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Abstract: The aim of study this to enhance understanding of employee’s attitude towards organizational
politics. The positive and negative impact of perception of organizational politics on employee job attitudes
is discussed in this paper which caters to one of the most significant issue attracting much of attention by
organizational scientists. Numerous productive and counter productive work attitudes are identified by
extensive literature review of research papers, articles and different sources at internet. An extensive study
of literature has been carried out to discuss two theoretical models of perception of politics. Therein, the
article sheds light on the positive outcomes of politics through the first model followed by underlining the
negative outcomes of politics at the workplace. The paper also enlightens readers’ knowledge and
understanding on how organization can work to make the most of this prospect whilst ensuring it does not
affect any organizational objectives. The review also forwards lays discussion on both the models for scholars

enthusiastic to test and confirm the assertions of both the models for better managerial implication in future.
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1. Introduction

There are two aspects of organisational politics at workplace one, it is social factor that positively
impacts organization and other is self-centred factor serving particularly for self-advantage and self-
interest thus it effects objective of organization (Mintzberg, 1985: 148; Gotsis & Kortezi, 2010: 498). As
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said by Allen et al, 1979organisational politics therefore considered as dual aspect concept that can
be either functional or dysfunctional for the employees and organisations. Likewise, it is argued by
Othman in 2008 that Organisational politics is discussed as a positive and negatively by numerous
researchers. This paper also gives a detailed insight of both sides of the organisational politics by
review of extensive literature throughout the years.

Studies including Gandz & Murray, 1980; Mayes & Allen, 1977; Mintzberg, 1983; Pfeffer, 1981,
1992 concluded that “politics is an epidemic phenomenon in organizations and that it deserves more
attention and empirical examination”. The impact of organizational politics (OP) totally depend upon
the causes and consequences whether it works constructively or destructively. In this study with
there are two theoretical models are explored one the positive outcomes of politics within
organizations and negative outcomes of organizational politics.

TWO FACETS OF
ORGANIZATIONAL POLITICS

Negative Aspects of Positive Aspects of
Politics Politics

Figure 1. Organizational Politics Factors

2. Literature Review

Vigoda in 2000 conducted a study, which concluded that “Perception of organizational politics
has negative relationship with job attitudes including job satisfaction and organizational
commitment, a positive relationship with intention to leave the organization (exit), and a stronger
positive relationship with negligent behaviour (neglect)”.

The study by (Ahmed, Khalid, Ahmed & Shah, 2016; Shahani, 2017) also concluded “that some
variable have positive relationship with politics including burnout while few variables having
negative relation with politics including job satisfaction”.

3. Introduction to Organizational Politics

As said by Molm (1997) organization is societal body in which people take part and strive for
resources, vested interest, and use different set of techniques to achieve their goal. However (Ferris,
Russ, & Fandt, 1989 define organizational politics is a set of conduct which is specifically designed
for achieving personal gains. As it is strategically organized for self-interest, so it only uses for
individualism rather than collectivism (Umrani, Mahmood & Ahmed, 2016). This is the reason this
concept generally considered as negative in the perception of every employee at workplace.

Likewise, various authors argued that politics impact negatively at work place including Block
in 1988 concluded “If I told you were a very political person, you would take it either as an insult or
at best as a mixed blessing”. Also, some authors mentioned that majority employees in the
organization explain politics as a negative process within organization (Gandz & Murray, 1980).
Additionally, Kacmar (1992) also found that perception of politics is considered as self-centred
process to gain self-benefit and self-interest rather for the interest of entire organisation. Also
concluded that politics in organization is directly linked with “manipulation”, “defamation”,
“subversiveness”, and “illegitimate” ways of use of power to achieve individual’s objectives. Ferris
et al. in 1989 recommended that “the concept of perception of organizational politics (Perception of
Organizational Politics Scale—POPS) as a good measure of OP”. Kacmar and Ferris (1991) and Ferris
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and Kacmar (1992) discussed that having perceptions of extreme politics within employee’s results
injustice and inequity.

4. Outcomes of Politics Perception

In first model we discuss the positive outcomes of perception of politics at workplace. “Positive
organisational politics may provide the basis for competitive advantage, especially when people are
appropriately politically skilled”. Moreover, it was also discussed by different researcher including
Drory & Vigoda-Gadot, 2010; Gotsis & Kortezi, 2010 that “politically skilled management
successfully manages those organisational environments that are under stress — a political skill that
includes an aptitude to employ actions that support feelings of trust, confidence and sincerity”.
Likewise, it is argued by Drory & Vigoda-Gadot (2010) that there is effective environment of positive
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politics then organization will not agonise from “injustice”, “unfairness” and “inequity”.

Perceptions of Politics
OP

A 4
Positive Consequences
-Basis competitive

v advantage

-Feelings of trust,
confidence and sincerity
-lImprove skills

-Accept change
-Related with learning
Encourage teamwork

T

\ 4

Political Behaviour

A

Figure 2. Perceptions of Politics

Some authors including Ladebo, 2006: Vredenburgh & Shea-VanFossen, 2010 argued that by
help of exercising politics individual improve skills which contribute in organizational success and
it also enable organization to accept change in environment. Also, Kurchner-Hawkins and Miller
(2006) argued that no doubt political behaviour is positive when it uses to accomplished
organizational objectives, and encourage teamwork and ethical work behaviour. Moreover, it is
found by Gotsis & Kortezi, 2010 that positive or constructive political behaviour is highly related to
organisational justice.

Furthermore, it is found by Butcher and Clarke (2006) that managers perceived political
environment at workplace then they maintain their political behaviours to promote equality and
justice at workplace. It is also concluded by Kurchner, Hawkins and Miller (2006) that organisational
politics is a key leadership factor which positively influence environment and improve efficiency of
an organisation. Consequently, it is found by Gotsis & Kortezi, 2010 that if political behaviour is
viewed as natural and constructive factor at workplace, then it helps to developed political strategies
with affiliation and guidance.

Moreover, according to Kurchner, Hawkins and Miller (2006) people perceived politics as
positive whose goals are aligned with the organisation’s goals and objectives. It is also concluded by
Coopey & Burgoyne (2000) that a “liberal form of politics” is positively related with learning.A study
by Vigoda-Gadot & Kapun in 2005 provided a set of positive outcomes of politics named as “career
advancement, recognition and status, enhanced power and position, attainment of personal and
organisational goals, successful accomplishment of a job or policy implementation, and feelings of
achievement, ego, control and success”.
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It is also argued by Drory and Vigoda-Gadot, 2010 that if someone want to make his/her distinct
space within organizational he/she must have efficient political behaviour to be acknowledged by his
or her peers. Mintzberg in 1985 introduced “several positive aspects of organisational politics in
relation to his identification of games”. He states that organisational politics is can be used for to get
due rights for example it works for whistle blowing and Young Turks games, it could also help to
rectifying negligent or unproductive behaviours and even can encourage the beneficial changes.
Accordingly, it is concluded by Luthans et al in 1985 “there is a relationship between successful
managers and the frequent use of organisational politics”. In fact, Kurchner-Hawkins and Miller
(2006) state that leadership is “a political art rather than a strategic science”. As stated by Vigoda-
Gadot and Drory (2006) and Mintzberg (1985) the “Organisational politics may also encourage a
variety of voices to be heard that may be beneficial to the organisation”. Furthermore, it is also
discussed by Parker et al. (1995) that “OP was not related to job satisfaction, loyalty, senior
management effectiveness, and endorsements of positive organization values”.

Even though organisational politics is concluded positive by various studies (Drory & Vigoda-
Gadot, 2010; Othman, 2008; Poon, 2003), but majority of individuals perceive politics as negative at
workplace. Therefore, there are many definitions of organizational politics OP by which it considers
as negative workplace activities that can result destructive work-related outcomes. A well-known
statement given by Block in 1988 states that “If I told you, you were a very political person you would
either take it as an insult or at best as a mixed blessing”. Hence it is concluded by Gotsis & Kortezi,
2010; Harris et al, 2009; Ladebo, 2006; Vigoda Gadot & Kapun, 2005 that generally political work
environment is viewed as negative by employees and they may sense the “unfairness”, “deprivation”
and “inequity” at workplace. Subsequently, it is found by Beugré & Liverpool and Harris et al, 2009
that “employees who perceive politics at workplace tend to withhold useful information and feel
threatened by the uncertainty, ambiguity and the self-interest actions that occur with individuals”.
Ahmed, Mozammel and Ahmed (2018) and Vredenburgh and SheaVanFossen (2010) argue that
“genetic tendencies such as forcefulness, power and control need, manipulation, rank rivalry, and
egotism can all materialize in response to common organisational circumstances of uncertainty,
resource shortage, and disagreement”. In matter of fact, several researchers found including Drory,
1993; Ferris et al, 1989; Gotsis & Kortezi, 2010; Vigoda-Gadot & Kapun, 2005 that “organisational
politics have a negative effect on the job performance and organisational commitment (Umrani, Kura
& Ahmed, 2018), especially to the lower status employees”. Other researcher including Ladebo,
2006; Vigoda-Gadot and Kapun (2005) proposed that organisational politics related to stress and
conflict at the workplace. Ferris et al. (1993) concluded that politics related to job anxiety.

Perceptions of
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Figure 3. Negative Consequences of Perceptions of Politics

Li and Cropanzano (2009) found that politics can impact negatively even for those who are not
directly in politics. As said by Curtis (2003) that the “’Machiavellianism” and ‘locus of control” as
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examples of particular characteristics of highly political individuals”. Chircop (2008) referred that
organisational politics or “workplace toxins.

Various studies including Ferris et al. (1996) have concluded that when employee perceive
injustice within organization, they also perceive high level organizational politics at workplace,
which affect organizational outcomes. As these studies based on Lewin (1936) argue that “people
respond to their perceptions of reality, not to reality itself”. So, employees always react as they think
not on actual situation or circumstances. Moreover, numerous studies including Ferris, Kacmar, and
their colleagues in numerous studies (e.g.Ferris et al., in 1996; Ferris et al., 1994); Ferris & Kacmar,
1992) concluded that perceptions of justice at workplace reflects political scenario of the organizations
which also directed indirectly effects work related outcomes of the employees. Furthermore Parker
et al. (1995) also discussed that employee who perceived politics at workplace he/she consider
organization as less encourage the innovation at workplace. Ferris (1989) concluded “three potential
responses: increased job anxiety, decreased job satisfaction, and withdrawal from the organization”.
Many other studies also relate politics with variety of counter productive work attitudes including
Later studies confirmed some of these relationships. Likewise, Drory (1993) found that job
satisfaction and organizational commitment are negatively co related with perceptions of politics and
also discussed that perceptions of politics cause frustration and shows high level of politics at
workplace which creates negative image of organization’s environment. Some studies like Drory,
(1993) and Ferris et al. (1996) concluded a negative relationship between perceptions of politics OP
and job attitudes or stress-related responses. Similarly, other studies including Cropanzano, Howes,
Grandey and Toth (1997) also suggested that politics enhances withdrawal behaviours and turnover
intentions.

Cropanzano et al. (1997) recommends that employees who view the organization as political in
nature maybe it causes psychological and physically withdrawals. Also, employees work there with
absent minds this is theoretically discussed “empirical studies provide only marginal support for this
idea” (e.g., Bozeman et al., 1996).

Hulin, 1991 discovered some symptoms of psychological withdrawal due to internal politics
including Symptoms of, like continues “daydreaming” or “chatting” to co-workers about non-work-
related matters (e.g., internal politics) that is much like “negligent behaviour”.

Similarly, Vardi and Wiener (1996) found “that negligent behaviour may also reflect
misbehaviours or activities that damage the organization, not always because of overtly vicious
intentions but sometimes through irresponsibility or sloppiness stemming from low attachment to or
lack of identification with it”. Ferris et al. (1998) applied the ideas of Hirschman (1970) found that OP
may result in negative consequences, including low level of job satisfaction, high level of neglect
behaviour, or intention to quit.

Previous studies such as Mossholder and colleagues (1988) have found that intention to turnover
and job performance are negatively co related. Other studies like Ferris et al. (1996) concluded job
anxiety, job tension, burnout is results of political behaviour at workplace.

5. Conclusion

It is concluded by Drory & Vigoda-Gadot (2006); Gotsis and Kortezi (2010) that negative
organisational politics are disapproved of because it doesn’t not fulfil ethical paradigm and caused
by conflicts at workplace other hand positive organisational politics promote teamwork and caused
common goals.

Drory and Vigoda-Gadot (2006) found “that the ‘unitary’ notion of organisations affirms that
the members of an organisation work towards common goals and objectives in a pleasant setting
wherein political action can be seen as anomalous”. Therefore, as stated said by Curtis (2003)
everyone can’t ignore politics at workplace specially some peoples with distinct personality types are
mostly like to evolve in organisational politics, like Machiavellian personalities which concerned for
‘grand’ need for power. Employees should be politically skilled to communicate their ideas among
employees at workplace. Managers must understand that organisations need active actors who are
willing to engage in political behaviour that pushes ideas forward”.
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