
Middle-East Journal of Scientific Research 16 (11): 1497-1500, 2013
ISSN 1990-9233
© IDOSI Publications, 2013
DOI: 10.5829/idosi.mejsr.2013.16.11.12036

Corresponding Author: Hira Aftab, Institute of Business and Information Technology,
University of the Punjab, Lahore, Pakistan.

1496

Perceptions of Politics and Perceived Performance in Public and Private Organizations

Hira Aftab, Salman Mughal and Amna Arif

Institute of Business and Information Technology, 
University of the Punjab, Lahore, Pakistan

Abstract: Employee’s performance is an important issue to be discussed. It is undoubtedly believed that
existence of politics in the working environment of the organizations used to affect the level of employee’s
performance.The existence of organizational politics is usually relates with the level up to which employees
perceive it in relation to their performance. Working environment free of politics is a system in which employees
are provided with the opportunity to perform their jobs freely, easily, efficiently and effectively. This study
evaluates the impact of organizational politics on employee’s performance. Questionnaire was prepared in the
structured form and distributed among the public and private organizations. Statistically strong negative
relationship has been shown by the results obtained after analyzing the data collected through findings. Strong
negative relationship is a sign to indicate the effective implementation of working environment free of politics
for the support of employees. Results obtained, simply suggest that working environment free of politics plays
great role for the employees to enhance their level of performance.
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INTRODUCTION without the satisfaction of employees from their jobs,

One of the organization’s unavoidable and basic efficiently and effectively. It is just because that no one
realities is an organizational politics. Relationships, else can make things happen except employees.
outcomes and performances are heavily affected by the Therefore, employees should be considering as the key
organizational politics within the management system of resource/ most important asset in the organization. 
the organizations. In modern-day organizations, Existence of organizational politics tends to have
individuals apart from having different attitudes, belief, major impact in formation of human relations but
ideas, etc are key part of it. For that reason, it is the major unfortunately many are unable to understand and accept
obligation on the shoulders of the employees of such it. Continuous increment in unpleasant effects on the
organizations to efficiently and effectively attain the productivity and performance of the employees due to the
organization’s goals. It is obvious that employee’s existence of organizational politics in organizations rising
performance and the irattitude towards their work are the opportunities for employees to perform their tasks
causes for the success of every organization. Ledford through the medium they like or to switch off to other
(1999) stated that the myth “happy worker produces organization appropriate to them. It is important to know
more”. Nature of the impact of the organizational olitics on the relationship among the organizational politics and
working environment affects the way employees perceive employee’s performance, because it provides better
their job description and working environment for it. In understanding of the power, conflicts and influence
the competition of these days, the most crucial tasks are strategy and put forth assumptions for organizational
to achieve growth in the industry along with stability and outcomes. Moreover, it highlights the methods to manage
bring forth the strong commitment from the employees in the politics among the working environment and helps to
the achievement of organization goals. Cotton (1993) [1] minimize the negative impacts of the organizational
highlighted the major crux of every organization that politics on employees (individually, group) and on overall

organizations are unable to achieve their desired goals
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organization. Undoubtedly, it is important to know how on, and place hurdles in the promotion of work-related
employees perceive their jobs, at the same time it is as behaviors; positive in nature. Ferris andKacmar (1992) [5],
much important to know how employees response to their Kacmarand Carlson (1994) [6], Zhou and Ferris (1995) [7]
jobs. concluded   from    their   researches   that   the

Public and private organizations were selected to relationship between the organizational politics and
conduct research in order to evaluate the perception of employee’s performance is an essential issue to be
organizational politics on perceived employee’s discussed upon and heavily requires careful and detailed
performance. Organizational politics tends to have their inspection [8-14.
impact on the employee’s perceived performance either in
a positive way or in a negative way. It is phenomenon that MATERIALS ANDMETHODS
majority of times perception of organizational politics
presents negative impacts on the perceived employee’s The purpose of the study was to investigate the
performance, which results in decline of the organizational perception of the organizational politics on the perceived
productivity. On the other hand, sometimes positive employee’s performance of public and private sector
perception of the organizational politics on perceived employees in various organizations [15-21]. For the
employee’s performance has been observed. Existence of collection  of  data,  a  structured  questionnaire  was
organizational politics might raise level of competition and used. Saunders et al (2000) stated that it is undoubtedly
level of struggle to get success and promotion. To one of the best approaches for understanding the
become the key member of the organization and to earn relationship and its importance between the defined
better position in the organization, hard work is required variables; perception of organizational politics and
from the end of employees as competition prevails among perceived employee’s performance, through literature
all employees. This study is significant because the review, discussion with the experts of this specified area
findings of the study will help the management of the of research and conduction of market survey either
organizations to avoid the existence of organizational through questionnaire or interviews [21-29].
politics to enhance the performance of the employees Bordensand Abbott (2002) said that the approach of
within the organization. It will increase the productivity, using survey research method is necessary because it
enhance commitment with organization and reduce usually tends to follow the co-relational research strategy.
turnover of personnel, higher level of motivation and Data is collected from the only available source, being
loyalty of employees. utilized is “Questionnaire” [30-38].

In recent years, the focus of the researchers tends to Likert Scale has been used to evaluate the results of
be more on this area of field. Among them, focus of the various questions in questionnaire [39-45]. 
majority was towards the single factor; participation of
employees in the decision making process of the RESULT AND DISCUSSION
organization, very few of them deals with the overall
impact of the existence of the internal politics in the Given below is the results of some important
organization. Undoubtedly, it is an important area to work correlation analysis done on the mean values of the
on and conduct further research. Burns (1967) put forth results obtained in respect of each variable prevailing in
the phenomenon of the organizational politics in the the questionnaire, showing the relationship between the
scholarly literature for the first time. Organizational tested variables; perception of politics and perceived
politics, since early decades of twentieth century, remains employees performance (through different attitudes of
an important topic to be concerned. During 1990’s, theory job) [46-50].
of organizational politics and its influence on the working The results of Table 1 showed that perception of
environment emerged. Drory (1993) [2], Porter et al. (1981) politics and job satisfaction, perception of politics and
[3] defined the term organizational politics as “casual organizational commitment, perception of politics and job
attitude towards the work in an organization and stress and perception of politics and employee
deliberate engagement in activities relating to the performance has a negative relationship. It means if the
inducement performed to ensure safety and to boost the value of one variable increases than the value of other
careers of the professionals where there is a probability of variable will decrease by the same amount and vice versa.
incompatible actions”. Poon (2004) [4]stated that While perception of politics and job burnout, perception
organizations having politics common in them provides an of politics and turnover intention have a mild positive
unpleasant working environment for employees to work relationship [51-53].
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Table 1: Correlation Analysis
Items Perception of Organizational Politics
Job Satisfaction -0.744
Organizational Commitment -0.528
Job Stress -0.446
Job burnout 0.448
Turnover Intensions 0.432
Employee Performance -0.649

It is clear from the result that existence of
organizational politics having strong impact on the level
of employee’s performance. Higher the level of existence
of organizational politics will result in lower level of
employee’s performance and vice versa. The correlation
analysis done in this research study has confirmed by
showing a negative correlation between the level of two
variables; perception of politics and perceived employee’s
performance.

It is an important point to be noted that existing
literature has shown that by putting employees to work in
the environment prevailing organizational politics in it, the
level of the employee’s performance tends to decrease.
Similarly, majority of the organizations are not considering
the existence of organizational politics as a hurdle for
improved performance from employees; currently my
research is pointing out that undoubtedly this is one of
the leading variables be a factor on the road to the better
employee’s performance from job.

CONCLUSION

It has been concluded that significance of politics
having a negative effect on the employee’s performance.
Employee’s performance can be enhanced by providing
them a working environment free of politics in their
organizations. Working environment free of politics will
not only help the employees to perform better and take
decisions freely but it will also help the organizations to
grow by achieving its goals and objectives efficiently and
effectively.Implication of working environment free of
politics in organizations will result in employees feeling
their responsibilities towards their actions and placing
themselves on the place of stakeholders to ensure for the
benefits of all, the better employee’s performance as an
outcome by utilizing all their powers.

REFERENCES

1. Cotton, J., 1993. Employee Involvement: Method for
Improving Performance and Work Attitudes.
California: SAGE Publications, Inc.

2. Drory, A., 1993. Perceived Political Climate and Job
Attitudes. Organization Studies, 14(1): 59-71.

3. Porter,  L.W.,  R.W.  Allen  and  H.L.  Angle,  1983.
The politics of upward influence in organizations’.
Organizational Influence Processes, pp: 408-422.

4. Poon, J.M.L., 2004. Moderating effect of perceived
control on perceptions of organizational politics
outcomes. International Journal of Organization
Theory and Behavior, 7: 22-40.

5. Ferris,  G.R.  and  K.M.  Kacmar,  1992.  Perceptions of
organizational  politics.  Journal of Management,
18(1): 93-116.

6. Kacmar, K.M. and D.S. Carlson, 1994. Further
validation of the perceptions of politicsscale (POPS):
A multiple sample investigation. Paper presented at
Academy of Management Meeting, Dallas, Texas.

7. Zhou, J. and G.R. Ferris, 1995. The dimensions and
consequences of organizational politics perceptions:
A confirmatory analysis. Journal of Applied Social
Psychology, 25: 1747-1764.

8. Armstrong, M., 2006. A Handbook of Human
Resource Management Practice. London, pp: 10.

9. Bavendum, J., 2000. Managing Job Satisfaction, New
York. New York Research Inc.

10. Bozeman,  D.P.,  P.L.   Perrewe,   K.M.    Kacmar, W.A.
Hochwarter and R.A. Brymer, 1996. An examination of
reactions to perceptions of organizational politics.
Paper presented at the 1996 Southern  Management
Association   Meetings, New Orleans, LA.

11. Cropanzano,  R.,   J.C.   Howes,  A.A.  Grandey  and
P. Toth, 1997. The relationship oforganizational
politics and support to work behaviors,  attitudes and
 stress,  Journal  of  Organizational  Behavior, 18:

159-180.
12. Drory, A. and T. Romm, 1988. Politics in organization

and its perception within the organization.
Organization Studies, 9(2): 165-179.

13. Drory, A. and T. Romm, 1990. The definition of
organizational politics: A review.Human Relations,
43: 1133-1154.

14. Edwards, J.R., 1992. A cybernetic theory of stress,
coping and well-being in organizations, Academy of
Management Review, 17: 238-274.

15. Ferris, G.R. and K.M. Kacmar, 1989. Perceptions of
organizational politics. Paper presented at the 49th
Annual Academy of Management meeting,
Washington, D.C.

16. Ferris, G.R., G.S. Russ  and  P.M.  Fandt,  1989.
Politics in organizations. In R. A. Giacalone and P.
Rosenfeld (Eds.), Impression management in the
Organization, pp: 143-170. 



Middle-East J. Sci. Res., 16 (11): 1497-1500, 2013

1499

17. Ferris,  G.R.  and  K.M.  Kacmar,  1992.  Perceptions of 30. Moorhead, G. and R. Griffin, 1989. Organizational
organizational   politics. Journal   of    Management,
18: 93-116.

18. Harris, K.J., M. James and R. Boonthanom, 2005.
Perceptions of Organizational Politics and
Cooperation as Moderators of the Relationship
between Job Strains an Intent to Turnover. Journal of
Management Issues, 27(1): 26-42.

19. Harley, B., H. Ramsey and D. Scholarios, 2000.
Employee direct participation in Britain and Australia:
Evidence from AWIRS95 and WERS98’. Asia Pacific
Journal of Human Resources, 38: 42-54.

20. Kacmar, K.M. and R.A. Baron, 1999. Organizational
politics: the  state of the field, linksto related
processes and an agenda for future research,
Research in Personal and Human Resources
Management, 17: 1-39.

21. Kacmar,  K.M., D.P. Bozeman,  D.S.  Carlson  and
W.P. Anthony, 1999. An examination of the
perceptions of organizational politics model:
Replication    and     extension.  Human    Relations,
52: 383-416.

22. Kacmar, K.M. and G.R. Ferris, 1991. Perceptions of
organizational politics scale (POPS):development and
construct validation. Educational and Psychological
Measurement, 51: 193-205.

23. Kovach, K.A., 1995. Employee motivation:
Addressing a crucial factor in your organization's
performance.    Employment    Relations    Today,
22(2): 93-107.

24. Lewin, K., 1936. Principles of Topological
Psychology, McGraw-Hill, New York.

25. Luchak, A.A. and I.R. Gellatly, 2007. A comparison of
linear and nonlinear relations between organizational
commitment and work outcomes. Journal of Applied
Psychology, 92(3): 786-793.

26. Luthans, F., 2005. Organisational Behavior. New Yolk,
McGraw-Hill Irwin, pp: 10.

27. Matteson, M.T. and J.M. Ivancevich. 1987.
Controlling Work Stress: Effective Human Resource
and Management  Strategies.  San  Francisco: Jossey-
Bass.

28. Meyer, J.P. and N.J. Allen. 1996. Affective,
continuance and normative commitment to the
organization: An examination of construct validity.
Journal of Vocational Behavior, 49: 252-276.

29. Meyer,   J.P.,   D.J.  Stanley,   L.    Herscovitch   and
L. Topolnytsky, 2002. Affective, continuance and
normative commitment to the organization: a meta-
analysis of antecedents, correlates and
consequences.    Journal    of    Vocational
Behavior, 61: 20-52.

Behavior, Boston, Houghton Mifflin Company.
31. Mowday, R.T., R.M. Steers and L.M. Porter, 1997.

The measurement of organizational commitment,
Journal of vocational Behavior, 14: 224-247.

32. Oshagbemi, T., 2003. Personal Correlates of Job
Satisfaction: Empirical Evidence from UK
Universities’. International Journal of Social
Economics, 30(12): 1210-1232.

33. Poon,  J.M.L.,  2006.  Trust-in-supervisor   and
helping  coworkers:  moderating  effect of
perceived politics. Journal of Managerial
Psychology, 21: 518-53.

34. Randall,  M.L.,  R.  Cropanzano,  C.A.    Borman  and
A. Birjulin, 1999. Organizational politicsand
organizational support as predictors of work
attitudes, job performance and organizational
citizenship behavior. Journal of Organizational
Behavior, 20: 159-174.

35. Randall,  M.,  R.  Cropanzano,   C.     Bormann    and
A. Birjulin, 1994. The relationship of Organizational
politics and organizational support to employee
attitudes and behavior. Paper presented at the
Annual Meeting of the Academy of Management,
Dallas, TX.

36. Robbins, S.P., 1983. The administrative process:
integrating theory and practice. Englewood Cliffs, NJ:
Prentice-Hall.

37. Schalk, R. and C. Freese, 1997. New facets of
commitment in response to organizational Change:
Research trends and the Dutch experience, In C.L.
Cooper and D.M. Rousseau, (Eds.), Trends in
Organizational Behavior, 4: 107 -123.

38. Schneider, B., 1987. Organizational climate. Personnel
Psychology, 28: 447-479.

39. Smith, P.C., 1992. In pursuit of happiness’. In C. J.
Cranny, P. C. Smith, and E. F. Stone (Eds.), Job
Satisfaction, pp: 5-19.

40. Stogdill, R., 1965. Managers, Employees,
Organizations’. Columbus, OH. The Ohio State
University Press.

41. Suliman, A. and P. Iles, 2000. Is continuance
commitment beneficial to organizations?
Commitment-performance relationship: a new look.
Journal of Managerial Psychology, 15(5): 407-422

42. Smith, P.C., L.M. Kendall and C.L. Hulin, 1969. The
Measurement of Satisfaction in Work and Retirement.
Chicago: Rand McNally.

43. Soonhee Kim, 2002. Participative Management and
Job Satisfaction: Lessons for Management
Leadership. Public Administration Review, 62(2): 231.



Middle-East J. Sci. Res., 16 (11): 1497-1500, 2013

1500

44. Spector, P.E., 1997. Job Satisfaction: Application, 50. Whiteman, M.F., 1999. Antecedents of repatriates’
Assessment, Causes and Consequences. Thousand intent to leave the organization. Doctoral
Oaks, CA: Sage Publications, Inc dissertation, University of Sarasota, Sarasota FL, also

45. Valle, M. and P.L. Perrewe, 2000. Do politics published in Dissertation Abstracts International.
perceptions relate to political behaviors? Tests of an 51. Mueen Uddin, Asadullah Shah, Raed Alsaqour and
implicit assumption and expanded model. Human Jamshed Memon, 2013. Measuring Efficiency of Tier
Relations, 53: 359-386. Level Data Centers to Implement Green Energy

46. Vigoda, E., 2000. Organizational politics, job attitudes Efficient Data Centers, Middle-East Journal of
and work outcomes: Exploration and implications for Scientific Research, 15(2): 200-207.
the public  sector.  Journal of Vocational Behavior, 52. Hossein Berenjeian Tabrizi, Ali Abbasi and Hajar
57: 326-347. Jahadian Sarvestani, 2013. Comparing the Static and

47. Vigoda, E., 2002. Stress-related aftermaths to Dynamic Balances and Their Relationship with the
workplace politics: An empirical assessment of the Anthropometrical Characteristics in the Athletes of
relationship among organizational politics, job stress, Selected Sports, Middle-East Journal of Scientific
burnout and aggressive behavior. Journal of Research, 15(2): 216-221.
Organizational Behavior, 23: 571-591. 53. Anatoliy Viktorovich Molodchik, 2013. Leadership

48. Vigoda-Gadot, E. and A. Drory, Eds. 2006. Handbook Development: A Case of a Russian Business School,
of organizational politics. Cheltenham; Edward Elgar. Middle-East   Journal    of   Scientific    Research,

49. Weick, K.E., 1979. The Social Psychology of 15(2): 222-228.
Organizing, 2, Random House, New York.


