slolanad
sV ealal; caslSs y5 o e (g AllS) e anis v 3 lajlitle ol ikile L GBS S i aad Jide (555 5 ateed Ol e
L g huaab (550 40 2ol olael LAl (ranasiie GBi>) Jakae 5 (e5h g a5 9l adle) il (i s ple
SIS 5 ppial aalle Gk Sl eS s il o) SGles S0l on Sege oVleddal) 5 QALK (elaxl aii bl
Kgd o e Sleslu slezel 5 (Gose e Sl Colg o s et Glay Bl @il s 4

OLS 8 45 Wn g 53l ool OB S ES lin g Ghed 4 S5ET Jele Ol (b8 (28 hass @S glaant 31 S
Ol oS sl g oy b S5 @upagat.,\;,}bé”&mu)} &3 Shas Cins Ol gl gl > Sausls 230
oeomen (Abbasi et al., 2014) el glas > i i b Jad cusl cnS gl Sl 65,y o)lse 3Gl 3 GheS Lilesls
e sVl sS Caaal ele Slsle Glad clon S e 1) OVt 5 Gl mle Sy e dlail) oS (glanlllas s
Sl S Golee i by Leia ALLLE oS s 0L ol mls (o5 o (Hada Danya, 2024) el o
w3 8 513 AT s, 5 Ass slaolele 53 Gled sdidy ke 53 65 o b g0 tend Olosl 53 O e b slasls; (6,5 IS
(Parsaee et al., 2019) ...

S olobosle 53 Lo e ditee GBS TS )l 5y ol Sk K b s Olyew (g Vleadal ) OAE ater  iash 505 4Bl
laain; ools (S sla Jlowi bt cl 355 00 J oSl S 2 (U1l 4 Ghed o)l e [Sauls 5 e 8 Ll
534S Wlesls olis b0l y Sladlas o eomen (Zanganeh et al., 2024) 5,15 Slsen O ) @08 glajlile s Glad 5
elerl ol ks 5| (Hasanzadeh & Shakeebaee, 2023) ol 560 L Gles 5 pl it Ol 50 Yl o5 alols L glacKin 3
OLES Shass onl slaasl (ol ol (Diken, 2025) S oo S8 (54120 nl M550 4 5 Ll o bas 08 (g ol 26 s 53 e 55
38 e JSE 8 Lals, e s a8 ol S b s bl gl asly o635 5, G Bw 4 ol Saked S das e

S g pmab adle L Slubs badly 5 e Ole Jlasl gladdl> Ol geas (0 l3L s a5 20 (g 5ral axdlo) ¢ il das )5

“.Lo s fas s (Graf, 2023) s,Is sl ol ulin Olgeas Gled (g b (i a0 b vl alBsls 8 ﬁaﬂ}\}—l ol Juls



Aas o il 1 O Jiod Jleasl ol pren 5 &S bl L i35 sdiSTol,s (sl Ll e Ghes & Wlesls 0L Oleacl
AL e ialS OUT sdsST sl Glail 5 slael iy o |y Ghed wm b Olpa, S oK (Jl= ool L (Fujiwara et al., 2023)
163 S o5l OF a4 Jrass opl 5o OB ES ) Lie &5 Sl (Glodi3l sz 45 Oles lids cunss ol (Rogers et al., 2023)
5 OBl Ll 3 35l e o pate 1 Ol ob 5 355 n Sadly [ Lol S ga plSl Sokaoli S s S (5 S5l
.(De Clercq & Pereira, 2023) 354 o Hules cukS 28l 5 alaly Clol Camsd Lo g Gled & el s

o e Soladllas b laasly opl Loy Jde ol ey av (S50 g2 28 5 Glazel LS @ pmaasite LBl (ol Cb'“ Y
350 S y3b glas paly ezl 5 Ol pde s O3S basbezel (6,8 IS8 o ge Ll o hed das e OLE oS 5,15 Sl psean Glas
slazel 2alS 5 slerrl gl e ol L Ghad 45 Wlosls Ol iy gla iass cwes (Fallah Nosh Abadi et al., 2020)
Gled s adaly o re b i LS el QLSS &S Jley e b0l ke 5l .(Parsaee et al., 2019) ol ol on (655010
Glaessm s o el o (a0 ,a Al @ Llg oS (el S e il (8 35Sl s sl ials Slesle Sle Ssl o
e (bl g Ll e D3l Ok OF Sl jenad Ll S sl Sokesls 5 e slasld, Ll e hed ST LSk 5 Jlims
(Quach et al., 2024) 5,

S S 5 et e &S gy ditee QEUISES e g o) ST 68 K2 0 (GBS per G SR a8 BB eSO
S 1y Gles 45 s 1lS sl o b el cpl das o (g 5l B2l (SLajldy a4 1y 53 OS> L odas Sedssl
Ghed a4 3l S 5 b il Ole bLII ciomen (Shanshool, 2024) ol sean w5ls o Aol 4 3L 5 S Glae ;1.5 4 anl
) S 3k o s e 0L sl el 2ad e oo 5 s (Fujiwara et al,, 2023) ol o 2l Olasl eshe sla_tass 5
el Sl Kb 5 oy jltle (655 slacins Ols sdey Julss Lol

St o ol ol el 3 1 OLS IS STal Gres slaaY oo tes OSGl ias oal 53 (el (Sl 2l sl SSS 5 18
Mozi, ) 08 1S pas b Jde (Shakri & Khanlari, 2015) &, sa dlax 31 Calises glae) s 53 b sladbe Al )3
5> «(Dehdashti Shahrokh & Bashir Pour, 2018) G, <. (Moazzen, 2018) Ssul L L (2012
Lol o b IS & (Montazeri & Tohfe, 2023) L.l Bl bl s (Karanjam et al., 2022) sl glaasls
leisl ey 5 e Bl 5l St o QLS ad s o) Sk o sl 0L ol adlles 53 3,5 cnl 3 5 S e

CI'eSWGH,)U\:lej;'MJJ)lJ.\.:S;U 85 Slae (iS5 aS (6l S s s Gl b el pl s s g5l Ol peas 4 g e



Zaltman ) s 5 o IS5 oT5 350 s 53 Slasl S5 51 (lodas i 8 A4S o AST aly  somnoslaiad 3 S5, e (2012
D338 315 050 Coeal ol S3kes ogd 55 Olgy slaaY (nl cilS (5,001 «& Coulter, 1995; Zaltman & Zaltman, 2008
Seol ooy (pl polan el ediasOlls pmem F g 3l 5 (Eean s 03 02 o Gled plelid 4 0580, xS nl
(Christ et al., 2024)

LS Sl el stk Bl stdadllas Ol L3 oSGl 6 das e 0L LSl rass slaasl g seme 5
(e Bl 4 o dil g 4 5 el Al G b Sl S e A8 SBge e wlSa et Sy e (g Y Ldha
el Ly a3 it gladaly o5l5s Mol 5 s Glajtass i b oS sl 655 0 e (50,0 Sl 5 slezel 2alS
Coale o 53 35l 3sdome |y gl (6 plimend Ll e oS ol ol Sae Olojle Sy O S 505 (s cnl Cussdons (pios
(o S o3 2l 1l (Ol mad Ol Ll el s D131 Gns 2S5 4 S (o sphn (S8 6ped p e 5 AS
c<=)L€.>_.- 213 355 WelS s Ols 5o (g S ababls b S1ysl (5,8 s Jlazm| 5 ol L;)ﬂ.sjf OB eSS i s lebls s lul s Laesls
Al S baesls Gos 4l gp OEAS S5 Li (latal Ol U35 5 S prbas ) gmee gl ST 51 eslinal s &

350 o3l bl SVslee sbdde 5 oS (sla gy Sl eslinud b (e s cnl 3 sddiz] sl die ool Sladllae s 3 55 e slgniy
&LNL;.'ZQJdljsg;agpra;'-jdﬂy6LAQLU'LNLN;ilsu@t..p()@«mlu»W.;:ﬁw)ﬁuwalgl@b)ﬁuiﬁc))ﬂb
5 oked Ol adaly fraws 53 e Saa b5 Slosle SIlie (6 pny S Dgzmad pls pite E ) LS SGS Gl slas sl
L5 o 0oz Ll b elonnl slaasld Lo WZMET 355 (oS 5 el 05530 LS (i slal Ll 5 s 53 OF (sladaly
33l ST Saaes 1 ol Sk el slal

gl Al SR ey b el a4 (Sals b S oyl 1 Wl s Shes 2Ll Olis gla)S 55l o fﬂ sl Ol e
GS o o S 5kes 5 28 5l Wl e Sl Lol slac s a5 sel 5 6lsls 5555 50 sladUS sbol (g Vlazas s Kin 3
A Ghes sl Sl sl 1l Wl g5 oo LT e i se Sy 35 5 OLSIS (1ad 1 (3lukindl 55y IS a3le yon iean LS

Al agslg olesle jaly cosled g slaxel glad lizle A8 5 50 b g es s elfTL;LJ laalis 4 cacd WL Ol (ol 5o das

Qb W g &5 ylino

L5 Sl LSS 18 08 iy poled i ol 5,5 s



&bo o )i

M3 gy le 3L 4 S pen Sl aalllan plonil 3

S g0

el oys 8 ol gl plal 5 0L e e (S ol S0l s ol e ol 5o

| CPRCt )

AT o Jos 4 Gl 8 5 Sis s S alan [yl g cal plnil 55 &8 LS oles |

Extended Abstract

Introduction

Flattery has long occupied an ambiguous position within moral philosophy, social theory, and organizational
behavior. While often framed as a benign or even socially lubricating form of praise, critical perspectives
emphasize its strategic and manipulative dimensions. From a social-theoretical standpoint, flattery represents
a distortion of truth-telling embedded within power relations; it emerges not merely as an interpersonal tactic
but as a structural phenomenon tied to asymmetries of authority and legitimacy (Diken, 2025). In
organizational contexts, where power distribution shapes communication patterns and career mobility, flattery
may function as a political instrument aimed at influencing decision-makers. Phenomenological analyses of
organizational power suggest that interactions within hierarchies are deeply shaped by psychological pressures
and symbolic exchanges (Aslani et al., 2024). Within such settings, flattery can become normalized as a
mechanism of survival and advancement.

Conceptually, flattery is defined as exaggerated or insincere praise designed to obtain personal benefit. Literary
and hermeneutic analyses underscore that flattery has historically been associated with suspicion and ethical
ambivalence, as it involves praise that is strategically disconnected from truth (Graf, 2023). Pragmatic
linguistic research similarly identifies flattery as a speech act situated at the boundary between politeness and
manipulation, where communicative intent becomes central (Shanshool, 2024). Empirical research in
business communication indicates that flattery may occur in both formal and informal contexts and across
hierarchical levels, often reflecting broader cultural norms regarding power distance and interpersonal
influence (Hasanzadeh & Shakeebaee, 2023).

Neuroscientific findings reveal that both sincere praise and flattery activate reward-related neural pathways,
yet flattery is more strongly associated with praise-seeking traits and a desire for external validation (Fujiwara
et al., 2023). From the receiver’s perspective, flattery can generate short-term positive affect and reinforce

self-enhancement biases, which explains why leaders may be particularly vulnerable to its influence (Rogers



et al., 2023). In hierarchical relations, when deference transforms into flattery, the authenticity of employee—
authority relationships deteriorates, undermining mutual respect and ethical transparency (De Clercq &
Pereira, 2023).

Organizational research demonstrates that flattery is frequently employed as a political tactic linked to career
advancement (Abbasi et al., 2014). However, its prevalence has been associated with the erosion of
meritocracy and distortions within human resource management systems (Hada Danya, 2024). Studies in
public organizations reveal that flattery thrives in environments characterized by favoritism, autocratic
leadership, and weak professional competence, ultimately reducing social capital and organizational trust
(Parsaee et al., 2019). Furthermore, managerial overconfidence fueled by flattery may perpetuate flawed
strategic decisions (Fallah Nosh Abadi et al., 2020). Cultural-historical analyses in the Iranian context suggest
that flattery has deep structural roots in power-centered traditions, indicating that its organizational
manifestation cannot be fully understood without considering broader socio-cultural dynamics (Zanganeh et
al., 2024).

Despite the expanding body of research, most studies have relied on quantitative surveys or conceptual
analyses, leaving a gap in understanding how employees cognitively construct the phenomenon of flattery
within their organizational reality. Qualitative interpretive paradigms emphasize uncovering shared meanings
and mental models (Creswell, 2012). The Zaltman Metaphor Elicitation Technique (ZMET) offers a
particularly powerful approach for accessing deep metaphors and subconscious cognitive structures through
image-based interviews (Zaltman & Coulter, 1995; Zaltman & Zaltman, 2008). This method has been
successfully applied to brand image analysis (Shakri & Khanlari, 2015), consumer mental modeling (Mozi,
2012), responsive marketing (Moazzen, 2018), competitive advantage strategies (Dehdashti Shahrokh &
Bashir Pour, 2018), governance in social networks (Karanjam et al., 2022), and employee empowerment
mapping (Montazeri & Tohfe, 2023). Additionally, contemporary computational studies highlight the
increasing relevance of detecting flattery through advanced audio-textual systems, further underlining the
phenomenon’s complexity (Christ et al., 2024).

Accordingly, this study aimed to map the consensus cognitive structure of organizational flattery in the
perceptual system of employees within a large mining company using ZMET.

Methods and Materials

This developmental exploratory study adopted a qualitative interpretive design. The research setting was a
large mining company. Participants were selected through purposive conceptual sampling to ensure high
familiarity with organizational dynamics. Twelve employees (six women and six men) representing managerial
and expert roles agreed to participate.

Data collection followed the ten-step ZMET protocol. Participants were instructed to reflect on the

phenomenon of organizational flattery for one week prior to the interview and to select images that

symbolically represented their perceptions. Images could be drawn from magazines, books, online sources, or



personal photographs. Each interview lasted between 90 and 150 minutes and involved storytelling,
identification of missing images, categorization, triadic comparison, sensory exploration, mental mapping, and
summary image construction.

All interviews were transcribed and subjected to thematic and structural analysis. Initially, 46 constructs were
extracted. For consensus mapping, constructs mentioned by at least one-third of participants were retained.
Relationships between constructs were preserved only if at least one-quarter of participants confirmed the
linkage. The final output was a consensus cognitive map representing shared mental structures regarding
organizational flattery.

Findings

Data analysis resulted in the identification of 46 preliminary constructs, of which nine met the consensus
threshold. These nine constructs were categorized into causal, mediating, and consequential structures.
Causal structures included incompetence, autocratic management, favoritism, and low self-esteem. Mediating

2

structures consisted of illegitimate exaggeration and a “double-loss cycle.” Consequential structures
encompassed elimination of specialists, reduced organizational trust, and decreased productivity.
Incompetence emerged as the most frequently cited causal factor. Participants indicated that employees lacking
professional competence resort to flattery as a compensatory mechanism. Favoritism was identified as a
structural condition that legitimizes flattery by rewarding relational proximity over merit. Autocratic
management reinforced vertical dependency, encouraging employees to seek approval through exaggerated
praise. Low self-esteem, often linked to fear of job loss or marginalization, was perceived as a psychological
driver.

Illegitimate exaggeration represented the behavioral manifestation of flattery, characterized by insincere and
inflated praise. The double-loss cycle referred to a systemic process whereby both the flatterer and the
organization ultimately suffer: unqualified individuals are promoted, competent specialists are marginalized,
managerial credibility declines, and collective performance deteriorates.

The consensus map illustrated that incompetence and favoritism, mediated by illegitimate exaggeration and
the double-loss cycle, led to the elimination of specialists. This exclusion of qualified employees subsequently
reduced productivity and eroded organizational trust. Reduced trust was viewed not merely as an interpersonal
deficit but as a decline in collective confidence in fairness and meritocracy.

Discussion and Conclusion

The findings suggest that organizational flattery operates as a multi-layered cognitive construct embedded in
structural, psychological, and cultural dimensions. Rather than being perceived solely as an individual moral
failing, flattery was understood by employees as a systemic phenomenon emerging from power asymmetries,
weak meritocratic systems, and psychological insecurity.

Incompetence and favoritism functioned as primary antecedents, indicating that when organizational systems

fail to reward expertise objectively, political behaviors gain strategic value. The mediating mechanisms—



illegitimate exaggeration and the double-loss cycle—demonstrate how short-term symbolic gains transform
into long-term structural costs. The elimination of specialists and the decline of trust reflect deep organizational
damage, affecting both performance outcomes and social capital.

The consensus cognitive map underscores that flattery erodes the ethical foundation of organizational life.
When insincere praise becomes normalized, authenticity diminishes, feedback loops distort, and decision-
making quality deteriorates. The double-loss cycle metaphor highlights the paradoxical nature of flattery: it
promises advancement but ultimately produces collective decline.

This study contributes methodologically by demonstrating the value of metaphor-based cognitive mapping in
uncovering subconscious organizational dynamics. Substantively, it reveals that employees perceive flattery
not as isolated behavior but as a reinforcing network of causes and consequences.

In conclusion, organizational flattery in the studied mining company is cognitively constructed as a structurally
embedded mechanism originating from incompetence, favoritism, autocratic leadership, and low self-esteem,
mediated by exaggerated praise and systemic distortions, and culminating in reduced trust, elimination of

expertise, and decreased productivity.
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