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ABSTRACT 

 

The inevitably pervasive phenomenon of organizational politics instigates detrimental 

consequences and presumed to be the root cause of behavioral turbulence. Organizational politics 

has become severe challenge that requires a comprehensive study for exploration of perceptual 

aspect at public sector tertiary level education. Politically polluted environment of universities is 

evident but there is lack in identification of antecedents and consequences. This study is 

undertaken for investigating the potential antecedents including scarcity of resources (SOR), 

workplace belongingness (WPB), and Machiavellianism (Mach) of the perception of 

organizational politics that causes counterproductive work behavior (CWB). Additionally, current 

research examined the moderating role of Islamic work ethics (IWE) to mitigate the negative 

behavior. The proportionate stratified random sampling technique was applied for data collection 

through questionnaire from public sector universities of Pakistan and 308 usable responses were 

received. The PLS-SEM was utilized for data analysis and hypothesis testing. Statistical results 

revealed significant relationships between antecedents and perception of organizational politics 

that induces counterproductive work behavior. However, no moderation effect of Islamic work 

ethics (IWE) on the relationship between perception of organizational politics and 

counterproductive work behavior. The study valuably contributed to assessing the impact of 

scarcity of resources, workplace belongingness, and Machiavellianism on the perception of 

organizational politics that excite counterproductive work behavior. Likewise, the research 

assessed the moderating role of Islamic work ethics to abridged counterproductive work behavior 

actuated by the perception of organizational politics. The study urged to develop a formalized 

mechanism to alleviate the scarcity of resources, enhance workplace belongingness and 

personality traits assessment that influence perception of organizational politics. Furthermore, 

intensive ethical training sessions must be initiated to reduce the negative behavioral outcomes.                 

 

Keywords: Perception of organizational politics, scarcity of resources, workplace belongingness, 

Machiavellianism, counterproductive work behavior, Islamic work ethics 
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ABSTRAK 

 

Fenomena politik organisasi yang tidak dapat disangkal menimbulkan kesan yang merugikan dan 

dianggap sebagai punca pergolakan tingkah laku. Politik organisasi merupakan satu cabaran besar 

yang memerlukan kajian komprehensif untuk meneroka aspek persepsi di peringkat pendidikan 

tinggi sektor awam. Persekitaran universiti yang tercemar secara politik adalah jelas, namun 

terdapat kekurangan dalam mengenal pasti penyebab (anteseden) dan akibatnya. Kajian ini 

dijalankan untuk menyelidik potensi anteseden termasuklah kekurangan sumber daya (SOR), 

kekitaan di tempat kerja (WPB), dan Machiavellianism (MACH) terhadap persepsi politik 

organisasi yang menyebabkan tingkah laku kerja kontraproduktif (CWB). Selain itu, penyelidikan 

ini juga mengkaji peranan penyederhanaan etika kerja Islam (IWE) dalam mengurangkan tingkah 

laku negatif. Teknik persampelan rawak berstrata proporsional digunakan semasa pengumpulan 

data melalui soal selidik dari universiti awam Pakistan di mana 308 respons yang diterima boleh 

digunapakai. PLS-SEM digunakan dalam menganalisis data dan pengujian hipotesis. Hasil 

statistik menunjukkan hubungan yang signifikan antara anteseden dan persepsi politik organisasi 

yang mendorong tingkah laku kerja yang kontraproduktif. Walaubagaimanapun, tidak ada kesan 

penyederhanaan etika kerja Islam (IWE) terhadap hubungan antara persepsi politik organisasi dan 

tingkah laku kerja kontraproduktif. Kajian ini memberi sumbangan penting dalam menilai kesan 

kekurangan sumber daya, kekitaan di tempat kerja, dan Machiavellianisme terhadap persepsi 

politik organisasi yang mendorong perilaku kerja yang tidak produktif. Penyelidikan ini juga 

menilai peranan penyederhanaan etika kerja Islam untuk memintas tingkah laku kerja 

kontraproduktif yang dipengaruhi oleh persepsi politik organisasi. Kajian itu penting untuk 

mengembangkan mekanisme formal dalam mengurangkan kekurangan sumber daya, 

meningkatkan kekitaan di tempat kerja dan penilaian sifat keperibadian yang mempengaruhi 

persepsi politik organisasi. Selanjutnya, sesi latihan etika intensif harus dimulakan untuk 

mengurangkan hasil tingkah laku negatif. 

 

Kata kunci: Persepsi politik organisasi, kekurangan sumber, kekitaan di tempat kerja, 

Machiavellianism, tingkah laku kerja kontraproduktif, etika kerja Islam 
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CHAPTER ONE 

 

INTRODUCTION AND BACKGROUND 

 

1.1 Introduction 

 

This chapter presents the background of the study, problem statement, research questions and 

objectives, theoretical and practical significance, and scope of the study. The key term definitions 

of the constructs and research structure are given at the end of the chapter. 

 

1.2 Background of the Study 

 

Politics, power and influence in organizations are inextricably linked and makes up an area of 

research interest. Power is exercised as an influential instrument and represents an interesting 

aspect of organizational sciences for several decades. Influential exercise is reflected by power 

whilst influential techniques encompass politics and political savvy-ness in using tactics and 

resources to influence others (Ellen III, Ferris, & Buckley, 2013; Khan & Hussain, 2016; Landells 

& Albrecht, 2017; Nasurdin, Hazlina Ahmad, & Arwani Razalli, 2014; Pfeffer, 2010; Pfeffer & 

Pfeffer, 1981). Earlier researchers Erving Goffman (1980), James Tedeschi, Mark Leary, Edward 

Jones, Barry Schlenker and Drory (1988), Ferris (1989), Vigod Gadot (2002), Hochwarter (2003), 

Treadyway Higgen and Kacmar (1992), Parker and Dipboye (1995) and Rosen and Perrewe (2008) 

contributed in developing theories related to organizational politics. The execution and delivery 
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style of influential techniques was explained as a political skill entailing a set of competencies to 

influence people effectively (Ferris et al., 2007). Gandz and Murray (1980) explained 

organizational politics (OP) as a subjective phenomenon often functional and distinguished from 

the perception of the self-serving participants. Lewin (1936) stated that the determination of 

attitudes and behaviors of individuals can be assessed by the perception of reality, not reality itself 

(Gandz & Murray, 1980; Ogungbamila, 2013). Bodla and Danish (2009) affirmed that researchers 

assess the perception of politics in an organization to gauge political phenomenon. Therefore, the 

perception of organizational politics garnered attention due to its crucial importance in potential 

negative consequences.  

 

Ferris, Russ, and Fandt (1989) proposed the theoretical model for the understanding of Perception 

of Organizational Politics (POP). The model was suggested for exploring the working conditions 

of organizations under which political behavior occurs. The POP model includes three categories 

namely: (i) organizational influences (centralization, formalization, hierarchical level and span of 

control), (ii) job/Environmental influences (job autonomy, job ambiguity, and feedback, relation 

with co-workers, supervisors, and interaction with others), and (iii) personal influential 

(Machiavellianism, self-monitoring, age and gender, advancement opportunities, experience). 

These are factors that influence the perception of organizational politics and cause attitudinal, 

behavioral and psychological detrimental consequences. Initially, job involvement, job anxiety, 

job satisfaction, organizational withdrawal (turnover intention & absenteeism) was introduced as 

negative outcomes of political perception. The POP model has opened new horizons for research 

to extend antecedents under the categories of organizational, job/environment and personal 

influences and diverse outcomes. Political perception at the workplace influences employees to 
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perceive their organization, colleagues, and leaders as political which have a direct negative impact 

on job satisfaction. Power and politics affect decision making which in turn causes employees to 

perceive the environment as political as self-service and protection of personal goals (Javed & 

Ishak, 2019; Saleem, 2015).  

 

Researchers stated various negative outcomes of POP including reduced organizational 

commitment (Bodla & Danish, 2009), job dissatisfaction (Miller, Rutherford, & Kolodinsky, 2008; 

Poon, 2003; Ram & Prabhakar, 2010; Vigoda‐Gadot, 2007; Vigoda, 2000b), turnover intentions 

(Bodla & Danish, 2009; Ferris, Adams, Kolodinsky, Hochwarter, & Ammeter, 2002; Harris, 

Andrews, & Kacmar, 2007; Kaya, Aydın, & Ayhan, 2016; Miller et al., 2008; Poon, 2004; Riaz, 

2013; Vigoda-Gadot & Kapun, 2005), job stress (Danish, Humayon, Aslam, Usman, & Tariq, 

2014; Ladebo, 2006; Muhammad, 2007; Valle & Perrewe, 2000; Vigoda-Gadot & Kapun, 2005), 

depression (Byrne, Kacmar, Stoner, & Hochwarter, 2005), de-motivation and work mode (Cho & 

Yang, 2018), social influences (Ferris, Perrewé, Daniels, Lawong, & Holmes, 2017), burnout 

(Baloch, Meng, Xu, Cepeda-Carrion, & Bari, 2017), reduced employee creativity (Farooq et al., 

2019) and decline in organizational effectiveness (Elbanna, 2016). Further negative outcomes 

include negligent behavior (Chang, Rosen, & Levy, 2009; Hochwarter, Ferris, Laird, Treadway, 

& Coleman Gallagher, 2010; Miller et al., 2008; Riaz, 2013; Vigoda, 2000b), strain (Daud, Isa, 

Nor, & Zainol, 2013), violent behavior (Drory & Vigoda-Gadot, 2010), deviant behavior 

(Nasurdin et al., 2014), low morale (Schneider, 2016), low work efforts (Hochwarter & Thompson, 

2012) and unproductive behavior (Javed & Ishak, 2019; Meisler & Vigoda-Gadot, 2014; Rawwas, 

Javed, & Iqbal, 2018; Vardi & Weitz, 2003). However, numerous studies on the perception of 

organizational politics have also highlighted several positive outcomes.  
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Contrary to unfavorable negative consequences of organizational politics, it has been considered 

as a favorable approach for positive political behavior that enable individuals to gain positive 

outcomes (Fedor, Maslyn, Farmer, & Bettenhausen, 2008; Ferris & Hochwarter, 2011; Gotsis & 

Kortezi, 2010; Ishak, 2016b; Miller et al., 2008). The literature has indicated positive 

organizational politics that contribute to organizational success, career efficacy and recognition, 

effective functioning, career growth, and progression and higher job performance (Ammeter, 

Douglas, Gardner, Hochwarter, & Ferris, 2002; Buchanan & Badham, 2008; Hariri & Lassen, 

2017; Hochwarter & Thompson, 2010; Ishak, 2016b). Therefore, there are two distinct perceptions 

in literature with mixed findings of the negative and positive consequences of organizational 

politics based on the cultural differences of developed and underdeveloped nations (Chang et al., 

2009; Poon, 2003; Rawwas et al., 2018; Riaz, 2013). 

 

Organizational politics is believed to be a fact of organizational life and is hard to avoid; however, 

efforts to mitigate the negative consequences can be achieved by taking novel initiatives. The 

rarely occurring suggestion in literature for avoiding detrimental outcomes has yet to be 

investigated. Previous studies introduced control mechanism, accountability, transcendence, ethics 

and emotional intelligence to avoid the negative consequences of POP (Eldor, 2017; Lawong, 

McAllister, Ferris, & Hochwarter, 2018). It is argued that various behavioral phenomenon plays a 

crucial role in lessening the negative outcomes originating from the political environment. By 

following the same line of research, this current study incorporates Islamic work ethics to reduce 

the negative behavioral consequences.   
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The tertiary level education sector contributes significantly in educating professionals, researchers, 

scientists and specialists to support knowledge enrichment and development in the country. 

According to the Pakistan Bureau of Statistics (2018), Pakistan is the 5th largest country in the 

world with 67% of its young population and Punjab with the highest populated province with 

numerous universities that provide human development services to overcome the various 

challenges in the education sector (News, 2018). Shockingly, the literacy rate in Pakistan is 

revealed to have decreased to 58% based on the Pakistan Economic Survey 2018 (Dawn, 2018). 

The report highlighted various reasons for the decline including the lack of government’s interest, 

shrinking educational funds, and lesser educational concerns that lead to the poor performance of 

the educational sector. In its 2017-2018 budget, the government of Pakistan had allocated only 

902.7 billion (PKR)1 for the education sector which is very low for a country such as Pakistan 

(Dawn, 2018). The investment for educational reforms in the recent fiscal year is 2% of the GDP, 

which is lower than the minimum target of 4% of the GDP as presented by UNESCO (PAK 

economic survey, 2018). According to the World Bank (2016) report, expenditure on the 

educational sector in Pakistan is the lowest in the South-Asian region (Ali, Hakim, & Abdullah, 

2017). UNESCO (2015) reported that expenditure on the educational sector in Pakistan is only 

2.0% of its GDP compared to Bhutan (4.9%), Bangladesh (2.1%), Iran (4.7%) and India (3.2%). 

Although the government had projected an increase in educational expenditure of 4% by 2025, it 

has still not met its 2017-2018 targets.   

 

Roof (2015) stated that teachers at higher educational institutions are one of the major causes of 

the sector’s poor performance. Akram, Afzal, and Ramay (2017) stated that the poor performance 

 
1 1 US $ equals to 153.073 PKR dated 30 March 2021 
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of university teachers is associated with poor organizational commitment, low job satisfaction, 

lack of capabilities and unproductive behavior. Similarly, Eslamieh and Mohammad Davoudi 

(2016) highlighted poor organizational commitment, job dissatisfaction and incapability as the 

major hurdles to job performance. In the Pakistani educational sector, it was revealed that a 

majority of the teachers joined the teaching profession as a last option after failing to join practical 

industries. Therefore, there is an urgent need to improve and enhance teaching capabilities at the 

tertiary level that contribute to economic development and to create human capital development 

(Akram et al., 2017). The Pakistani higher education sector has been greatly politicized during the 

last decade causing its failure to deliver the required results. The relevant literature revealed the 

factors of sharply reduced funding, political appointments, ignored merit, the involvement of 

external political forces, nepotism, incompetency, and corruption as reasons for the poor 

performance of the higher education sector. The political environment of the higher education 

sector in Pakistan must be healed and relevant incompetency must be overcome to achieve better 

performance (Khosa, 2018). 

 

Various irregularities in Pakistan’s higher education sector have been reported that caused poor 

and unsatisfactory performance of its universities as compared to its neighboring countries 

including China, India, and Iran (Wazir, 2017). The government is criticized due to their 

educational policies specifically the shambolic power division among controlling authorities at the 

provincial and federal levels. The appointment of academic staff has been observed to be 

politically influenced through unnecessary extensions and rehiring of retired professors instead of 

existing energetic faculty members. The internal political activities impeded the way of highly 

qualified and enthusiastic potential members (Khosa, 2018). A well-known professor, strategist, 
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and educational researcher Hoodbhoy (2018) had criticized the higher education sector for its 

organizational politics and detrimental consequences. The strike against the Vice Chancellor (VC) 

for his removal had resulted in the suspension of all educational activities to meet hidden agendas 

to protect self-interest and unsanctioned financial gains. The internal organizational political 

pressure was utilized for the hiring of relatives (son, brother, cousin, friends) instead of highly 

qualified and well-deserving candidates (Elahi, 2018).  

 

In the nutshell, the higher education public sector of Pakistan is politically polluted as prior studies 

linked organizational politics with negative outcomes; however, the potential causes have been 

overlooked that instigate the perception of organizational politics that led to the detrimental 

behavior of employees. The current study employed the POP model to highlight the potentially 

influential factors that predict the perception of organizational politics and to determine the 

negative behavioral outcome.  

 

The perception of organizational politics is considered as a workplace stressor that gradually 

destroys the employees’ capacity and causes them to indulge in negative behavior (Laeeque, Bilal, 

Hafeez, & Khan, 2018). The politically-charged environment of organizations is contemplated as 

insecure, distrustful, and unjust, where employees’ attitudes are skewed towards negative 

approaches to protect self-interest. The education sector of Pakistan has been reported as negative, 

uncivil, destructive and illegitimate due to the political environment that causes various negative 

consequences such as counterproductive work behavior (CWB). Based on previous findings, it is 

evident that CWBs produce various major economic and social threats, as reported that global 
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businesses face losses amounting to US$ 2.92 trillion annually due to counterproductive work 

behavior (Moore, Detert, Klebe Treviño, Baker, & Mayer, 2012).  

 

The higher education sector of Pakistan has been examined for negative behavior such as 

counterproductive work behavior influenced by stress, emotional intelligence and ostracism. The 

literature revealed that workplace environment affect performance and efficiency (Nasir, Khaliq, 

& Rehman, 2017). The unproductive and negative behavior of employees harm the organizational 

goals and reduce potential benefits (Khan, Quratulain, & M. Bell, 2014; Nasir et al., 2017). The 

studies highlighted that presence of counterproductive work behavior at the Khyber Pakhtoon Kha 

(KPK) university in Pakistan whereby performance has been negatively affected; hence, there is a 

need to eradicate negative behavior to enhance the performance of tertiary level education 

institutes (Manzoor, 2015).  

 

The phenomenon of counterproductive work behavior is evident in various research studies; 

therefore, scholars have suggested to reduce negative emotional behavior through ethical concerns 

and leadership’s involvement. The counterproductive work behavior is evident in banking sector 

that caused by workplace stressors including job enlargement and rotation (Khokhar & Zia-ur-

Rehman, 2017; Muhammad Tufail, Shahid, Bashir, & Shoukat, 2017). The theory of social 

exchange posited the rule of reciprocity that every action has a specific measured reaction and it 

has been underpinned that workplace stressors cause workplace deviance and counter productivity 

(Marasi, Bennett, & Budden, 2018). 

 

 
2 1 US $ equals to 153.073 PKR dated 30 March 2021 
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Based on various evidences it is widely known that organizational politics is prevalent in the 

Pakistani higher education sector that is related to injustice, unfairness and self-serving behavior 

of employees. However, the potential reasons and influential factors have been overlooked which 

caused a higher perception of organizational politics and instigate negative behavioral 

consequences. The researcher has not come across any study in the context of Pakistan that 

assessed the working environment and perception of organizational politics among employees 

based on the POP model; however, there are various negative behaviors have been reported 

including disobedience, fight, bullying, theft, financial embezzlement, frauds and crimes in the 

higher education sector of Pakistan. 

 

There is a lack of empirical studies on potential influential factors that prompt the perception of 

organizational politics and lead to counterproductive work behavior (CWB). The present research 

is an effort to determine the crucial predictors of perception of organizational politics and negative 

behavioral consequences that affect the higher education sector in Pakistan. Previous literatures 

have overlooked the potential causes of higher perception of organizational politics and 

detrimental consequences and specifically how to mitigate the negative outcomes. The present 

study is one of the pioneers that aim to explain and empirically examine the role of ethical concerns 

that can reduce negative emotions among academic staff in public sector universities of Pakistan. 

The study fulfills the call for organizational theorists to extend the research to developing countries 

in Asia in order to gain more confidence in the generalization of theories in non-western culture 

(Rawwas et al., 2018). 
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1.3 Problem Statement 

 

The phenomenon of organizational politics embodies persuasive acts to gain unsanctioned benefits 

to gain control over scarce resources, the utilization of power and financial gains. It has been 

expressed as an informal and unofficial way to act and behave that harms organizational objectives 

(Gotsis & Kortezi, 2010; Javed & Ishak, 2019; Riaz, 2013). The literature has indicated positive 

and negative consequences of organizational politics that management strives to eradicate the 

potential harms caused by politically-charged activities. The organizational politics is not 

encouraged due to lack of credibility and probable devastating outcomes. According to Ferris and 

Kacmar (1992), OP interrupt organizational activities and deviates employees from the 

responsibilities. In the current study, the purpose of the researcher is to study POP rather than study 

political behavior itself because the perception of reality is more important than reality itself in 

assessing attitudes and behaviors of individuals (Gandz & Murray, 1980). 

 

Generally, existing literature illustrated negative outcomes of perception of organizational politics 

which entail low productivity and staff retention (Dhar, 2009), job frustration (Harris, Harris, & 

Wheeler, 2009), employee cynicism (Buenger, Forte, Boozer, & Maddox, 2007), negligent 

behavior (Riaz, 2013; Vigoda, 2000b), psychological strain (Cropanzano, Howes, Grandey, & 

Toth, 1997), increased turnover intention (Ahmed, 2018; Ferris & Hochwarter, 2011), less 

innovative behavior (Danish et al., 2014), and counterproductive work behavior (Baloch et al., 

2017; Shrestha, 2017). Contrary, literature has highlighted the positive outcomes of organizational 
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politics including career progression, recognition, increased control and reputation (Ammeter et 

al., 2002; Ellen III et al., 2013; Ishak, 2016b). 

 

The literature embarked on the political phenomenon at tertiary level education in Pakistan that 

instigated various negative outcomes. The higher education sector in Pakistan is observed as less 

innovative and lower in performance due to organizational politics. It is revealed that higher 

perception of organizational politics negatively impact innovative compatibilities (Abbas & Raja, 

2014). The study highlighted that employees’ turnover intention in education sector due to stress, 

dissatisfaction, ambiguity, job formalization, affective commitment and organizational politics. 

Another study reported significant relationships between organizational politics and employee 

turnover. However, the study was limited to colleges in Lahore city in the province of Punjab 

(Rizwan et al., 2017). Similarly, organizational politics is evidence in the health sector (Gull & 

Zaidi, 2012), banking sector (Rashid, Karim, Rashid, & Usman, 2013) and telecom sector 

(Rathore, Khaliq, & Aslam, 2017) of Pakistan.   

 

Gull and Zaidi (2012) found a significant negative relationship between POP and job satisfaction, 

whilst Rashid, Karim, Rashid and Usman (2013) depicted a significant relationship between 

organizational politics and job stress among employees in the private banking sector in Peshawar, 

Abbotabad and Islamabad. It has been revealed that transformational and transactional leadership 

influence the political perception among employee (Rathore et al., 2017). The previous studies 

overlooked the crucial factors that causes higher perception of organizational politics based on 
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POP model under categories of organizational, job/work environment and personality factors that 

instigate negative emotions.  

 

The literature reported various potential causes of the poor performance of tertiary level education 

in Pakistan (Akram et al., 2017). It was revealed that the lack of government interest in education 

sector is evident as the reduction in funds, political appointments in universities, ignored merits, 

external political involvement, nepotism, incompetent employees and corruption which all led to 

poor performance and instigate political perception (Khosa, 2018). A report had exposed the poor 

performance and working environment of the higher education public sector in recent years by 

highlighting serious irregularities. Further shocking revelations include decreased performance 

due to the number of deficiencies related to quality of education whereby only one public sector 

university is among top 500 group in the world. Meanwhile, in the entire private and public higher 

education sector, there are only six universities in the top 1000 ranked in 800+ group in the world 

in year 2021 according to QS ranking HEC (2018). The current ranking of Pakistani universities 

is far behind that of its neighboring countries including China, India and Iran (Wazir, 2017). The 

strategies of the government for the education sector is also criticized because universities have 

been suffering from the shambolic power division among controlling bodies at federal and 

provincial level (Khosa, 2018). 

 

One of the major issues is budget reduction by 90% as compared to last decade to the universities 

that causes scarcity of resources and funds and instigate the internal political activities to gain 

control and it harms organizational objectives (Elahi, 2018). The shortage of funds and resources 
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causes number of lacking including ill-equipped laboratories, outdated curriculum, affordability 

of qualified staff, overloaded classes and lowly examination system. It also affect the promotion 

opportunities, reward and pay policy that prompt organizational politics (Poon, 2003).  Hoodbhoy 

(2018) identified that presence of organizational politics to acquire unsanctioned financial gains, 

unfair salary increments, rewards and promotions. This is the situation faced by flagship university 

in Pakistan located in the capital and just a few miles away from the seat of the government. 

Hoodbhoy (2018) added that the HES of Pakistan had failed to develop its university culture 

throughout its 71 years of existence. Government must take strict initiatives to control the political 

activities and its negative consequences.  

 

The scarcity of resources in universities force employees to gain control on insufficient resources 

including career progression and opportunities through political acts (Gotsis & Kortezi, 2010; 

Khan & Hussain, 2016; Poon, 2003). Further, scarcity of resources increases the turnover intention 

among education sector employees as depicted in the study of (Ahmed, 2018). The phenomenon 

of scarcity of resources has been explained in general, but there is a lack of empirical studies on 

scarcity of resources that cause the perception of organizational politics. Past studies have 

overlooked the detrimental outcomes of scarcity of resources with the involvement of 

organizational politics under the classification of the POP model. Therefore, the current study 

intends to empirically investigate the relationship between scarcity of resources and perception of 

organizational politics which leads to negative behavioral outcome based on the POP model in the 

higher education public sector of Pakistan. 
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The favoritism promotes the perception of organizational politics that also causes the turnover 

intention among employees of private colleges. However, favoritism and personal relationships 

are not enough to determine the perception of organizational politics employees. The higher 

education sector in Pakistan is influenced by groups for irregular appointments and the protection 

of self-interest (Ahmed, 2018; Chaudhry, 2018). Moreover, political phenomenon is evident in the 

appointment of the VC that instigates the perception of organizational politics and reduces the 

capacity of the education sector (Elahi, 2018). The appointments of the faculty members are based 

on internal political pressure that impeded the way of potential energetic members. Furthermore, 

appointments of relatives (son, brother, cousin) have been reported as politically influenced in 

favor of foreign PhD scholars that caused unrest and strikes to be initiated against favoritism and 

internal political games (Elahi, 2018). The group affiliations and association encourage employees 

to gain unsanctioned benefits and self-interest protection while striking against the VC to sabotage 

and influence organizational decisions for achievement of hidden agendas (Hoodbhoy, 2018). Past 

studies had highlighted that group associations and favoritism influence the working environment. 

However, association with workplace for measuring political perception has been ignored. Thus, 

the current study incorporated a newly developed construct i.e. ‘workplace belongingness’ to 

assess the perception of organizational politics (Jena & Pradhan, 2018). The current study fulfills 

the call of existing theoretical gap to explain and empirically investigate the influence of workplace 

belongingness in driving the perception of organizational politics in the HES of Pakistan.  

 

The personality trait ‘Machiavellianism’ found to be an important factor in determining the 

perception of organizational politics (Ferris et al., 2017; Parker, Dipboye, & Jackson, 1995; Poon, 

2004; Vigoda, 2000b). The literature demonstrated that Machiavellianism is the most striking 
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factor in assessing the perception that the working environment is political by experiencing 

deception and sabotage (Baloch et al., 2017; Mishra, Sharma, & Swami, 2016; Riaz, 2013). 

However, the influence of Machiavellianism on the working environment was found to be 

inconclusive. The studies examined the relationship between Machiavellianism and career success 

but drew no conclusion and remained insignificant (Wakefield, 2008). However, the study found 

a positive significant relationship between Machiavellianism and political perception among 

school principals in Malaysia (Ishak, 2016a). Machiavellianism was examined among bank 

employees, lawyers, school principals, and government employees and significant positive results 

were reported towards determining political skills and career success (Costa, Sutin, Eaton, & 

Miech, 2016). Machiavellianism influences negative emotions similar to how political perception 

causes counterproductive work behavior among Chinese employees (Baloch et al., 2017). Further, 

it increase the turnover intention and negligent behavior among public sector employees (Riaz, 

2013). The researcher has not come across any study that had examined the personality trait of 

academic employees in the higher education sector in Pakistan. Therefore, it is appealing to 

investigate the influence of Machiavellianism in explaining the perception of a political working 

environment.          

 

The perception of organizational politics causes negative consequences that harm the organization 

as stipulated by Hirschman’s EVLN (exit, voice, loyalty and neglect) theory. The higher education 

sector in Pakistan has been reported to be politically polluted with obvious negative consequences. 

The dysfunctional policy departments had created uncertainties as deficient policies are being 

interpreted for protection of self-interest and achievement of hidden agendas (Noor, 2018). 

Furthermore, it has been highlighted that there is a lack of transparency in system, ignored merits 
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in appointment and injustice among eligible candidates (Hoodbhoy, 2018). The most significant 

misfortune was observed when a number of PhD scholars protested at the higher education 

commission office for their jobs as there was injustice due to internal organizational politics 

involving the rehiring of retired employees and unjust appointments of their relatives (Noor, 2018).  

 

Organizational politics increases turnover intention, job stress and reduces job satisfaction, 

commitment and job involvement (Bodla & Danish, 2009), however, the study ignored the 

antecedents of perception of organizational politics. Frustration and dissatisfaction have been 

linked to the perception of organizational politics among supervisors in the USA (Rosen, Harris, 

& Kacmar, 2009), but the study overlooked the root causes of perceived organizational politics 

and was limited to examining job satisfaction. The Indian education sector observed job anxiety, 

burnout, absenteeism, turnover and negligent behavior as potential consequences of internal 

political diversion (Sowmya & Panchanatham, 2012). The study of Nasurdin et al. (2014) 

conducted on the electronic industry in Malaysia depicted a significant relationship between 

organizational politics, justice and stress that create deviance among employees. The study failed 

to identify the causes of perception of organizational politics that has crucial importance in creating 

negative emotions. Furthermore, the perception of organizational politics is significantly linked 

with workplace incivility among the employees of commercial banks in Nigeria (Ogungbamila, 

2013). 

 

The perception of organizational politics causes knowledge hiding and decrease creativity in 

higher education sector of Pakistan (Farooq et al., 2019). The study examined the moderation 
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effect of professional commitment; however, the study was limited in highlighting the predictors 

of organizational perception and negative emotional consequences. Employee silence has been 

predicted by organizational perception, political awareness and conscientiousness among Chinese 

employees (Sun & Xia, 2018). Moreover, the decrease in intrinsic and extrinsic motivation among 

employees has also been observed due to anxiety and depression that are influenced significantly 

by organizational politics at the workplace (Cho & Yang, 2018); however, the study had ignored 

persuasive factors of perception of organizational politics. The higher education public sector in 

Pakistan is blamed for organizational politics and negative emotional behavioral (Bibi, Karim, & 

ud Din, 2013; Muhammad Tufail et al., 2017; Nasir et al., 2017). The counterproductive work 

behavior is prompted by workplace incivility, ostracism, stress, job enrichment and enlargement 

which further instigate negative emotions among employees. However, the study overlooked the 

effect of perception of organizational politics on the employees’ negative emotions.    

 

Most importantly, the studies significantly depicted the relationship between organizational 

politics and counterproductive work behavior that creates stress, reduced efficiency and 

dysfunctions at the workplace (Akanni, Oladejo, & Oduaran, 2018). Many studies have focused 

on job insecurity and work life balance to predict counterproductive work behavior, but overlooked 

the presence of organizational politics at workplace. There is a lack of literature on the unpleasant 

consequences of perception of organizational politics such as aversive employee reaction the 

counterproductive work behavior (Baloch et al., 2017). There have been suggestions to explore 

the causes of counterproductive work behavior (Ones, 2018). The phenomenon has been explored 

in the context of China, the US, Israel and the UK, but there is still dire need to conduct studies on 

developing countries to assess political perception (Ahmed, 2018; Riaz, 2013; Vigoda, 2000b) and 
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negative emotions (Nasir et al., 2017). Although researchers have highlighted the phenomenon of 

organizational politics, but literature has overlooked the potential antecedents of perception of 

organizational politics in Pakistan (Danish et al., 2014).  

 

Contradictory viewpoints had been illustrated for decades that perception of organizational politics 

has negative as well as positive consequences. However, scholars have empirically supported each 

standpoint, but a third opinion occurred which suggest that negative behavioral outcomes can be 

reduced. Previous studies have encapsulated the role of various factors that can reduce negative 

emotions by perception of organizational politics. Recent studies have highlighted the positive side 

of the perception of organizational politics i.e. in enhancing knowledge sharing among employees, 

further it was suggested to identify the way to mitigate the negative impact (Eldor, 2017). Past 

studies have examined the moderating role of accountability in reducing the negative impact of 

perceptual politics on stress, turnover intention and absenteeism and found that accountability may 

not be suitable for a large number of employees (Goodman, Evans, & Carson, 2011). Literature 

has reported the significant moderating role of transcendence in reducing negative emotions such 

as job tension, emotional exhaustion and frustration caused by organizational politics, whereas 

transcendence regulate political behavior and reduce negative consequences (Lawong et al., 2018).  

 

The current study argues that negative consequences of organizational politics are a fact and 

management must take appropriate measures to avoid detrimental impacts. Therefore, Islamic 

work ethics was incorporated to reduce negative emotions as Pakistan has 97% Muslim population. 

Contradictory conclusions were drawn from previous studies that Islamic work ethics reduce 
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negative emotions caused by organizational injustice; however, the study reported insignificant 

moderation effect of Islamic work ethics (Khan, Abbas, Gul, & Raja, 2015). Similarly, the study 

of Aslam, Shakir, and Bugti (2019) also reported the insignificant moderation role of ethical 

climate in the relationship between perception of organizational politics and knowledge hiding. 

On the other hand, the significant moderation role of Islamic work ethics was reported between 

the relationship of perception of organizational politics and turnover intention, negligent behavior 

and dissatisfaction (Rawwas et al., 2018). Hence, the moderating role of Islamic work ethics 

remained inconclusive and contradictory. Thus, the Islamic work ethics was incorporated as a 

moderator to eradicate the negative impact of perception of organizational politics on 

counterproductive work behavior among academic employees in the higher education public sector 

in Pakistan.  

 

1.4 Research Questions 

 

Below are the research questions for addressing the identified research gaps below:  

1. Does scarcity of resources in Pakistan’s public higher education sector influence the 

perception of organizational politics among the academic staff of public sector 

universities?  

2. Does workplace belongingness influence the perception of politics among academic 

employees in Pakistan’s public higher education sector? 

3. Does the Machiavellianism personality trait influence the perception of politics among 

academic employees in Pakistan’s public higher education sector? 
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4. Does perception of organizational politics (POP) influence counterproductive work 

behaviour (CWB) among employees in Pakistan’s public higher education sector? 

5. Does Islamic Work Ethics (IWE) moderate the relationship between perception of 

organizational politics (POP) and counterproductive behaviour (CWB) among employees 

in Pakistan’s public higher education sector?  

 

1.5 Research Objectives  

 

The objectives of the current research are as below:  

1. To determine the role of scarcity of resources in influencing the perception of 

organizational politics (POP) among employees of public higher education sector in 

Pakistan. 

2. To determine the role of workplace belongingness in influencing the perception of 

organizational politics (POP) among employees of public higher education sector in 

Pakistan. 

3. To determine the role of Machiavellianism in influencing the perception of organizational 

politics (POP) among employees of public higher education sector in Pakistan. 

4. To explore the influence of perception of organizational politics (POP) on 

counterproductive work behaviour (CWB) among employees of public higher education 

sector in Pakistan.  
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5. To explore the moderation effect of Islamic Work Ethics (IWE) in the relationship of 

perception of organizational politics (POP) and counterproductive work behaviour (CWB) 

among employees of public higher education sector in Pakistan.  

 

1.6 Scope of Study     

 

This research focused on tertiary level institutes in the public sector in Pakistan. Universities in 

Pakistan are spread all over the country and distributed in four provinces (Punjab, Sindh, 

Balochistan and Khyber Pakhtuna) and federal territory (Islamabad as capital). The higher 

education commission (HEC) as the regulatory authority for tertiary level education affirmed 96 

public sector universities in Pakistan under the general category with 156,880 academic staff 

providing services on a regular basis. Past studies have established that academic employees in 

public sector universities fall under the homogenous group due to generalized appointment criteria 

(Altaf, 2017). Public sector universities are higher in number with large number of students and 

large-scale educational services that contribute higher in human capital development as compared 

to the private sector. The scope of the current research was limited to regular academic employees 

and excluded all administrative staff, Vice Chancellors, Registrar, Chairpersons and principal seats 

while keeping in view that the perception of organizational politics is found and observed only 

among operational level employees (Ferris, Brown, & Heller, 2009; Javed & Ishak, 2019; 

Ogungbamila, 2013; Riaz, 2013). The antecedents and consequences of perception of 

organizational politics were assessed among regular academic faculty members of the public sector 

universities in Pakistan.             
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1.7 Significance of the Study 

The current section entails the significance of the study in theoretical and practical perspective.    

 

1.7.1 Theoretical Significance 

 

The research explored the predictors and consequences of organizational political environment by 

using the POP model developed by (Ferris et al., 1989) based on the social exchange theory. The 

study incorporated public sector higher education institutes in Pakistan due to their highly political 

environment driven by crucial factors which further lead to various detrimental outcomes. The 

present effort contributes to the existing body of knowledge by extending the predictors of the 

perception of organizational politics under each category of the POP model; the empirical 

investigation provides a deep insight into the political phenomenon and how it influences 

employee behaviors. Therefore, the study enriched the new theoretical linkages and empirical 

evidences on the interaction between the antecedents and the consequences of the perception of 

organizational politics in the public sector higher education section in Pakistan. 

 

Firstly, the higher education sector has been reported to experience lack of government interest 

and funds which cause the scarcity of resources and employees striving to gain control over limited 

resources. Scarcity of resources is considered as one of the most crucial factors that accelerate 

negative behavioral outcomes at the workplace such as stress and turnover intention due to the 

occurrence of political activities to gain control over limited resources (Poon (2003). There is 
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paucity of literature on the scarcity of resources at educational institutes that drive political 

perception and negative behavioral outcomes. The researcher has only come across one study that 

highlighted scarcity of resources along with favoritism that predict political phenomenon at the 

workplace (Ahmed, 2018). Although the study empirically supported the link between scarcity of 

resources and turnover intention through political perception at the workplace, this is a crucial 

factor in the higher educational sector and hence this study was expected to fill the existing gap in 

literature which suggest that limited resources affect the level of perception of organizational 

politics which leads to negative emotional consequences.          

 

The novel theoretical contribution of the present research entails the extension of predicting factor 

towards perception of organizational politics at the workplace. Previous research studies have 

empirically investigated the role of Organizational Climate (O'connor & Morrison, 2001), 

Organizational Size (Fedors, Ferris, Harrell‐Cook, & Russ, 1998), Hierarchal level (Muhammad, 

2007), Participation & Relationship (Buenger et al., 2007; Riaz, 2013), Role Ambiguity 

(Muhammad, 2007; Poon, 2003), Role Conflict (Riaz, 2013), Uncertain Work Environment 

(Muhammad, 2007; Parker et al., 1995), Work Locus of Control (O'connor & Morrison, 2001), 

Age & Gender (Buenger et al., 2007; Ferris & Kacmar, 1992; Muhammad, 2007), and Favoritism 

(Ahmed, 2018; Daskin & Tezer, 2012) and reported mixed results; however, these studies were 

focused on the affiliation within groups and overlooked the phenomenon of belongingness towards 

the workplace instead of groups or internal associations. The researcher has not come across a 

single study that addressed or empirically examined the affiliation towards the workplace to predict 

the perception of organizational politics. The current study claims to be the pioneer in fulfilling 

the existing gap in literature by expressing and empirically examining the influence of workplace 
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belongingness in predicting political perception among employees under the POP model. Jena and 

Pradhan (2018) conceptualized and validated ‘workplace belongingness’ and developed a scale 

for the construct to assess the relationship needs at the workplace. 

 

Personality traits of individuals significantly influence the workplace environment such as the 

manipulative behavior known as Machiavellianism which is widely known as the dark side of 

personality, management and leadership (Griffin & O’Leary-Kelly, 2004). Previous studies have 

empirically examined the relationship between Machiavellianism and workplace political 

environments and it was found to be one the most striking predictors. The studies reported 

significant relationship between Machiavellianism and political perception inclination as the 

studies examined public sector employees in Pakistan and China (Baloch et al., 2017; Riaz, 2013). 

On the contrary, an insignificant relationship between Machiavellianism and political skills was 

reported among Malaysian school principals (Ishak, 2016a). The previous studies strongly 

suggested using Mach as a construct of management studies in future. Based on the researcher’s 

perspective, a more recent look is required on MACH in culturally-different and developing 

countries like Pakistan as a predictor of POP.  

 

Rawwas et al. (2018) conducted a study on religious ethics to examine the influence of Islamic 

work ethics in reducing negative behavioral outcomes. The study reported a negative relationship 

between POP and job satisfaction and a positive relationship between turnover intention and 

negligent behavior. The study further postulated that Islamic work ethics is negatively related to 

turnover intention and negligent behavior, and positively influences job performance. The 

moderation role of IWE was also influential in altering the direction of the relationship between 
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POP and its outcomes. The research studies have examined the cognitive process, transcendence 

and work ethics to assess the relationship between pop and its detrimental outcomes (Lawong et 

al., 2018; Rawwas et al., 2018). The study reported the significant role of transcendence in 

reducing the negative impact of perception of organizational politics including job tension, 

frustration, and emotional exhaustion (Lawong et al., 2018). Similarly, Rawwas et al. (2018) also 

suggested the examination of similar variables to alter or mitigate the effects of POP on behavioral 

outcomes. On the contrary, the study reported the insignificant role of Islamic work ethics in 

reducing the negative impact of political perception on its negative outcomes (Khan et al., 2015).  

 

The current research is an attempt to fill the theoretical gap by empirically investigating the 

moderation role of Islamic work ethics in the relationship between political perception and 

counterproductive work behavior. 

 

 

1.7.2 Practical Significance 

 

The public sector higher education institutes contribute to human capital development, economic 

growth and innovation by enriching research capabilities, knowledge and skills development 

(Kiani, 2010). The presence of political activities in higher educational institutes has been proven 

to impede progress by negatively influencing the workplace environment. It has been reported that 

political activities in higher education institutes negatively affect trust and causes knowledge 

hiding among the employees (Aslam et al., 2019). The performance of employees at higher 

education universities in Pakistan is affected by psychological issues and counterproductive work 
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behavior (Manzoor, 2015). Negative employee behavior in the public sector is evident due to 

emotional intelligence and political environment (Ahmad, Nisar, Othman, & Kamil, 2017). 

Organizational injustice, non-productivity, lack of contribution, lower performance, deviant 

behavior, bullying, and absence in international high ranking public sector universities in Pakistan 

have been linked to employee behavior (Khan, Hussain, & Khan, 2020; Sarwar, Irshad, Zhong, 

Sarwar, & Pasha, 2020). Counterproductive work behavior in education institutes in Pakistan is 

found to be instigated by workplace incivility, job insecurity and family conflict (Zahoor, Malik, 

& Atta, 2019).  

 

Similarly, counterproductive work behavior of employees takes place due to personality traits and 

political environment of organizations that pose negative impacts (Baloch et al., 2017). Employees 

in universities in Pakistan are experiencing higher stress levels leading to lower performance due 

to anxiety, unpleasant feelings and mental health issues (Haq, Alam, Mulk, & Rafiq, 2020). 

Political perception at the workplace is stated as a stressor in the study of (Danish et al., 2014). 

Moreover, injustice among employees in universities in Pakistan have been reported to be caused 

by group associations to gain unsanctioned benefits including undue promotions, manipulation of 

facts, and harming others all of which indicate a highly political working environment that leads 

to negative consequences (Khan & Hussain, 2016). 

 

The higher education sector in Pakistan is affected by various negative behavioral issues that are 

deeply rooted in the working environment. It has been reported that the tertiary education sector 

had failed to meet the quality education standards due to ineffective management, reluctance to 

adopt changes, lack of innovative initiatives, lack of knowledge contribution, and poor progress 
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that hinder performance (Rasool, Khan, & Shabbir, 2019). The previous studies highlighted the 

issues of workplace environment that causes detrimental outcomes including perception of 

organizational politics; however, the studies largely ignored the potential causes of POP that lead 

to negative behavioral consequences.  

 

The findings of the current study are expected to assist the management of higher education 

universities in understanding the potential causes of perception of organizational politics among 

employees. The study is expected to help the higher education commission to identify the political 

phenomenon at organizations that instigates negative behavioral outcomes and negatively impact 

the working environment. The findings of the present study are also expected to assist universities 

management in mitigating negative behavioral outcomes caused by a highly political environment. 

In a nutshell, the research focused on antecedents including scarcity of resources, workplace 

belongingness, and Machiavellianism that influence the perception of organizational politics 

among employees and cause negative behavioral outcomes such as counterproductive work 

behavior. The findings of the study are expected to help universities in addressing the critical 

causes of organizational politics and subsequently facilitate the development of strategies to 

overcome the problems of political perception. Islamic work ethics in the study serve as a support 

in controlling negative behavioral outcomes; therefore, the current research is also expected to 

contribute in developing strategies that incorporate religious-based ethical concerns to reduce 

negative behavioral consequences of perception of organizational politics. 
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1.8 Definitions of key Terms: 

The important key terms appearing frequently in this study are briefly and operationally 

defined as follows:  

 

1.8.1 Perception of Organizational Politics (POP) 

 

The term POP refers to employees who perceive their organizational workplace as political, with 

the presence of self-interest protection of specific groups or individuals, which causes injustice 

and unfairness to others (Ferris et al., 1989; Kacmar, Bozeman, Carlson, & Anthony, 1999). Lewin 

(1936) stated that determination of attitudes & behaviors of individuals can be done by assessing the 

perception of reality not reality itself. This variable in the current research based on the study of (Kacmar 

& Carlson, 1997). 

 

1.8.2 Counterproductive Work Behavior (CWB) 

 

The term is defined as the behavior of an employee who is voluntarily acting in a deviant and 

harmful manner or who is threatening the organization or other employees’ well-being by violating 

critical organizational norms (Bennett & Robinson, 2000; Robinson & Bennett, 1995). 

Counterproductive work behavior is referred in present study as the behavior of an employee at workplace 

which doesn’t fulfill requirement of organizational and personal productivity. Employee don’t put their 
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effort to achieve goals, their behavior refers as deviance from their duties. The variable in current research 

is based on (Bennett & Robinson, 2000). 

 

1.8.3 Scarcity of Resources (SOR)  

 

The term is generally defined as the lack of resources at any organization. Among the factors that 

lead to resource scarcity are limited work opportunities, lack of advancement opportunities, less 

incentives, inappropriate benefits, social insurance, lack of training, and limited career 

opportunities (Ahmed, 2018; Karadal & Arasli, 2009; Poon, 2003). Scarcity of resources refers the 

shortage of physical, financial, and career resources. Competitive work environment needs appropriate 

supply of resources, as limited work opportunities, lack of advancement opportunities, less incentives, 

inappropriate benefits and limited career opportunities at any organization posits scarcity of resources. The 

variable in the current research study based on the study of (Poon, 2003) and utilized in context of Pakistan 

by (Ahmed, 2018). 

  

1.8.4 Workplace Belongingness (WPB) 

 

The term is defined as the integral involvement of employees in a system or work environment. 

WPB can also be defined as the continuous and healthy interpersonal association for mutual 

welfare at the workplace. Previously, “strong desire to form and maintain enduring interpersonal 



30 
 

attachment in a system or environment, making people feel to be an integral part of that system or 

environment”. The construct in the current study based on the work of (Jena & Pradhan, 2018). 

    

1.8.5 Machiavellianism (MACH) 

 

Generally, the term Machiavellianism (MACH) is defined as a manipulative, deceptive and 

exploitive personality trait used against others for protection of self-interest. Machiavellianism in 

the present study referred as personality trait of an individual employee. The variable in current study based 

on (Dahling, Whitaker, & Levy, 2009). 

  

1.8.6 Islamic Work Ethics (IWE) 

 

The term is generally defined as an Islamic view of work ethics and moral values at the workplace. 

It entails sustainability of social prestige and societal welfare and endorses faith while viewing 

self-interest economically, psychologically and socially. Its origins is found in the Quran and the 

teaching of Prophet Muhammad ملسو هيلع هللا ىلص (Ali & Al-Owaihan, 2008; Rawwas et al., 2018). Islamic work 

ethics are taken as moral values in the present study and based on (Rawwas et al., 2018). 
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1.9 Organization of Thesis 

 

This study consists of five chapters. Chapter 1 presents the introduction and background of study, 

problem statement, research questions and objectives, significance and scope of the study and 

definition of key terms. Chapter 2 includes a review of previous studies related to all the constructs 

and the hypotheses development. The study methodology is explained in Chapter 3 which includes 

the research design, research framework, population and sampling size procedure, method of data 

collection, variables and their measurements, data analysis tool and techniques. Chapter 4 entails 

the analysis of the reliability and validity of the measurement model using Smart-PLS; meanwhile, 

structural equation modeling (SEM) was used to test the hypotheses. Chapter 5 consists of the 

discussion on the findings, recommendations and the overall conclusion.   
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1 Introduction 

 

This chapter presents a review of previous research studies. The chapter also discusses extensive 

research work on organizational politics and theories related to POP. Finally, it reviews 

antecedents which could predict POP at the workplace and its detrimental outcomes to the 

organization. The moderation role of Islamic work ethics is also discussed in mitigating the 

negative impact of POP.  

 

2.2 Organizational Politics 

 

Power and politics in literature is described as pejorative activity and considered as natural 

phenomenon in organizations. Primarily, it is described as the usage of power to influence decision 

making at the workplace for protection of self-interest and for gaining unsanctioned objectives. It 

includes the informal role or activity of an individual to influence an organization or employees 

for personal gain (Robbins, 2015). Employees of organizations observe the experience of various 

politically-driven behaviors (Vigoda-Gadot, Vinarski-Peretz, & Ben-Zion, 2003). Scholars of 

behavioral and managerial studies strive to explore organizational political aspect to address the 

political engagement of employees at the workplace, while several others do not participate (Ferris 

& Treadway, 2012; Hochwarter & Thompson, 2012; Kidron & Peretz, 2018). Workplace political 
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phenomenon has received much attention among scholars in understanding the triggers behind 

political activities (Buchanan & Badham, 2008; Elbanna, 2016). Scholars have suggested diverse 

factors such as organizational factors, work environment factors and personality factors as 

contributive in assessing the engagement of employees in political activity (Fedor et al., 2008; 

Ferris et al., 1989; Hochwarter, Kacmar, Perrewe, & Johnson, 2003; Hochwarter & Thompson, 

2012; Kacmar et al., 1999; Kidron & Peretz, 2018; Poon, 2004). 

 

Burns (1961) and March (1962) examined the role of organizational politics to address its negative 

outcomes at the workplace and initiated a new paradigm of research in the organizational politics 

field. Ferris et al. (1989) suggested various predictors and outcomes of POP including different 

factors such as organizational factor, job/work environment factors and personal influences as key 

predictors of POP. The model included job involvement, satisfaction, and job anxiety and turnover 

intention as detrimental outcomes, whereas perceived control and understanding were introduced 

for examining the moderation effects. The model provided horizons for further research on OP and 

its perception to test the validation of the model in other cultures and industries (Bodla & Danish, 

2009; Hochwarter & Thompson, 2012; Kacmar & Baron, 1999; Muhammad, 2007; Munyon, 

Summers, Thompson, & Ferris, 2015; Poon, 2003; Riaz, 2013). 

 

Chang et al. (2009) stated that organizational politics causes stress and conflicts at the workplace 

among employees as they perceive the environment as political (Daud et al., 2013). Parker et al. 

(1995) postulated that organizational politics is an important dimension of people’s perception of 

politics at the workplace. The perception of politics in an organization has a strong negative 

relation with strain, turnover intention, job satisfaction and job commitment. Authors have 
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established the effect of organizational politics in increasing psychological strain, which in turn 

affects performance and increases the intention to leave the organization due to reduction in 

morale. Politics is still being researched in terms of power and authority at the workplace to 

examine political behavior and its influences (Hochwarter, Ferris, Zinko, Arnell, & James, 2007; 

Kacmar et al., 1999; Parker et al., 1995; Valle & Perrewe, 2000). Political skills have been the 

subject of in interest for researchers in examining workplace environment (Baloch et al., 2017; 

Brouer, Harris, & Kacmar, 2011; Ferris et al., 2007; Kacmar, Andrews, Harris, & Tepper, 2013; 

Treadway et al., 2004). Examining OP through POP is also an area of interest for researchers as it 

is widely prevalent (Blickle et al., 2011; Chang et al., 2009; Kacmar et al., 2013; Muhammad, 

2007; O'connor & Morrison, 2001; Poon, 2003, 2004; Riaz, 2013; Vigoda, 2000b). 

 

2.3 Definitions of Organizational Politics 

 

Organizational politics has received wide research attention due to its importance and prevalence 

in different workplace environment. The phenomenon is believed to be a fact in any workplace 

setting which is necessary for an organization’s effective operational process. Employees act 

politically at the workplace to gain the desired results and power so as to influence the decision 

making process at their organization (Bodla & Danish, 2009). Organizational politics is discussed 

in literature as a broad concept that encompasses attitudes and behaviors. Researchers have defined 

organizational politics differently in literature as presented below:  

“Informal, parochial, typically divisive and illegitimate behavior that is aimed at displacing 

legitimate power” (Mintzberg & Mintzberg, 1983, p. 172). 
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“Activities that are self-serving, illegitimate, and often harmful to the organization or its 

members” (Kacmar & Baron, 1999, p. 4). 

“A behavior strategically designed to maximize self-interests and therefore contradict the 

collective organizational goals or the interests of other individuals” (Ferris et al., 1989, p. 79).  

“A subjective state in which organizational members perceive themselves or others as 

intentionally seeking selfish ends in an organizational context when such ends are opposed to 

those of others” (Gandz & Murray, 1980, p. 237). 

“A social influence attempts directed at those who can provide rewards that will help promote or 

protect the self-interest of the actor” (Zhang & Lee, 2010, p. 268). 

 

Gotsis and Kortezi (2010) conceptualized OP as the usage of unauthorized means to protect self-

interest which involves various influential activities. The stated scenario at the workplace causes 

various conflicts and an unjust environment, causing the organization to examine political 

activities at the workplace to avoid negative consequences. These unwanted outcomes include 

anxiety, stress, dissatisfaction, absenteeism and performance related issues; researchers have 

identified deception as the core factor in gauging political activity at the workplace (Lawong et al., 

2018). 
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2.4 Perception of Organizational Politics (POP) 

 

Organizational political phenomenon is analyzed based on two key perspectives namely perception 

of organizational politics and political behavior. Kacmar and Ferris (1991) stated that 

organizational politics is a tactic to gain personal benefits, advantages and protection of self-

interest at the cost of counterparts or even the organization. Another researcher revealed that 

employees view their workplace as politically charged, unfair and unjust (Ferris et al., 1989). 

Various definitions have been given so far for Perception of Organizational Politics as below: 

“The degree to which respondents view their work environment as political in nature, promoting 

the self-interests of others, and thereby unjust and unfair from the individuals’ point of view” 

(Kacmar & Carlson, 1997, p. 627). 

“Actions taken by employees who are perceived to be self-interested” (Mayes & Allen, 1977, p. 

672). 

“The degree to which the respondents view their work environment as political, and therefore 

unjust and unfair” (Vigoda‐Gadot, 2007, p. 661). 

“An individual’s attribution to behaviors of self-serving intent, and are defined as an individual’s 

subjective evaluation about the extent to which the work environment is characterized by co-

workers and supervisors who demonstrate such self-serving behavior”(Ferris, Harrell-Cook, & 

Dulebohn, 2000, p. 90) 
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Kacmar and Carlson (1997) defined POP as the degree to which respondents perceive their 

workplace environment as naturally political, filled with protection of self-interest as well as unjust 

and unfair. The importance of organizational politics for employees and organizations is 

enlightened through a poll conducted in the United States by Dianne Crampton on September 28, 

2012 entitled “Is How Americans Feel about Their Jobs Changing?” The purpose of the survey 

was to discover the perception of Americans about their jobs, culture, career priorities and 

prospects.  

 

 

Figure 2.1  

OB Poll: Importance of Organizational Politics 

Source: D. Crampton, “Is how Americans Feel about Their Jobs Changing?” (September 28, 2012), (adopted from 

Robbins, Organizational Behavior, 2015)    

 

Figure 2.1 demonstrates the importance of organizational politics at the workplace that focuses on 

the important factors for employees to get ahead at their job. Based on the findings of the survey, 
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interesting facts about ‘Getting ahead’ are revealed i.e. more than half of the respondents believed 

that political activities are necessary to get ahead for career growth in organizations. The OB poll 

depicted that creativity, initiative and hard work are important factors; however, politics has a 

significant role at the workplace to get ahead for career success and growth.     

 

2.5 Ferris’ (1989) Model of Perception of Organizational Politics 

 

Ferris et al. (1989) developed the theoretical model of POP which is a major breakthrough in the 

OP research field. The model includes three categories of influences namely Organizational 

Influences, Job/work Influences and Personal Influences. Ferris et al. (1989) labeled these 

influences as antecedents of POP and various outcomes of political phenomenon at the workplace. 

Literature on OP concentrated on individual employees and how they perceive political behavior 

at the workplace by investigating their interpretations and not the reality per se. The POP model 

has gained the attention of many researchers which shows its scale of impact as it becomes more 

apparent and remains classical in industrial and organizational literatures. The model has also 

inspired a number of scholars since its development to conduct various researches on work politics 

(Baloch et al., 2017; Cho & Yang, 2018; Drory, 1993; Drory & Vigoda-Gadot, 2010; Hochwarter 

& Thompson, 2012; Kacmar & Carlson, 1997; Kacmar & Ferris, 1991; Valle & Perrewe, 2000; 

Vigoda-Gadot & Drory, 2006; Vigoda-Gadot & Kapun, 2005; Vigoda‐Gadot & Talmud, 2010; 

Zhou & Ferris, 1995). Thus, it remains a predominant model that attracts scholars to change the 

view and contribute towards knowledge. 
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The model incorporated antecedents of POP and attitudinal outcomes with the role of moderators 

including control and understanding.  identified several antecedents of perception of organizational 

politics including formalization, centralization, hierarchical level and span on control under the 

category of organizational influences; autonomy, job control, feedback, promotion opportunities, 

and skill variety under the category of job/work environment, and age, gender, machiavellians and 

self-promoting under the category of personal influences. The model identified various outcomes 

which include job involvement, satisfaction, increased anxiety and turnover intention. The model 

also includes control and understanding as potential moderators. 

 

2.5.1 Organizational Influences 

 

Centralization, formalization, hierarchal level and span of control play a key role as organizational 

influential factors in shaping the political aspect. This is due to the high degree of uncertainty in 

decision making and ambiguity as the workplace creates negative political behaviors as suggested 

by Ferris et al. (1989) and (Fandt & Ferris, 1990).  

 

2.5.1.1 Formalization 

 

A prominent level of formalization includes formal rules and procedures at the workplace whereby 

an organization keeps a low level of perception of politics. A higher level of perception of politics 

is observed if the formalization is lower (Ferris et al., 1989). According to Mintzberg (1979), 

political activity in an organization has less influence in formalized organizations to achieve their 

goals. The presence of high formalization in the educational sector such as schools faced limited 
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the political activity as basic level, so that all decisions are taken by the upper management of the 

education sector (Ishak, 2016b). Rules and regulations as formalization in the organization are 

associated with POP as antecedent (Ferris et al., 2002; Munyon et al., 2015). The establishment of 

rules and regulations, job description, control mechanism, standards development and monitoring 

of employees are expressed through the formalization of organizations (Hage & Aiken, 1967).  

 

2.5.1.2 Hierarchical Level 

 

Hierarchical level of organization and organizational politics relationship play a key and critical 

role in perception of politics. Researchers have found that a higher level of organization would 

exhibit a higher level of politics (Ferris et al., 1989). On the other hand, researcher have identified 

that employees at lower levels in the organization perceives more politics due to their limited 

authority and lack of control over decision making and resources utilization (Mishra et al., 2016; 

Muhammad, 2007; Riaz, 2013). 

 

2.5.1.3 Centralization 

 

Distribution of power is referred to as centralization in the organization for the purpose of decision 

making. The distribution of power in an organization and decision-making authority also 

influences the perception of politics. A greater level of perception of politics is found when power 

distribution is centralized so it leads to the perception that power, control and decision making are 

concentrated at a higher level which further leads to a higher level of perception of politics (Ferris 

et al., 2002). Furthermore, Eisenhardt and Bourgeois (1988) identified that the perception of a 
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higher level of politicking is enhanced due to centralization, which predicts a direct positive 

relationship between centralization and politics perception (Elbanna, 2016; Mishra et al., 2016; 

Riaz, 2013; Vigoda, 2000a). 

  

2.5.1.4 Span of Control 

 

Finally, an increase in the number of subordinates reporting to one supervisor decreases the 

attention towards them, which leads to ambiguity and uncertainty at the workplace. Ambiguity and 

uncertainty instigate the perception of politics as researchers have predicted a positive relationship 

between perception of politics and span of control (Ferris et al., 2002). 

 

2.5.2 Job/Work Environment Influences 

 

The second category of influences on the perception of organizational politics is categorized as 

job/work environment influences which include five factors namely job autonomy, job variety, 

feedback, advancement opportunities, interaction with other coworkers and supervisors (Ferris et 

al., 1989).  

 

2.5.2.1 Job Autonomy 

 

Ambiguity and uncertainty can be eliminated at the workplace by creating job autonomy, job 

variety and feedback. Further, power is normally acquired by positions in organizations to perform 

various tasks that require autonomy. The phenomenon of powerlessness can be observed by 
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lessening the task variety and autonomy, which might lead to the increased perception of politics 

(Daft & Lewin, 1990). 

 

Ferris and Judge (1991) and Poon (2003) stated that job ambiguity at the workplace is a key 

organizational characteristic that influences the perception of politics. It is referred to as the degree 

to which equality is observed at the workplace. An unclear and ambiguous working environment 

with unclear roles and policies depict job ambiguity which instigate political phenomenon (Poon, 

2003). The absence of the stated roles and goals at the workplace give latitude to employees to 

protect their self-interest using political activities. Decision making in an ambiguous environment 

produces a strong sense of perception that decisions are taken politically for the protection of self 

or group interest (Elbanna, 2016; Poon, 2003; Riaz, 2013). On the other hand, a just and 

unambiguous environment is driven by clear goals and roles which in turn create certainty. 

Decision making in certain environment produces confidence and clarity of system whereby 

everyone knows what to expect from each other. Therefore, in a clear environment, there is less 

scope to get engaged in political activities and it is less likely to perceive the environment as 

political. Empirically, positive links have been found between ambiguity and perception of 

organizational politics (Ferris et al., 2017; Kacmar & Carlson, 1997; Riaz, 2013).  

 

2.5.2.2 Job Variety and Feedback 

 

Ferris and Kacmar (1992) stated that job variety and feedback contribute to reducing job ambiguity 

and uncertainty in the work environment. Furthermore, it was argued that powerlessness takes 

place due to lack of variety and low autonomy. Ferris et al. (2017) affirmed that job design 
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characteristics including variety and feedback have been conceptualized as antecedents of POP, as 

these factors are contributive towards reducing uncertainty and mitigating political perceptions. 

The lack of skill variety and feedback is also indicated to reduce the control over work and 

environment (Ferris & Kacmar, 1992). Low morale and anxiety may rise due to unavailability of 

performance feedback which is negatively related to POP (Vigoda-Gadot et al., 2003).   

 

2.5.2.3 Advancement Opportunities 

 

Limited opportunities for advancements or promotion can lead to the creation of a high level of 

perception of politics among the employees (Parker et al., 1995; Riaz, 2013). The political nature 

of such decisions will be seen as barriers to promotion. Prior researchers identified the link between 

organizational politics and opportunities for promotion and advancements in career (Ferris et al., 

2002). Higher number of promotion and development opportunities reduces the perception of 

politics at the workplace. Furthermore, rewards that are allocated on the basis of performance 

rather than favoritism or biasness can also help reduce political activity at the workplace. Negative 

relation has been explained by (Ferris & Kacmar, 1992; Kacmar et al., 1999; Valle & Perrewe, 

2000) between advancement opportunities and POP (Ferris et al., 2017). It was also found that a 

stronger relationship exists between development opportunities and POP as compared to 

advancement opportunities. 
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2.5.2.4 Interaction with Others (coworkers/supervisors) 

 

The fifth factor which entails “interaction with others” such as coworkers and supervisors has a 

positive relationship with perception of politics as defined by researchers. Behavior of coworkers 

and supervisors towards employees increase the perception of politics (Ferris et al., 2002). Lack 

of communication and unfairness among coworkers/supervisors causes anxiety and burnout at the 

workplace (Perrewé, Rosen, & Maslach, 2012) which is ultimately related to POP (Cropanzano et 

al., 1997; Lawong et al., 2018). Similarly, research scholars have also stated that interaction with 

supervisors and coworkers is influential to POP  (Treadway et al., 2005; Vigoda, 2000a). Other 

environmental influences such as job autonomy, variety, and feedback and advancement 

opportunities at the workplace were also found to be influential towards POP.  

 

2.5.3 Personal Influences 

 

The third category of influences to POP was introduced by  and includes age, gender, 

Machiavellianism and self-monitoring as widely accepted personal traits (Ferris et al., 2017; 

Mishra et al., 2016; Parker et al., 1995; Riaz, 2013; Vigoda, 2000b). 

 

2.5.3.1 Age and Gender   

 

Personal influences such as age, gender, Machiavellianism and self-monitoring have an influence 

on organizational perception of politics (Mishra et al., 2016; Riaz, 2013). Age and sex are 

considered to be demographic factors and Machiavellianism and self-monitoring are considered to 
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as personality characteristics (Ferris et al., 1989). Treadway et al. (2005) conducted a study to 

examine the influence of age on perception of politics and performance of an employee; the study 

showed and strongly supported the notion that an increase in perception of politics at the workplace 

is negatively related to the performance of older employees but does not affect the younger 

employees.  

  

2.5.3.2 Machiavellianism & Self-Monitoring  

 

Political work environment is instigated by personal traits such as Machiavellianism (Rosen et al. 

(2009). Valle and Perrewe (2000) provided links between personality trait and POPS. At the 

workplace, self-serving and protection of self-interest is perceived by utilizing unfair means and 

being unjust to others which are the symptoms of political environment (Kacmar et al., 1999). The 

study conducted by Ishak (2016c) examined two aspects of organizational politics, considering 

school principals as a leader and examining their political personality trait and behavior. Influence 

of political personality trait on political behavior was investigated too entailing the principals of 

schools in the public sector. Ferris et al. (2017) stated Machiavellianism as a ruthless personality 

trait to fulfill self-interest at the cost of everyone else. Employees with a high level of 

Machiavellianism were observed to be more participative towards POP  (O'connor & Morrison, 

2001; Valle & Perrewe, 2000).   

 

Riaz (2013) also examined Machiavellianism and found it to be influential in driving the 

perception of organizational politics among public sector employees. The strong positive 

relationship between Machiavellianism and POP have been depicted by previous researchers 
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(Baloch et al., 2017; Caprara & Silvester, 2018; Ferris et al., 2017; O'connor & Morrison, 2001; 

Poon, 2003; Valle & Perrewe, 2000). According to Ferris et al. (1989), women and older 

employees perceive organizational working environment as more political due to their own 

observations, as they had to operate at lower positions and due to political maneuvering. Similarly, 

employees with high levels of MACH and self-monitoring also view their work environment as 

more political as compared to their counterparts (Ishak, 2016c). 

 

2.6 Evolution and additions to the Model of Perception of Organizational Politics 

 

Organizational politics is a fact of life and has received extensive research attention since the 

development of the POP model by Ferris et al. (1989) which provided the basis for modern 

researchers. This section includes details of the studies conducted so far on political aspects in 

various countries as shown in table 2.1 below. 

 

 

 

 

 

 

 

 

 

 

 



47 
 

Table 2.1  

List of Previous studies on Perception of Organizational Politics 

S# Authors Population (N) Sample 

Size (n) 

Main Variables 

01 Ferris and Kacmar (1992) Public & private sect 264 POP, job satisfaction, job 

involvement, organization & 

personal influences 

02 Parker et al. (1995) Government sector 1641 POP, diverse organizations, job 

and personal influences 

03 Cropanzano et al. (1997) Public Western University 185 POP, antagonistic work behavior, 

job involvement, burnout, job 

satisfaction, work stress, physical 

and psychological withdrawal 

behavior   

04 Vigoda (2000b) Two local municipalities 303 POP, job satisfaction, 

organizational commitment, 

intention to exit, neglect, 

performance 

05 Vigoda (2000a) Public Sector of Israel  303 Job congruence, employee 

performance 

06 Vigoda (2001) Public sector (Israel and 

Britain) 

303 & 

149 

POP, exit, voice, neglect, job 

satisfaction, absenteeism and 

intention to leave 

07 Witt, Andrews, and 

Kacmar (2000) 

Public sector organization 1251 POP, participation in decision 

making, job satisfaction, positive 

and negative affectively 

08 Hochwarter, Witt, and 

Kacmar (2000) 

USA (ethnic minority too) 234 males 

& 579 

females 

POP, conscientiousness, job 

performance 

09 Valle and Perrewe (2000) Public sector 260 POP, political behavior, job/work 

environment, job satisfaction, job 

anxiety, turnover intention 

10 Andrews and Kacmar 

(2001) 

Water Management District 418 POP, Justice, Leader Member 

exchange, centralization, 

formalization, co-worker, role 

conflict and locus of control 
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11 Ammeter et al. (2002) Leaders in public sector 

organization 

--- Organizational politics, leadership 

style, social influences, reputation 

12 Vigoda (2002) Public sector employee 201 POP, distress, aggressive behavior, 

satisfaction, organizational 

commitment, job status 

13 Vigoda-Gadot et al. 

(2003) 

Local Got. Employees 

Israel 

169 & 

224 

POP, job autonomy, organizational 

commitment, job satisfaction, 

organizational image 

14 Poon (2003) Public Universities 

Malaysia 

208 POP, Scarcity of resources, trust, 

job satisfaction and turnover 

intention 

15 Vigoda-Gadot and Kapun 

(2005) 

Public & Private Sector 

employees 

700 POP, job satisfaction, burnout & 

stress, absenteeism, turnover 

intention, negligent behavior 

16 Poon (2006) SME-travel industry 106 POP, trust in supervisor, 

willingness to help co-workers,  

17 Vigoda‐Gadot (2007) Public security 

organization: Israel 

201 POP, leadership, organizational 

citizenship behavior, in-role 

performance 

18 Bodla and Danish (2009) Public & Private sector 

employee 

256 POP, job stress, job involvement, 

job satisfaction, organizational 

commitment, turnover intention 

19 Rosen et al. (2009) Semi-government sector 134 POP, frustration, job satisfaction, 

task performance, OCB, turnover 

intention 

20 Vigoda‐Gadot and 

Meisler (2010) 

Public Universities 142 POP, social capital, job 

performance 

21 Goodman et al. (2011) United States 100 POP, accountability, stress, 

affective disposition 

22 Treadway et al. (2005) Young employees 1234 POP, job performance, individual 

characteristics 

23 Liu, Liu, and Wu (2010) Chinese employees 283 Politics, need for Achievement, 

need for power, political skill, 

career growth 

24 Kacmar and Carlson 

(1997) 

Diverse sample 2758 Scale development 
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25 Daud et al. (2013) Govt officer Malaysia 130 POP, need for power, personal 

attribute 

26 Sowmya and 

Panchanatham (2012) 

Educational institute India -- Politics, negligent behavior, job 

anxiety, job burnout, absenteeism, 

turnover 

27 Munyon et al. (2015) Meta-analysis study -- Political skills, self-efficacy, job 

satisfaction, organizational 

citizenship behavior, career 

success, personal reputation, 

psychological strain 

28 Nasurdin et al. (2014) Production level employee 

in Malaysia 

279 Organizational politics, 

organizational justice, affective 

deviant behavior, stress 

29 Ogungbamila (2013) Nigerian Banks’ employees 248 POP, workplace incivility, self-

serving behavior 

30 Kacmar, Bachrach, 

Harris, and Zivnuska 

(2011) 

Govt. Employees United 

States 

288 POP, OCB, Ethical leadership, 

Gender 

31 Landells and Albrecht 

(2017) 

Employees of three 

organization 

-- Positive and Negative sides of 

Organizational politics 

32 Riaz (2013) Public sector of Pakistan 112 POP, participation in decision 

making, Machiavellianism 

33 Muhammad (2007) Financial service employee 

Kuwait 

206 POP, centralization, Formalization, 

Hierarchal level, Scarcity of 

resources, procedural justice, role 

ambiguity, trust climate 

34 Ishak (2016a) Malaysian school principal 

sample 

600 Political behavior, political 

personality, Machiavellianism, 

leadership, need for power 

35 Ishak (2016b) Managers in political 

organizations 

-- POP, political skill, personality 

trait, career success 

36 Kaya et al. (2016) Public & Private Sector 259 POP, intention to leave, 

organizational justice 

37 Ishak (2016c) Public secondary school 

Malaysia 

312 Need for power, Machiavellianism, 

reactive & proactive political 

behavior 
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38 Cho and Yang (2018) Taiwanese sample 88 & 116 POP, work mood, work motivation, 

control variables 

39 Ferris et al. (2017) -- -- POP, social influence, political 

skill, impression management 

40 Lawong et al. (2018) IT employees 187 & 

158 

POP, job satisfaction, job tension, 

emotional exhaustion, work effort, 

frustration, transcendence 

41 Zibenberg (2017) Academia Ukraine & Israel 122 & 

125 

OP, cultural values, corruption, 

organizational environment 

42 Elbanna (2016) Hotel industry Qatar, UAE 190 POP, Manager’s autonomy, 

strategic control, effectiveness of 

strategic planning, control 

variables 

43 Mishra et al. (2016) Central university India 

Professor  

45 Workforce diversity, role conflict, 

relationship conflict, need for 

power, job anxiety, turnover 

intention, organizational 

commitment 

44 Rawwas et al. (2018) Diverse employees of Asia 260 POP, job satisfaction, turnover 

intention, negligent behavior 

45 Hall, Franczak, Ma, 

Herrera, and Hochwarter 

(2017) 

Municipal employees and 

management 

143 & 

202 

POP, Work drive, job satisfaction, 

job tension, emotional exhaustion 

46 Kidron and Peretz (2018) Managers and employees 217 POP, political behavior, trust, 

affective commitment 

47 De Clercq and 

Belausteguigoitia (2017) 

Mexican based 

manufacturing organization 

109 POP, OCB, Transformational 

leadership, knowledge sharing, 

resilience 

48 Farooq et al. (2019) Public sector Universities 

Islamabad 

316 POP, professional commitment, 

knowledge hiding, employee 

creativity 

49 Sun and Xia (2018) Employees in Shanghai 

China 

66 POP, organizational identity, 

employee silence 

50 Jain and Ansari (2018) Manufacturing industry 

India 

388 POP, employee engagement, work 

engagement, personality trait 
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2.7 Positive and Negative Perspective of Organizational Politics 

  

Organizational politics is viewed as socially influential in ensuring the protection of self-interest, 

manipulation, power acquisition, trust and achievement of hidden agendas; on the other hand, 

political skills enable employees to harvest benefits (Cacciattolo, 2014; Gotsis & Kortezi, 2013). 

Researchers have highlighted the positive outcomes of organizational politics that influence career 

growth, increase of power, control over resources, achievement of personal goals, recognition, ego 

and success (Ishak, 2016b; Vigoda-Gadot & Kapun, 2005). Furthermore, the notion of positive 

perspective of organizational politics was validated that political skills contribute to productivity, 

effectiveness and organizational success (Eldor, 2017). Organizational politics may bring benefits 

for politically-skilled employees for career advancement, task accomplishment and promotion of 

ideas for recognition. The favorable consequences of organizational politics also involve 

reputation, career progression, effective communication, higher motivation and productivity 

(Ammeter et al., 2002; Hochwarter & Thompson, 2012; Landells & Albrecht, 2017). 

 

Meanwhile, the negative consequences of organizational politics include the instigation of a sense 

of deprivation, injustice, unfairness and inequality among employees which in turn cause stress 

(Abbas, Raja, Darr, & Bouckenooghe, 2014; Valle & Perrewe, 2000), psychological negative 

outcomes (Gull & Zaidi, 2012; Saleem, 2015), and negligent behavioral outcomes (Laeeque et al., 

2018; Rawwas et al., 2018). The harmful outcomes of organizational politics reduce the 

satisfaction level of employees by disengaging them at the workplace due to higher levels of stress 

and anxiety which thus increase their intention to leave the organization (Danish et al., 2014; 

Daskin & Tezer, 2012). Other negative consequences of organizational politics include lower 
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productivity, loss of focus, unmet organizational goals, conflict, tensions, division of workforce, 

uncertainty, higher turnover intention, low morale and unproductive work behavior (Landells & 

Albrecht, 2017).      

 

The current section highlights the antecedents and consequences of perception of organizational 

politics, followed by antecedents and consequences under discussion in the present study with 

paucity of research and new possible antecedents and under researched consequences relevant in 

the Higher Education Sector of Pakistan. 

 

2.8 Antecedents and Consequences of Perception of Organizational Politics (Historical 

Perspective)  

 

2.8.1 Antecedents of Perception of Organizational Politics 

 

Ferris et al. (1989) categorized three antecedents namely: (1) Organizational Influences, (2) 

Job/Environment Influences, (3) Personal Influences; each category has its own factors. Various 

other antecedents and consequences were added after the development of the POP model. This 

section discusses all the past antecedents introduced by researchers in table 2.2 below that 

highlighted the gap for the current study. 

 

 

 



53 
 

Table 2.2  

List of Antecedents of Perception of Organizational Politics 

Sr# Antecedents Predictors Researchers 

01 Organizational 

Influences 

Formalization, Centralization, 

Hierarchy 

(Buenger et al., 2007) 

02 Organizational Climate and 

Formalization 

(O'connor & Morrison, 2001) 

03 Scarcity of Resources and Trust 

Climate 

(Poon, 2003) 

04 Formalization, Centralization, 

Organizational Size and Unionization 

(Fedors et al., 1998) 

05 Formalization, Centralization, 

Hierarchal level 

(Muhammad, 2007) 

06 Involvement in Decision Making, 

Clarity of Roles and Responsibilities, 

Formal Communication 

(Parker et al., 1995) 

07 Workforce Diversity (Mishra et al., 2016) 

08 Job Ambiguity (Poon, 2003) 

09 Self-Efficacy (Daskin & Tezer, 2012) 

10 Participation in Decision Making (Riaz, 2013) 

11 Favoritism (Daskin & Tezer, 2012) 

12 Strategic Control, Manager’s 

Autonomy 

(Elbanna, 2016) 

01 Job / 

Environment 

Influences 

Distributive & Procedural Justice (Rosen et al., 2009) 

02 Influence advancements, Participation, 

Relationships 

(Buenger et al., 2007) 
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03 Scarcity of Resources, Role 

Ambiguity, Trust Climate 

(Muhammad, 2007) 

04 Feedback, Job Autonomy & 

Opportunity for promotion 

(Ferris & Kacmar, 1992) 

05 Ambiguous and Uncertain work 

environment 

(Parker et al., 1995) 

06 Work locus of control (O'connor & Morrison, 2001) 

07 Positive/Negative Affectively (Buenger et al., 2007) 

08 Organizational support, Favoritism (Daskin & Tezer, 2012) 

09 Role Ambiguity, Role Conflict (Riaz, 2013) 

10 Relationship Conflict, Need for Power (Mishra et al., 2016) 

11 Strategic Control (Elbanna, 2016) 

12 Pay and Promotion (Ahmed, 2018) 

01 Personal 

Influences 

Skill Variety (Ferris & Kacmar, 1992) 

02 Gender, Age and Race (Buenger et al., 2007) 

03 Machiavellianism (Buenger et al., 2007; Ishak, 2016a; 

O'connor & Morrison, 2001; Riaz, 2013) 

04 Trust (Poon, 2003) 

05 Role Conflict (Mishra et al., 2016) 

 

Table 2.2 lists the various antecedents introduced by researchers since the development of the POP 

model.  

 

Chang et al. (2009) stated that researchers believe that the predictors of perception of politics 

explain the attitude and behaviors of employees at the workplace. These consequences include 

decreased job satisfaction (Buenger et al., 2007; Gull & Zaidi, 2012; Muhammad, 2007; Poon, 

2003, 2006; Riaz, 2013; Vigoda‐Gadot & Talmud, 2010), organizational commitment (Miller et 



55 
 

al., 2008; Vigoda, 2002), job performance (Buenger et al., 2007; Poon, 2006; Rawwas et al., 2018; 

Vigoda‐Gadot, 2007), turnover intention (Ahmed, 2018; Daskin, 2013; Daud et al., 2013; Harris 

et al., 2009; Poon, 2003; Riaz, 2013; Vigoda-Gadot & Kapun, 2005), deviant behavior (Nasurdin 

et al., 2014), psychological strain (Daud et al., 2013), and low productivity (Saleem, 2015). 

 

2.8.2 Consequences of Perception of Organizational Politics  

 

This section discusses the historical perspective of consequences of organizational politics at the 

workplace. It is stated earlier that researchers have conducted extensive research on POP and 

introduced various antecedents; following the same line of research, the negative and positive 

consequences of organizational politics were also examined by researchers in previous decades. 

Table 2.3 lists the consequences identified and examined by empirical studies. 
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Table 2.3  

List of Consequences of Perception of Organizational Politics 

Sr# Consequences Researchers 

01 Job Satisfaction (Bodla & Danish, 2009; Buenger et al., 2007; Daud et al., 2013; Gull & Zaidi, 

2012; Miller et al., 2008; Poon, 2003; Schneider, 2016) 

02 Job Frustration Harris et al. (2009) 

03 Turnover Intention (Ahmed, 2018; Bodla & Danish, 2009; Daskin, 2013; Harris et al., 2009; Miller 

et al., 2008; Mishra et al., 2016; Riaz, 2013; Vigoda-Gadot & Kapun, 2005) 

04 Organizational 

Commitment 

(Miller et al., 2008; Vigoda, 2002, p. hm) 

05 Job Anxiety (Kacmar et al., 1999; Muhammad, 2007; Parker et al., 1995) 

06 Organizational 

Cynicism 

Buenger et al. (2007) 

07 Job Stress (Abbas et al., 2014; Bodla & Danish, 2009; Buenger et al., 2007; Danish et al., 

2014; Miller et al., 2008; Poon, 2003; Schneider, 2016) 

08 Job Involvement Bodla and Danish (2009) 

09 Job Performance (Buenger et al., 2007; Muhammad, 2007; Poon, 2006; Rawwas et al., 2018) 

10 Perceived Innovation (Abbas & Raja, 2014; Parker et al., 1995) 

11 Negligent Behavior (Poon, 2006; Rawwas et al., 2018; Saleem, 2015; Schneider, 2016; Sowmya & 

Panchanatham, 2012; Vigoda, 2000a) 

 

 

Table 2.3 contains various negative outcomes examined empirically in various cultures and of 

which stated inconsistent results. Previously, Bodla and Danish (2009) conducted a study in the 

context of Pakistan to examine the perception of organizational politics with outcomes including 

organizational commitment, job satisfaction, stress, turnover intention, job involvement and 
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psychological outcomes. Therefore, the political environment of organizations increases distrust 

among employees and towards other counter work attitudes.  

 

Moreover, POP has direct, moderated and mediated effects on stress, job anxiety, tension, 

helplessness, victimization, burnout, depression, and diminished control (Chang et al., 2009; Ferris 

et al., 2002; Miller et al., 2008; Vigoda, 2002). Organizational politics is expressed as 

environmental stressor that causes psychological strain among employees and instigate the 

perception of politics (Ferris et al., 1989). Ahmad, Hashmi, and Akhtar (2016) claimed that 

organizational politics is positively associated with stress, anger and frustration. The previous 

section highlighted the antecedents and consequences of POP that influence organizational affair 

at the workplace. Previously, studies have stressed upon eradicating the negative consequences of 

perception of organizational politics by introducing moderation effect of various factors (Byrne et 

al., 2005; Eldor, 2017; Rawwas et al., 2018).  

 

2.9 Higher Education Sector of Pakistan (Public Sector Universities) 

 

This study focuses on the higher education sector in Pakistan (Public Sector Universities) as 

Pakistan is the 5th largest populated country with 67% young workforce below the age of 30. 

Literacy rate in Pakistan dropped in 2017-2018 according to the Pakistan Economic Survey. 

Pakistan’s literacy rate was 60% in 2016-2017, but decreased by 2% and dropped to 58% in 2017-

2018. According to the reports published in News (2018), there is a need to focus on educational 

reforms in the higher education sector for contribution towards human development opportunities 

while addressing the challenges in providing education. Government spending on the education 
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sector in Pakistan is the lowest in the South Asian region according to the World Bank (2016) 

report and the study of Ali et al. (2017). According to the report by UNESCO (2015), Bhutan 

spends 4.9% of its GDP on the education sector, while Iran spends 4.7%, and India 3.2%. Pakistan 

spends less than 2% of its GDP on the education sector. The country also failed to keep up with 

its promise to allocate 4% of its spending on education in fiscal year 2017. 

 

Roof (2015) conducted a study to examine the higher educational sector of Pakistan and stated that 

teachers (faculty) at tertiary level education seems to be one of the major causes of poor 

performance and low literacy rate. Researchers have stated that lower organizational commitment, 

poor performance, decreased job satisfaction, lack of abilities and unproductive behavior causes 

poor performance of teachers in the higher educational sector (Akram et al., 2017). Similar 

findings were shared by Eslamieh and Mohammad Davoudi (2016) that dissatisfaction, 

insufficient abilities of faculty and lower organizational commitment impede performance. It is 

highly recommended by researchers to address human capital development to ensure better 

performance (Akram et al., 2017). The higher education sector in Pakistan is observed to be 

politicized during the last decade, There was a decrease in funding which creates shortage of 

resources, appointments that are politicized, merits that are neglected, nepotism and corruption 

which demoralize the faculty and cause detrimental outcomes (Khosa, 2018). 

 

Public organizations generally are perceived as transparent, dedicated, efficient, lawful, obedient, 

responsive and socially just in contrary to the private sector adopt sustainability, effectiveness, 

innovativeness, profitability and self-fulfillment. The public sector is perceived as more effective 

and advantageous as compared to the private sector. The public sector is supposed to be more 

formalized and effective towards all other practices in terms of standardization approaches. 
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Furthermore, the public sector values its employees more as compared to the private sector. On 

the other hand, the public sector receives much criticism related to its productivity, performance 

and accountability of public sector (Mihaiu, Opreana, & Cristescu, 2010). 

 

Studies have been conducted on the banking sector and health sector of Pakistan, but there is a 

lack of studies con the country’s higher educational sector both public and private. Measurement 

scale can also be varying for further research on educational sector to examine the effect of 

organizational politics and its impact on performance. Ahmad et al. (2016) suggested that the effect 

of organizational politics can be examined by adding more variables such as education level, 

position or any other variables that are useful in explaining the relationship between organizational 

politics and performance. It was also suggested to add variables to access turnover rate, 

absenteeism and job satisfaction. The mediation or moderation role of different variables can also 

be examined in assessing the relation between perception of politics and negative behavioral 

outcomes (Gull & Zaidi, 2012). 

 

Abbas and Raja (2014) conducted a study and found organizational politics in higher educational 

sector of Pakistan and its detrimental effects on innovative capabilities of Universities. The studies 

have identified with mixed findings while examining the relation of OP between innovative 

performances. Researchers have not paid attention to examining the impact of POP at higher 

educational institutes and instead had focused on the health sector (Gull & Zaidi, 2012), banking 

sector (Rashid et al., 2013) and telecom sector (Rathore et al., 2017). Danish et al. (2014) stated 

that the results of studies conducted on the educational sector in Pakistan cannot be generalized 
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due to their insufficient sample size. Thus, it is recommended to conduct a study on a larger sample 

in examining the effects of OP and its detrimental effects.  

 

Ahmad et al. (2016) stated that if employees perceive political activity in organization to meet 

their objective, goals or benefits by using unfair or illegitimate act, this perception of politics will 

affect their performance; hence, a negative trend was found in the relationship between 

organizational politics and performance. Several other researchers (Rahman, Hussain, & Haque, 

2011; Samad, 2011; Vigoda-Gadot & Drory, 2006) have stated the same results that organizational 

politics has a negative effect on employee performance. The study conducted by Ahmad et al. 

(2016) reported the organizational politics negatively affect the performance of employees 

although the banking sector observes strict operational policies towards working environment and 

workforce.  

 

The Higher Education Commission (HEC) regulates policies and facilitates developmental 

measures for higher education in Pakistan. Research and development enhancement, upgrading of 

universities for achieving excellence and facilities for adopting international education standards 

are the objectives of the HEC in Pakistan. Further, it focuses on enrollment, HR development and 

improvement in quality standards of higher education institutions to achieve higher quality 

standards for gain position among top universities (HEC, 2018). Khan and Hussain (2016) 

conducted study on higher education sector of Pakistan with small sample size of one university 

faculty members consist of 110 employees to analysis POP at the workplace. Researcher stated 

that politics does exist at higher education sector of Pakistan as study found that employees at 
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higher education institutes involved in some kind of political behavior for protecting self-interest. 

It is also found that employees are associated with power group at workplace for survival of their 

job or otherwise need to leave organization as victim of power group at workplace. Furthermore, 

the study identified that OP and political affiliation at higher education institutes play a vital role 

in acquiring top positions and promotions through political group affiliations.  

 

Haroon, Hussain, and Nawaz (2017) conducted a study examining the effect POP on performance 

of employees at a private organization in Lahore and found a negative relationship between POP 

and employee performance. The process of organizations also faces negative impacts due to POP 

at the workplace which affect justice and the well-being of employees. The study reported that the 

increase in POP leads to the creation of an ambiguous environment and such kind of situation 

causes stress and decreases employee performance (Haroon et al., 2017). The study examined the 

relationship and impact of POP on attitudinal outcomes of employees. Job satisfaction, 

involvement and organizational commitment among teachers of universities in Pakistan have been 

examined and found that POP negatively impact satisfaction, involvement and commitment of an 

employee. Furthermore, POP results in inverse relation with involvement of employees at 

workplace as they perceive work environment as political, they less involve with their profession 

which results in decreased performance. The study concluded that perception of politics among 

university teachers impact performance, satisfaction and commitment which is in line with the 

findings of previous studies (ud din Khan, Zhiqiang, Sarpong, & Naz, 2017). 
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Javed, Gulzar, and Hussain (2015) conducted a study to examine the effect of OP on work 

engagement in the banking sector and found significant negative relation among frontline 

employees. Further studies found that negative impacts of OP affect performance, attitude and 

loyalty of employees and increase their turnover intention. Gull and Zaidi (2012) found POP as 

detrimental towards the working environment, satisfaction of employees, and decrease job 

performance in the health sector in Pakistan. Rizwan et al. (2017) examined various factors of 

turnover intention among teachers of private sector in Lahore at tertiary level education institutes.  

 

The study reported that POP influence turnover intention among employees at private education 

sector, whereas stress, role ambiguity and satisfaction also predictors of turnover intention. Yusoff 

and Khan (2013) conducted a study on educational sector of Pakistan to examine the burnout and 

stress due to organizational politics. The study reported that unfair and unjust political working 

environment causes stress, burnout and devastate developmental aspect of organizations. Several 

researchers had highlighted the various factors as antecedents of POP, and POP is also treated as 

workplace stressor in literature (Elbanna, 2016; Ferris & Treadway, 2012; Riaz, 2013). Lack of 

formalized faculty regulations, management style and improper administrative support also causes 

POP at workplace and stress. Favoritism also negatively affects the well-being of employees and 

diminish their performance level (Yusoff & Khan, 2013). Favoritism is also referred to as a 

predictor of POP and turnover intention among employees at the workplace (Daskin, 2013).      
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2.10 Theoretical Foundation of the Study 

2.10.1 Social Exchange Theory 

 

Organizational workplace behaviors are well explained by Social Exchange theory (SET) and 

widely accepted as most influential and conceptual paradigm in behavioral studies. SET supports 

diverse phenomenon such as social power (Molm, Peterson, & Takahashi, 1999), relationship 

networks (Brass, Galaskiewicz, Greve, & Tsai, 2004), organizational justice (Konovsky, 2000), 

leadership (Liden, Sparrowe, & Wayne, 1997) and psychological contracts (Rousseau, 1995). The 

theory posits reciprocity relationship among entities based on trust and commitment to each other 

to get favorable positive gains. Burns (1973) and McDonald (1981) explained cognitive factors as 

expectations among individuals and how exchange relationship should be structured while 

formation of relation and experience as explained by SET. Theoretically, exchange relationships 

among individuals involve negotiation related to resource distribution; rewards and cost between 

participants that results in attraction or dependence experience on each other in relationship. Goal 

oriented, negotiated, constantly evaluated relations and experiences of individuals encourage them 

to get involved in exchange relationships as posited by SET (Blau, 1986; Coyle-Shapiro & 

Conway, 2004; Shore et al., 2003). Furthermore, individuals often act in the same manners as they 

receive, simply good with the good and bad with the bad which refer to reciprocity (Gouldner, 

1960; Levinson, 1965).  

 

SET explains social exchange behavior which includes material exchanges (information, 

remuneration, etc.), and non-material exchanges (praise, sense of accomplishment, information 
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etc.). In the same line of thought, the framework of the current study is supported by the notion of 

social exchange relationship as scarcity of resources results in internal perception of politics to 

gain control over resources (Muhammad, 2007; Poon, 2003). Researchers have showed negative 

outcomes of prevalent organizational political phenomenon such as absenteeism (Ferris et al., 

2002), turnover intention, dissatisfaction and anxiety (Ferris et al., 2007; Muhammad, 2007), and 

further detrimental effects including psychological problems, behavioral issues and productivity 

issues at workplace. The political perception of employees create a sense of insecurity and unfair 

environment that instigate the negative emotions that affect the exchange relationship among the 

participants as posited by SET (Sun & Xia, 2018). Similarly, association and belongingness at the 

workplace enable the exchange of benefits to unsanctioned gains that create political perception 

as manipulation of facts which leads to negative emotions and unproductive behavior (Vardi & 

Weitz, 2003). The influence of Machiavellianism on perception of politics can be explained 

through social exchange theory that personal hidden agendas to protect self-interest and antisocial 

behavior creates instability at workplace among employees and causes negative emotions such as 

counterproductive work behavior among employees (Sun & Xia, 2018). 

 

2.10.2 The Just World Theory 

 

The just world theory or Just World Hypothesis explains definite and predictable consequences of 

any action. It describes perceptual phenomenon which posits that predictable and appropriated 

results are produced for every action of an individual. Therefore, it is calculated that every action, 

behavior and attitude will lead to specific result as each consequence depends on certain action. It 



65 
 

is believed that the world will make justice to every action and behavior to expected consequences. 

Specific goal driven behavior is required to meet plans and objectives of individuals (Hafer, Bègue, 

Choma, & Dempsey, 2005).  

 

Islamic values believe in Just world hypothesis and perceive work environment as fair. Yousef 

(2001) stated that Islamic values forbids employees to get engaged in negative activities. 

Researchers have found a positive relationship between IWE and satisfaction of employees 

(Rawwas et al., 2018). But in the case of lobbying, favoritism and ambiguous work structure the 

world is not just. IWE hence moderates the inequality at the workplace. It is widely known that 

political activities take place at the workplace to gain control over resources such as promotion 

opportunities, benefits and information access (Ahmed, 2018; Poon, 2003). Moreover, 

interpersonal relations and belongingness to a specific group at workplace also relates to favoritism 

to gain unsanctioned benefits (Jena & Pradhan, 2018). The employees perceive this situation as 

unfair and unjust thus instigating deviant behavior (Nasurdin et al., 2014), lack of commitment 

(Fedor et al., 2008), and turnover intention (Daud et al., 2013). 
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2.11 Antecedents of Perception of Organizational Politics (Current Study) 

 

2.11.1 Scarcity of Resources & Perception of Organizational Politics 

 

Limited organizational resources and challenging situation at workplace are seems to be major 

instigators of organizational politics (Kacmar et al., 1999). Further, politics is described in negative 

and positive types of perceptions, as negative type of perception about politics damage the repute 

of organization, instigate employee turnover, productivity decline and causes unfavorable 

situations at workplace. More political activity takes place if organizational situation characterized 

by lack of resource (Bhatnagar, 2007). Organizational resources are identified as pay raises, 

advancement opportunities and physical resources; limited resources that are valued by employees 

attract them to acquire and create the competitive environment. Generally, competitive 

environment for scarce resources results into occurrence of political activity and employees 

perceive workplace environment as political (Poon, 2003). Researchers have stated that 

opportunities for promotion (Ferris & Kacmar, 1992) and career growth chances (Parker et al., 

1995) are negatively associated with POP. 

 

Karadal and Arasli (2009) conducted a study on hotels in Northern Cyprus to examine the impact 

of politics on behavioral and psychological consequences. The study stated that scarce resources 

predict political phenomenon because lack of resources encourages employees to compete to gain 

scarce resources that causes political dynamics in organizations. The study also found a negative 

relationship between scarcity of resources and performance of employees, further lower 
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employees’ satisfaction and performance is already stated as consequences of political activity 

(Bodla & Danish, 2009; Buenger et al., 2007; Daud et al., 2013; Gull & Zaidi, 2012; Miller et al., 

2008; Muhammad, 2007; Poon, 2003; Rawwas et al., 2018; Schneider, 2016). Karadal and Arasli 

(2009) revealed an insignificant relationship between decreased performance and satisfaction due 

to political activities at the workplace. Literature of organizational behavior highlighted various 

antecedents and consequences of POP; scarcity of resources is identified as an antecedent of 

political activities at the workplace. The study of Karadal and Arasli (2009) shed light on the 

impact of trust climate and scarce resources to organizational commitment, job satisfaction, job 

performance and superior politics. The labor market of North Cyprus was revealed to depend on 

limited resources and higher unemployment rate (Katircioglu, Arasli, & Ekiz, 2007). This also 

strengthens the phenomenon of competitive work environment due to limited opportunities related 

to incentives such as pay increases, benefits, pension funds, promotion and career opportunities 

which causes political activities at workplace. 

 

Ahmed (2018) stated that OP is evident at education sector specifically in private sector that causes 

increased turnover intention among employees of private educational sector (colleges). The study 

highlighted the impact of favoritism, pay and promotion, and scarcity of resources on POP which 

further leads to turnover intention of employees. OP in education sector is stated as important and 

burning issue today as it has detrimental outcomes such as turnover intention and poor 

performance. Lack of resources creates intense competition and stress relation among employees 

to gain control over scarce resources which instigate political games (Khan & Hussain, 2016). 

Organizational politics at the workplace are driven by various reasons including scarcity of 

resource which compels managers to play politics so as to control and acquire limited resources. 
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Uncertain and ambiguous environment causes political activity at the workplace as reported by 

researchers (Elbanna, 2016; Gotsis & Kortezi, 2010; Muhammad, 2007; Poon, 2003; Riaz, 2013). 

 

Daskin and Tezer (2012) conducted the study on turnover intention due to perception of 

organizational politics of employees in Cypriot hotels and reveled that limited resources & 

favoritism at workplace create POP significantly among employees to gain control over resources 

while giving favoritism to specific people. The study stated that favoritism at workplace damages 

the justice among employees which causes distrustful environment and negatively affect the 

performance of employees. Unfair practices at the workplace including favoritism and unjust 

environment reflects political activity in organization which creates negative outcomes such as 

psychological strain (Bozeman, Perrewe, Kacmar, Hochwarter, & Brymer, 1996; Byrne et al., 

2005). These practices causes political activity at workplace, scarcity of resources including 

limited opportunity for development, poor training and unfair reward system prevail in politically 

charged organizations which escalate employees to act politically and to get engage in OP (Daskin 

& Tezer, 2012). Table 2.4 entails the list of studies on the role of scarcity of resources at the 

workplace that instigate various consequences.  
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Table 2.4  

Summary of studies conducted on Scarcity of Resources      

S# Source Country Status Measurement 
1 Karadal and Arasli (2009) Northern Cyprus  

4-5 star hotels 

Accepted sig (+) LISERL 

Used 3 items of SOR 

by Poon 2003 

2 Ahmed (2018) Private colleges 

(Multan, Pakistan) 

Accepted sig (+) SPSS 

Used 3 items based on 

Poon 2003 

3 Daskin and Tezer (2012) Cyprus, font line 

hotel employees 

Accepted sig (+) SPSS 

Used 1 item scale of 

Poon 2003 

4 Muhammad (2007) Kuwait (Arab 

employees) 

Accepted sig (+) Regression 

Used 1 item scale of 

Poon 2003 

5 Poon (2003) Malaysia Accepted sig (+) Developed scale 

 

 

The results from previous studies illustrated that scarcity of resources influences the behavior of 

employees at the workplace in different sectors. The majority of the studies explained the 

phenomenon such as turnover intention (Ahmed, 2018; Daskin & Tezer, 2012), superior politics 

(Karadal & Arasli, 2009), performance related outcomes (Maghsoudi, Zailani, Ramayah, & 

Pazirandeh, 2018), political perception (Muhammad, 2007), favoritism, pay rise and promotion 

(Khan & Hussain, 2016) and organizational support (Daskin & Tezer, 2012) in the context of 

political environment. Previously, studies highlighted the negative impact of lack of resources at 

workplace on job-related outcomes such as unfair practices, favoritism, unjust environment, 

unclear reward and promotion facilities, job satisfaction and organizational commitment (Karadal 

& Arasli, 2009). However, the previous literatures had overlooked the role of resources allocation 

at the workplace that compels employees to establish an association with groups to actively 

participate in politics and instigate the perception of organizational politics among employees to 

acquire the limited resources. The perception of organizational politics influenced by various 

factors, the current study incorporated scarcity of resources as an important factor that causes the 
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political perceptual phenomenon and leads towards the devastating employees’ behavior. The 

current research is an attempt to address the literature gap of explaining the relationship between 

scarcity of resources and perception of organizational politics that further behavioral negative 

unwanted consequences. 

 

The construct of scarcity of resources is referred to as limited resources in the organization due to 

lack of governmental support and shortage of funds in the sector. The current study identified that 

the higher education sector has continuously faced the issue of lack of resources due to less 

governmental financial support. The previous literature defined scarcity of resources as the 

shortage of financial and physical resources such as opportunities for promotion, absence of 

incentives and inappropriate division of physical resources. Lack of development opportunities 

and promotion chances influence employees’ perception that promotion opportunities are not equal 

due to their lack of political affiliation. Limited resources at the workplace also influences the 

decision making of the management in order to ensure equal distribution among employees which 

further creates an ambiguous and uncertain working environment (Ahmed, 2018). Monetary 

incentives, promotions and advancement opportunities are referred as resources and political 

activities take place if employees perceive the environment to be competitive and manipulative for 

acquiring scarce resources.  

 

Therefore, there is dearth of studies on determining the influence of ‘Scarcity of Resources’ on 

employees’ perception of organizational politics in public sector higher education sector of 

Pakistan. Researcher haven’t come across a single study on ‘scarcity of resources’, ‘workplace 
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belongingness’ and ‘Machiavellianism’ to predict perception of organizational politics that further 

prompt negative behavioral outcomes. It is already stated in first chapter that higher education 

sector of Pakistan facing the issue of ‘Scarce Resources’ due to declined funding from government. 

Thus, after careful analysis of previous studies researcher has decided to empirically test ‘Scarcity 

of Resources’ under the category of ‘Organizational Influences’ as antecedent of POP, which 

further influence negative emotional behavioral outcomes such as counterproductive work 

behavior in the higher education sector in Pakistan. Therefore, the following hypothesis is 

developed: 

 

H1: Scarcity of Resources significantly influences the Perception of Organizational Politics 

among academic employees in the public higher education sector of Pakistan. 

 

2.11.2 General Belongingness and Workplace Belongingness 

 

Social creature human being has a fundamental requirement of association and belonging to a 

social group to form a human society which can only be fulfilled through affiliation and acceptance 

of each other (Gardner, Pickett, & Brewer, 2000). Need for affiliation to a group in society remains 

one of most effective source of motivation (Maslow, 1954). Baumeister and Leary (1995) stated 

‘need to belong’ as “Strong Desire to Form and Maintain Enduring Interpersonal Attachments”. 

Literature suggested several definitions of belongingness, but generally, belongingness can be 

described as perceptual assessment of individuals of relation value in society. Hagerty, Lynch-

Sauer, Patusky, Bouwsema, and Collier (1992) defined sense of belongingness as “an experience 
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of personal involvement in a system or environment, making people feel to be an integral part of 

that system or environment”. Researchers have stated the significant impact of sense of belonging 

on problem solving abilities of employees. Literature has shown number of effects of ‘need to 

belong’ on cognitive and social behavior of human being (employees). 

 

Baumeister and Leary (1995) stated that belongingness is basic necessity of human life that has 

several strong effects on cognitive and emotional patterns of an individual. The need to establish 

relations and to sustain interpersonal relations in society and workplace universally exists because 

human beings are naturally attracted towards establishing relationships. First, people (employees) 

categorize others according to their priority of relationships requirement and it supports further in 

sustaining these relations (Baumeister & Leary, 1995). Secondly, relational concerns affect detail 

of information about social links. Expected relationship benefits may not provide by targeted social 

link, but could be beneficial with little contact (Gardner et al., 2000). Finally, biasness of 

individuals may negate strangers as compare to those we feel we belong to or associated with. 

Literature has shown that individuals favor relations who are close or in same group. In a nutshell, 

belongingness also shapes cognitive activity; however, to extent it increase or decrease situation 

of ‘need to belong’ has not empirically well explored. Baumeister and Leary (1995) stated in theory 

that individual’s belongingness need fulfillment strongly affect by social relations. 

 

Verhagen, Lodder, and Baumeister (2018) conducted a study on belongingness and well-being, 

previous research reported that desire for social affiliations and unmet belongingness need 

considered as source of problems. The study found that adolescents’ satisfied needs of 

belongingness don’t affect their well-being, but belongingness needs and low relationship 
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satisfaction found to be associated with loneliness and lower self-esteem and affect well-being of 

an individuals. Later, researchers conceptualized and differentiated ‘workplace belongingness’ to 

‘general belongingness’ (Cockshaw, Shochet, & Obst, 2012; Jena & Pradhan, 2018). Previous 

researchers examined general belongingness which determines general affiliations only, general 

belongingness is different and not applicable to examine specific workplace affiliations. Jena and 

Pradhan (2018) claimed that all previous studies treated ‘general belongingness’ and ignored the 

important and significance of context specific belongingness. The lack of contextual specific 

construct has long been missing and the study by Jena and Pradhan (2018) had introduced and 

operationalized the construct of ‘workplace belongingness’ for the first time. Further, the study 

developed and validated measure of ‘workplace belongingness’ that captures the individual’s sense 

of belongingness in organizational context.  

 

Recently, researchers claimed that ‘general belongingness scale’ was not appropriate for 

examining workplace relations or context specific relatedness. Cockshaw et al. (2012) empirically 

tested and psychometrical distinction of ‘general belongingness’ from ‘workplace belongingness’ 

was formed. Later researchers validated this difference of ‘general belongingness’ and specific 

relatedness. Another limitation was related to measure of belongingness and it was needed to 

develop scale for workplace related measurement scale. The study also demonstrates that 

significant part of life is consumed by workplace as it plays vital role in our daily life, on mood 

and impression. Therefore, it is necessary and the desire of most individuals to have significant 

and strong work relationships and belonging to a workgroup which suits us to meet our objectives 

(Jena & Pradhan, 2018). ‘Workplace belongingness’ has been associated with job attitudes, as it 

is differentiated in nature so it should be differentiated in interpretation.   
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Researcher in the current study focused on three important belongingness scales previously used 

frequently by various researchers in diverse social settings. The careful analysis and discussion are 

presented here. 

1. Sense of Belongingness Instrument-Psychological (SOBI-P) developed by Hagerty et al. 

(1992) 

2. General Belongingness Scale (GBS) developed by Malone, Pillow, and Osman (2012) 

3. Need to Belong Scale (NTB) developed by Leary, Kelly, Cottrell, and Schreindorfer (2013) 

 

However, there are empirical evidences which show ‘general belongingness’ to be distinct than 

‘belongingness at workplace’. Cockshaw, Shochet, and Obst (2014) reported the difference and 

investigated the influence of ‘workplace belongingness’ and ‘general belongingness’ to spot the 

difference. It was found and stated that ‘workplace belongingness’ and ‘general belongingness’ as 

two different and distinct constructs and suggested scholars to investigate workplace affiliation 

and belongingness by using scale developed in his study. 

 

2.11.2.1 Workplace Belongingness and Perception of Organizational Politics 

 

Carnevale, Huang, and Harms (2018) conducted study to examine and empirically tested harmful 

effects of leader narcissism in belongingness perspective. The narcissist behavior of the leader or 

team leader at the workplace damages the citizenship behavior of an employee and harmful effect 

such as antagonistic behavior. The study found that self-esteem and organizational behavior of 

employees are being threatened by the narcissism of leaders at the workplace. It also revealed 

negative relation between employee organizational behaviors and leader narcissist behavior under 
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conditions where leader fails to consult and establish relation with employees. However, the 

relation and effect become non-significant in the presence of higher consultation of leaders. The 

belongingness theory by Baumeister and Leary (1995) proposed a ‘sense of belonging’ of 

employees at workplace as psychological mechanism to underlay behavioral reaction to narcissist 

leader. The theory of belongingness posits that it is need of an individual to be accepted and valued 

by others in society. Narcissist behavior rejects the “mutual status, care & respect of others in 

relationship” (Carnevale et al., 2018).  

 

Previous discussion demonstrates that negative behavior of leaders is a threat for employees’ 

belongingness at the workplace, which further leads to negative outcomes like lack of 

organizational citizenship behavior. Eldor (2017) found that engaged employee perform better in 

organization, the study examined perception of organizational politics and employee engagement. 

The study demonstrated that engaged employees more likely to share information and adaptive 

towards their workplace and colleagues; further findings posit that presence of OP at workplace 

encourage employees to share information and affiliation with colleagues and workplace to be 

more performance oriented. Therefore, the current study considers ‘workplace belongingness’ 

encourages employee engagement which further leads to better performance in the presence of 

POP.  

 

Yang and Treadway (2018) expressed social network analysis at workplace to examine and explore 

behaviors of employees under ostracizing circumstances. Ostracize refers as the extent to which 

an employee or individual is being ignored at workplace by others and found that ostracism occurs 

in human life usually and has powerful and distinct impact on individuals (Williams, 2001). The 
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situation of being ostracized at workplace means being neglected by colleagues and it further leads 

to negative behavioral outcomes (Yang & Treadway, 2018). The study found interesting results 

employees with a higher level of ‘need to belong’ captures ostracized behavior of colleagues and 

lack of political skill causes them to engage in negative emotions as their reaction at the workplace. 

 

‘Need to belong’ serves as a powerful motivation for goal-oriented behaviors, previous studies 

already suggested and found that if ‘need to belong’ of any employees is threatened, it might lead 

these employees to perform better to reveal importance and worth to the group to get engage in 

the group (Yang & Treadway, 2018). The study examined the moderating role of ‘need to belong’ 

between employee’s ostracism behavior and perceived workplace ostracism with political skill as 

moderator to explain counterproductive work behavior. On the other hand, the employees pay less 

attention on social environment of organization with low need to belong and ignore any political 

activity at workplace. Negative behavioral outcomes include negligent behavior at workplace also 

influenced by political activity, and counterproductive work behavior refers to intentionally harm 

organization and its stakeholders (Spector & Fox, 2005). The employees strive to retain personal 

resources at workplace as supported by conservation of resource theory (COR) argued resources 

as personal close attachment towards a group to obtain social support and benefits (Hobfoll, 2002). 

The political skills utilizes the interpersonal relations to gain control at workplace and diminish 

the harmful impact of perception of workplace ostracism (Yang & Treadway, 2018). Williams 

(2001) expressed ostracism as an environmental stressor. Similarly, Abbas and Raja (2014) 

expressed POP as a workplace stressor that affects employees’ performance and innovative 

capability. 
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Jena and Pradhan (2018) recommended an investigation on the role of other variables which may 

influence ‘workplace belongingness’ of an individual employee. Personality traits of individual 

may affect workplace belongingness and the role of ‘workplace belongingness may influence 

perception of individuals about working environment. Workplace belongingness is described as 

relations at workplace with colleagues or group, it is also found that organizational politics may 

be shaped by individual’s or group’s activities (Ugwu & Duru, 2015). Therefore, workplace 

belongingness will be influential towards political perception of organizational environment. The 

table 2.5 below presents the previous studies conducted to assess workplace belongingness.  
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Table 2.5  

List of studies on ‘workplace belongingness’ 
S#   Source: Proposition Variables 

1 Baumeister and Leary (1995) Interpersonal interaction Effective association 

2 Malone et al. (2012) Offered belongingness scale  

3 Cockshaw et al. (2012) General belongingness and 

workplace belongingness 

Depressive symptoms 

4 Leary et al. (2013) Construct Need to belong Scale of general belongingness 

5 Cockshaw et al. (2014) Workplace belongingness and 

General belongingness as 

distinct scales 

Depression at workplace settings 

6 Kuo and Yang (2017) Need to belong adolescents in 

school in Taiwan  

Social acceptance, feeling of 

rejection and depression 

7 Verhagen et al. (2018) Unmet belongingness and 

well being 

Relationship satisfaction, well-

being, loneliness, relationship 

satisfaction 

8 Jena and Pradhan (2018) Conceptualize and validate 

workplace belongingness 

Scale development of workplace 

belongingness in specific work 

context 

 

 

Maslow (1954) described human relations as fundamental need as most important source of 

motivation at workplace. Hagerty et al. (1992) stated that belongingness as experience of personal 

involvement at workplace which produces sense of an integral part of an environment (p. 173). 

Further, several definitions are carried out in literature related to belongingness and defined as 

individual’s perceptual assessment of relations and its values by others (Jena & Pradhan, 2018). 

Previously, researchers examined belongingness needs related to friends, family members, and 
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team members, friends at school and colleges rather than in specific working context (Malone et 

al., 2012). Cockshaw et al. (2012) conducted empirical study and found psychometric difference 

in both scales. Workplace belongingness measures the setting at the workplace; workplace setting 

is found to be a significant part of life which affects impression and to establish relationship and 

association with a group at workplace which stands important and crucial for individual (Jena & 

Pradhan, 2018). Researchers have described and related belongingness as pleasant and frequent 

interpersonal interactions for the purpose of each other’s welfare at workplace to be affective 

(Baumeister & Leary, 1995). It is demonstrated that lack of relatedness or belongingness leads 

towards deprivation situations and other detrimental effects. 

 

The researcher intends to examine ‘workplace belongingness’ in organizational setting to predict 

POP. The current study incorporated the workplace belongingness to under the category of 

work/job environment of POP model that influence the behavior of employees. There is no 

previous empirical evidence of examining the workplace belongingness to predict perceptual or 

behavioral phenomenon. The Pakistani higher education sector has been facing the continuous 

issue of group politics, favoritism and accomplishment of hidden agendas to gain personal benefits 

at the cost of the educational institutes and others; therefore, it is important to assess the 

belongingness and association of employees towards the workplace that influence the negative 

emotional behavior. Hence, the current study intends to examine the relationship between 

workplace belongingness and perception of organizational politics for the first time on the base of 

following justification. 
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Baron and Kenny (1986) provided the grounds for hypothesizing new variable (i.e., workplace 

belongingness) when he argued that:  

Smith (1982) has proposed an ingenious solution to the problem of feedback in 

meditational chains. His method involves the manipulation of two variables, one 

presumed to cause only the mediator and not the dependent variable and the other 

presumed to cause the dependent variable and not the mediator. Models of this type 

are estimated by two-stage least squares or a related technique. Introductions to 

two-stage least squares are in James and Singh (1978), Duncan (1975), and Judd 

and Kenny (1981a). The earlier-mentioned structural modeling procedures can also 

be used to estimate feedback models (p.1177).  

 

Interpersonal relationship and supportive friends at workplace help colleagues or associated group 

to gain mutual benefits as derived from above studies analysis. Favoring employees within group 

of association relates to favoritism practice where award or benefit goes to close friend or relative 

(Daskin, 2013). Favoritism at workplace creates unfairness and disparity which influence political 

activity and found to be crucial driver for workplace stress. This belongingness to group or friends 

convinces them to share common goals and benefits that predict power fight. Favoritism found to 

be related political activity empirically (Daskin & Tezer, 2012). As ‘workplace belongingness’ is 

defined as interpersonal relations for mutual benefits, political phenomenon is also associated with 

self-serving behavior that causes conflict at the workplace (Mishra et al., 2016). Researchers have 

expressed OP as self-serving and power-seeking behavior that influence to increase own share in 

resource acquisition and benefits. Conflict at workplace was described by Mishra et al. (2016) and 

ambiguity was addressed by Riaz (2013) at workplace also relates to organizational politics and 

predictor of POP. ‘Workplace belongingness’ by definition and conceptually defined as 

interpersonal relations by Jena and Pradhan (2018) and its previous construct ‘need to belong’ 

Baumeister and Leary (1995) also associated with job and environmental factor.  
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Thus, current study undertakes ‘workplace belongingness’ as antecedent to POP that leads 

detrimental negative behavioral outcome as CWB in present study. The researcher has not come 

across any empirical evidence that examined ‘employee belongingness’ towards workplace and 

colleagues. Cockshaw et al. (2012) also expressed and regretted the absence of any study which 

examined ‘belongingness’ according to the workplace context. The unavailability of measurement 

scale of ‘workplace belongingness’ and lack of empirical studies encouraged Jena and Pradhan 

(2018) to validate and develop a measurement scale for the construct and further recommended to 

examine the construct with other sets of variables. The current study claims to be the pioneer in 

explaining and empirically examining the relationship between workplace belongingness and 

perception of organizational politics. The current study argues that workplace belongingness 

influences the perception of employees at workplace that affect the behavior and emotions. 

Therefore, a hypothesis is proposed in the light of above discussion: 

 

H2: Workplace Belongingness significantly influences the Perception of Organizational Politics 

among academic employees in the public higher education sector of Pakistan 

 

2.11.3 Machiavellianism           

 

Chen (2010) referred Machiavellianism (MACH) as personality trait use to take benefit or success 

by manipulating facts and at the cost of others. It promotes the usage of manipulation, exploitation 

and deception as interpersonal strategies which can be categorized as cynical, deceit, cunning and 

practical. They believe social exchange not more than economic exchange, therefore they prefer 
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to maximize their self-interest such as profit, gain or advantage (Riaz, 2013). Mach personality 

individuals deliberately pursue to maximize their interest and minimize their loss/pain as they 

referred as self-centered individuals. Further, they seek power in politically charged environment 

for the protection of self-interest. Political research and historical perspective ‘Machiavellianism’ 

roots found in The Prince by Niccolo Machiavelli (1469-1527) a famous Italian political & military 

theorist. Christie and Geis (1970) expressed Machiavellianism as the individual willing to be 

manipulative and act amorally with an untrustworthy human nature. Machiavelli nature individuals 

found exploitive by nature and protect self-interest and personal gains at the cost of others while 

disregarding compassion or empathy. Extensive analysis of previous researches on 

Machiavellianism found that individuals with a high level of Mach are willing to take advantages 

for personal gains as compared to those with a low level of Mach. Furthermore, individuals with 

high Mach engage in using tactics to influence others to gain certain desired outcomes and results 

(Riaz, 2013). They utilize these tactics to generate perception of trust and cooperation that help 

them to gain personal benefits and gains by defecting.  

 

Ferris and Kacmar (1992) included Mach under category of personal influences with other 

demographic variables such as gender and age and personality characteristics as Machiavellianism 

and self-monitoring. The study proposed that personality characteristics influence POP at 

workplace, high Mach and self-monitors employees view and perceive their workplace more 

political as compare to counterparts. Previous researchers stated consistent and negatively relation 

between Mach and job satisfaction, later researchers replicated findings of (Dahling et al., 2009; 

Ferris & Kacmar, 1992). Findings of various studies explained that Mach has strong wish to gain 

control over rewards and others in decision making (Riaz, 2013). Mach wishes to influence 
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individuals and choose occupations with access to extensive resources and controlling others at 

the workplace. Researchers found that high Mach wish and select the position to protect self-

interest and control others.  

 

Dahling et al. (2009) stated that there is lack of research in examining relationship between Mach 

and contextual performance. Researchers have stated that individuals at high score with Mach are 

less likely to be helping at the workplace as compared to those with low Mach scores. High Mach 

found to be less willing to help others than low Mach for providing assistance during workplace. 

The high MACH found to be less helping due to mutual distrust of each other at workplace. 

Therefore, Mach personality individuals in organizations found to be very disturbing as high Mach 

found to be manipulative, opportunistic and dissatisfied with their position and prone to engage in 

negative or detrimental behaviors (Dahling et al., 2009). It is clear that Mach has taken attention 

of researchers previously due to its extensive importance and role to predict environment of 

workplace (Riaz, 2013). 

 

Researchers described that high Mach found to be less trust worthy in organizational context. 

Further, Mach creates threat on ethical behaviors, individuals with high Mach score unlikely to 

much value to ethical behavior if it goes opposite to their interest. Dahling et al. (2009) stated in a 

study that ethical leadership as moral person and managers with specific personality traits such as 

integrity, trustworthy, concerning and follow ethical rules which are contradictory with personality 

traits such as Mach. The individuals with high Mach scores are found to be unethical in decision 

making and other activities. 
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2.11.3.1 Machiavellianism and Perception of Organizational Politics                       

 

It is widely accepted and documented in research that OP influences the environment of workplace. 

Pfeffer and Pfeffer (1981) suggested that political behaviors of employees contribute to their 

success and career growth in organizations. Similarly, (Ishak, 2016b) stated that in highly 

politically-charged organizations, career impatience and political behaviors pose a significant 

influence on career success. Political behaviors conceptualized as self-serving, unsanctioned and 

detrimental to the organizations (Eldor, 2017). A number of researchers had examined MACH as 

a personality trait influences the perception of organizational politics among employees at the 

workplace and theoretically linked in literature to organizational politics (Baloch et al., 2017; 

Cohen, 2016; Dahling et al., 2009; Ferris & Kacmar, 1992; Ishak, 2016a; Riaz, 2013; Silvester, 

Wyatt, & Randall, 2014). Generally, political charged organizations’ environment found to be 

risky as individuals remain in power and utilize influential tactics to gains more success 

(Cropanzano et al., 1997). Therefore, political environment provides opportunities to gain and 

secure personal gains with high Mach personalities. Ferris, Fedor, and King (1994) placed Mach 

as a dispositional antecedent of political behavior in theoretical model of politics. 

 

Riaz (2013) empirically tested Mach in the public sector in Pakistan as an antecedent of POP and 

found a significant relationship between Machiavellianism and POP. Strong positive relationship 

was also reported in previous researches (O'connor & Morrison, 2001; Poon, 2003; Valle & 

Perrewe, 2000). Furthermore, extensive research has tied POP to detrimental outcomes which 

includes lower morale, dissatisfaction, and stress, declined performance and increased turnover 

intention (Baloch et al., 2017; Bodla & Danish, 2009; Ferris & Kacmar, 1992; Hochwarter & 
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Thompson, 2010; Ishak, 2016a; Kacmar & Carlson, 1997; Parker et al., 1995; Poon, 2003; Riaz, 

2013; Rosen & Levy, 2013; Vigoda, 2002). However, previously researchers strongly 

recommended considering Mach as a construct in management studies in future. It seems that 

study of Mach is plateau after number of studies in past. Recently Ishak (2016c) discussed MACH 

as personality trait in Malaysian school principals to influence political behavior and play 

significant role in reputation of leader as well as in career development.  

 

Researchers have conceptualized Mach as an observable behavior of an individual’s internal 

beliefs and motivation that is expressed in literature as under. 

 

Distrust of Others: Literature demonstrated Mach as a manipulative tactic with perception of 

same behavior posed by others at the workplace (Christie & Geis, 1970), which shows their 

negative outlook towards colleagues or counterparts. Researchers stated that Mach is positively 

related to anxiety in organizational setting and argue that high Mach is stated as distrustful to 

actions of others and has potential to negative outcomes occurrence due to those actions (Dahling 

et al., 2009). 

 

Amoral Manipulation: Dahling et al. (2009) conceptualized high Mach personality individuals 

manipulate through purposeful monitoring and impression management, further high Mach exhibit 

flexibility in decision making. Researchers raised important issue related to high Mach are not 

necessarily immoral that they want to be manipulative or dishonest all the time, but slightly deviate 

from morale standards to gain personal benefits. Immoral practices are evident in Mach as research 

shows relation with cheating, stealing, lying and behavior in bargaining games. In short, high Mach 
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demonstrates flexibility shifting from cooperation to manipulation for the protection of self-

interest. Accordingly, Dahling et al. (2009) defined Mach amoral manipulation dimension to 

disregard moral standards to seek benefits for own self at the cost of others. 

 

Desire for Control: Fehr, Samsom, and Paulhus (1992) indicated a strong relationship between 

Mach and the perceptions of external causality. Simply, Mach perceives external entities as s threat 

to its position and wishes to dominate over interpersonal situations. Importantly, Mach perceives 

external causality in accordance with actions of others. Desire for control referred as need to 

dominate in interpersonal situations to control and protect self-interest. 

 

Desire for Status: Christie and Geis (1970) conducted research to measure the Mach but 

manipulation and amass control was not addressed that is required by Mach to purse manipulative 

behavior. Dahling et al. (2009) stated in the study of developing and validating the measurement 

scale for Mach, it was also stated that Mach individuals are motivated by external goals instead of 

internal goals. The reason behind this that the Mach tends to focus on events as they occur 

externally whereas self-determination posits intrinsic goals. Based on research it is believed that 

Mach individuals measure success through extrinsic goals. Thus, goals such as wealth 

accumulation, status and power acquire are most likely desired by high Mach, on the other hand, 

personal development and self-determination are associated with intrinsic goals and high Mach 

values extrinsic rather than intrinsic gals. Consequently, status desire define desire to accumulate 

success indicators in construct of MACH (Dahling et al., 2009). 
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Previous studies have highlighted that high Machiavellianism individuals don’t desire to share 

information but distort meaning that suits to fulfill their desire. Thus, correlation of 

Machiavellianism with political behavior is evident, as researchers stated it as self-serving rather 

than other-serving behaviors. Poon (2003) conducted a study on situational antecedents of POP on 

diverse sample of 208 Malaysian employees to examine the influence of job ambiguity, trust and 

resource scarcity as predictors of political activity. Chen (2010) conducted empirical studies on 

Machiavellianism, various studies found that high Mach individuals more manipulative, desire for 

win and more influential, higher motivation for achievement (Okanes & Murray, 1980), high 

desire to control others, job performance (Chen, 2010) as compare to low Mach individuals. 

Empirical studies found that high scored Mach use information differently as compare to low score 

Mach in communication. Chen (2010) reported that Machiavellianism personality individuals 

found to be willing to share information under cooperative conditions as compare to competitive 

conditions. 

 

Liu et al. (2010) reported negative significant relation between Machiavellianism and knowledge 

sharing. The relationship of Machiavellianism with ethical behavior is found in literature by 

(Rayburn & Rayburn, 1996). On the contrary, Ishak (2016a) found Machiavellianism personality 

to be moderately low among Malaysian school principals, which is different than the findings in 

previous researches. Further, Mach personality significantly associated to reactive and proactive 

political behavior. Moreover, the study indicated moderately low score for Machiavellianism 

personality in Malaysian school principals. Therefore, Machiavellian-type individuals who are 

supposed to be manipulative are not found among school principals which shows a different result 

found in Malaysian sample as compared to previous researches conducted in the USA or Israel. 
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Ishak (2016b) has stated mixed results in examining relation between Machiavellianism and career 

related outcomes in the study of managerial career success in politically charged organizations. 

Furthermore, the cited research of Wakefield (2008) stated no relation between socioeconomic 

success and Machiavellianism. 

 

Ferris et al. (2017) stated that Machiavellianism has a direct effect on POP either positive and 

negative (Atinc, Darrat, Fuller, & Parker, 2010; Ferris et al., 2002), researchers have stated 

Machiavellianism to be participative to organizational politics (O'connor & Morrison, 2001; Valle 

& Perrewe, 2000), significant relationship between Machiavellianism and emotional blackmailing 

(Chen, 2010). Contrary, Machiavellianism negatively correlated with age and tenure and positively 

related to education. Table 2.6 entails the list of important studies conducted to determine the 

influence of Machiavellianism.  
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Table 2.6  

Summary of studies on Machiavellianism 
Source Country Status Measurement/variables 

Dahling et al. (2009) Midwestern University-USA Predictive sig Development of scale 

Chen (2010) Taiwan Mixed sig(+) and 

insignificant 

Machiavellianism, emotional 

blackmailing, demographic 

variables 

Ishak (2016a) Malaysian school principals Low impact Machiavellianism, need for power, 

proactive political behavior, 

reactive political behavior 

 Malaysia sig Machiavellianism, political skill, 

career growth 

Riaz (2013) Public sector Pakistan Sig (+) Machiavellianism, job ambiguity, 

decision making, POP 

The previous discussion shows that Machiavellianism relation with political behavior and POP is 

well documented in the USA, Western cultures, Malaysia and one study in Pakistan. Researchers 

stated that individuals with manifest need for power, desire for control and risk seekers are usually 

found in OP, moreover Machiavellian personality individuals perceive workplace more political 

(Ishak, 2016a; Javed & Ishak, 2019; Valle & Perrewe, 2000). O'connor and Morrison (2001) 

examined locus of control together with Machiavellianism to predict POP and found significant 

influence of both on POP. Ferris et al. (2002) conducted comparative analysis of empirical and 

theoretical researches on POP and concluded that Machiavellianism emerged as consistent 

predictor towards POP. Literature has depicted that high Mach demonstrates political behavior and 

extremely exercises political tactics which includes character assassination, deception and 

sabotage (Riaz, 2013). 
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In nutshell, there are number of studies have been conducted to determine the role of personality 

traits in workplace behaviors; however, Ferris et al. (2002) reported inconsistent findings in terms 

of different predictors as proposed in model of POP but Machiavellianism emerged as consistent 

predictor of POP at workplace. Several researchers termed Machiavellianism as a dark personality 

trait that predicts political activities (Baloch et al., 2017; Cohen, 2016; Dahling et al., 2009; Ishak, 

2016a; Riaz, 2013). Researchers have reported Machiavellianism as one of the strong predictors 

of employee behavior (Baloch et al., 2017; Ferris et al., 2017; Javed & Ishak, 2019; Riaz, 2013; 

Valle & Perrewe, 2000). On the contrary, a low impact was observed of Machiavellianism towards 

political activities at the workplace among principals in Malaysian schools (Ishak, 2016c).  

 

According to researcher’s perspective, a more recent look is required on MACH in culturally 

different developing country like Pakistan as predictor of POP and its negative/positive outcome 

as counterproductive work behavior is under discussion in present study. There is paucity of 

empirical studies to examine influence of Mach on POP in Pakistani higher education sector. Thus, 

researcher decided to consider Machiavellianism under personality factors as an antecedent to 

predict perception of organizational politics in Pakistani higher Education sector as suggested and 

proposed by various previous researchers. Currently, a recent look is needed to examine 

Machiavellianism as antecedent to POP in Asian country with different culture like Pakistan and 

its negative/positive outcome as counterproductive work behavior is under discussion in present 

study. Thus, the following hypothesis is derived: 

 

H3: Machiavellianism significantly influences the Perception of Organizational Politics among 

academic employees in the public higher education sector of Pakistan    
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2.12 Consequences of Perception of Organizational Politics (Current Study) 

 

Ferris et al. (1989) model of POP described consequences of political activity in organizations. 

The model included potential outcomes that may occur when environment of organization is 

perceived as political by employees. These outcomes include organization withdrawal, job 

involvement, job anxiety and job satisfaction. These responses appear similar to Hirschman’s 

(1970) Exit, Loyalty and Voice. Reactions of POP are described in form of Turnover Intention 

(exit), Voice (whistle blowing), Loyal (commitment) and negligent behavior (Neglect). Individual 

employees neglect their duty and remain deviant towards their task described by EVLN theory as 

potential outcomes of POP (Hirschman’s, 1970). Researcher decided to examine 

‘Counterproductive Work Behavior’ (CWB) as detrimental outcome of perception of 

organizational politics in the current study.   

 

2.12.1 Counterproductive Work Behavior (CWB) 

 

Counterproductive work behavior is referred as form of performance that runs counter to legitimate 

interest of organization. Organizational politics at workplace promotes CWB, and researchers have 

found POP to be associated with high level of interpersonal CWB (Ferris & Treadway, 2012). 

Organizational CWB is described in literature as wasting time, perform incorrect work, theft and 

withholding efforts, whereas individual CWB can be targeted as spreading rumors, insulting, 

ignoring and making fun of others (Vigoda, 2002). Spector and Fox (2005) reported the 
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detrimental effects of CWB on organizations and its members which include passive acts, theft, 

aggression and neglect instructions by supervisors. Robinson and Bennett (1995) defined CWB as 

voluntary behavior of an individual who denies organizational norms and threatens the well-being 

of organization and members. 

 

CWB is described in literature in various shapes and different definitions such as intentional 

behavior of organization’s member viewed by organization as against the interest of organization 

at large (Sackett & DeVore, 2001). Martinko, Gundlach, and Douglas (2002) described CWB as 

behavior of an employee that results in harming organization and members. Volitional behavior of 

employees at workplace that harm people or organization is described as CWB (Spector & Fox, 

2005). Increase in absenteeism rate of employees, long breaks, abusive behavior towards 

stakeholders, sexual harassment, injustice or favoritism, social boycott, fraud, withdrawal from 

jobs and theft are also included in the study by (Spector & Fox, 2005). 

 

CWBs considered being as destructive for organization with the magnitude of minor to higher as 

reported by (Bolton, Becker, & Barber, 2010). Researchers have linked bullying and conflict to 

CWBs (Baughman, Dearing, Giammarco, & Vernon, 2012), anxiety, job dissatisfaction, intention 

to quit are previously identified as outcomes of POP. Robinson and Bennett (1995) presented the 

influential and widely accepted definition of CWB as employees’ deviant behavior that violates 

significant norms at the workplace and threatens organizational or employee well-being. The lack 

of motivation to fulfill expectation of organization at workplace or motivated to counter these 

expectations referred as deviance. Researchers have referred to CWB as dysfunctional and harmful 
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behavior which promote detrimental effects on its operations, property and reduce its effectiveness 

in achievement of goals. 

• Deviant workplace behaviours are referred to as voluntary behaviours of employees at the 

workplace that violate organizational norms and threaten the well-being of employees, 

the organization or both (Galperin, 2002). 

• Voluntary behaviour of employees to violation of organizational norms which harm the 

well-being of employees, the organization or both is known as employee deviance 

(Robinson & Bennett, 1995).  

• Antisocial behaviour of employees at the workplace which is harmful to individual or 

organizational property is described as CWB (Giacalone & Greenberg, 1997). 

• Intentional action of organizational member that contravene core values or social norms 

of workplace is referred to as organizational misbehaviour (Vardi & Wiener, 1996). 

• Dysfunctional behaviour at the workplace which motivates an employee or group of 

employees and which promotes negative consequences towards an individual or group of 

employees or the organization itself (Griffin, O'Leary-Kelly, & Collins, 1998). 

• Incivility at the workplace such as low intensity deviant behaviour to create ambiguity for 

harming the target, behaviour characterized by disgrace and rudeness with treating others 

(Andersson & Pearson, 1999). 

 

Various categories of CWB or deviance at workplace have been revealed by researchers in 

literature. Deviance in employees is categorized in property deviance (damaging physical loss to 

organization) and production deviance as sloppy work or long breaks and delaying tactics 
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(Hollinger & Clark, 1982). On the other hand, broad classes have been defined CWB as 

interpersonal and organizational deviance (O’Neill & Hastings, 2011). Researchers have described 

interpersonal deviance as teasing and rude behavior towards co-workers, whereas organizational 

deviance is detrimental to operations of organization like committing theft and malingering. 

Robinson and Bennett (1995) has contributed towards the typologies of deviance in terms of 

organizational and interpersonal deviance. 

1. Property deviance is referred to as sabotaging equipment, taking kickbacks, lying at the 

workplace, and stealing from the workplace. 

2. Personal aggression is expressed as sexual harassment, verbal abuse, stealing from co-

workers. 

3. Political deviance is described as favouritism, gossip with co-workers, blaming games, 

compete non-beneficially. 

4. Production deviance is defined as leaving workplace early, excessive breaks, intentionally 

slow working, and wastage of resources. 

 

In a nutshell, the above-mentioned behaviors which hinder productivity at the workplace, groups 

and in society are termed as counter-productivity (Ones, 2018). Employee collusion and un-green 

behavior are considered as a new form of CWB. These forms of behaviors are still unexamined by 

researchers. Sustainability of counterproductive behavior reflects violations and harmful towards 

environmental sustainability of organizations (Ones, 2018). Description of CWB given in 

behaviorally that employee performs at workplace. CWB is determined as scalable actions and 

this behavior engaged employees in detrimental outcomes as damage to organizational goals or 
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well-being (Ones & Dilchert, 2013). Thus, the actions which harm organizations or its stakeholders 

considered as counterproductive work behavior (Ones, 2018). 

 

2.12.2 Perception of Organizational Politics & Counterproductive Work Behavior 

 

Counterproductive work behavior (CWB) described as workplace deviance (Marasi et al., 2018), 

bad behavior (Grint, 2005), aggression and antagonistic work behavior (Yang & Treadway, 2018). 

Researchers have examined adverse effects of CWB on organizations and its employees (Robinson 

& Bennett, 1995). In short, behaviors or acts of any employee that counter smooth organizational 

working are described as counterproductive work behavior which includes various types of 

deviance described earlier in the current chapter. A number of researchers conducted studies on 

detrimental effects of POP on behavior of employees and causes negative consequences such as 

counterproductive behaviors (Akanni et al., 2018; Baloch et al., 2017; Cho & Yang, 2018; De 

Clercq & Belausteguigoitia, 2017; Farooq et al., 2019; Hochwarter & Thompson, 2012; Kacmar 

& Baron, 1999; Muhammad, 2007; Poon, 2003; Riaz, 2013; ud din Khan et al., 2017). Researchers 

stated CWB as a negative outcome of organizational politics (Rosen & Levy, 2013), POP at the 

workplace promotes workplace incivility (Ogungbamila, 2013), statistical relationship found 

between organizational politics and counterproductive work behavior (Luqman, Javaid, & Umair, 

2015), workplace bullying significantly influence workplace deviance (Malik, Sattar, Younas, & 

Nawaz, 2019), anger, emotions and unfairness at workplace positively influence CWB (Khan, 

Quratulain, & Crawshaw, 2013), abusive supervision, allocation of rewards, organizational justice, 

personality, stress and work conflict have been identified as common predictors of CWB (Baloch 
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et al., 2017). The workplace ostracism, defensive silence and emotional exhaustion contribute to 

interpersonal deviance (Jahanzeb & Fatima, 2017).  

 

In the light of previous discussion, it is observed that core facets of CWB includes bullying, 

lobbying, extended breaks, slow working and gossip are described as illegitimate and undesirable 

behaviors by organization, similarly, political behavior also includes illegitimate and unsanctioned 

behaviors. Therefore, CWB carries all unproductive activities which are detrimental to 

organization, whereas OP comprises on tactics, activities and behaviors that found to be destructive 

towards organization and its members. Thus, POP promotes counterproductive behavior at 

workplace.      

 

Researchers have empirically examined the construct of ‘counterproductive work behavior’ in 

various countries and diverse settings. Researchers conducted studies on CWB and emotional 

intelligence (Nasir et al., 2017), workplace deviance (Malik et al., 2019), organizational citizenship 

behavior and CWB (Khokhar & Zia-ur-Rehman, 2017), dark personality and CWB (Baka, 2018), 

injustice and CWB (Khan et al., 2013), organizational politics, emotional intelligence and CWB 

(Luqman et al., 2015), workplace ostracism and interpersonal deviance (Jahanzeb & Fatima, 

2017), burnout and violence (Laeeque et al., 2018), organizational politics and workplace incivility 

(Ogungbamila, 2013). Table 2.7 entails the list of recent studies conducted to explain the 

phenomenon of counterproductive work behavior.  
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Table 2.7  

Summary of empirical studies on CWB 

Sr#   Source Country Measure/Variables 

01 Yang and Treadway (2018) China Workplace ostracism, CWB, NTB, political skill 

02 Nasir et al. (2017) Private 

sector Pak 

Ostracism, Stress, Emotional intelligence, CWB 

03 Ahmad et al. (2017) Banking 

sector Pak 

Organizational politics, Emotional intelligence, political 

skill, employee behavior & attitude 

04 Bayram, Gursakal, and 

Bilgel (2009) 

Turkey Job satisfaction, job stressor, interpersonal conflict, 

demographic variables, CWB 

05 Baloch et al. (2017) Beijing, 

China 

Dark triad, political skill, POP, CWB 

06 Abubakar, Yazdian, and 

Behravesh (2018) 

Nigeria Intention to sabotage, ostracism, negative emotions, 

workplace incivility 

07 Jahanzeb and Fatima (2017) Service 

sector 

Pakistan 

Defensive silence, workplace ostracism, emotional 

exhaustion, Interpersonal deviance 

08 Yin (2018) Nanjing, 

China 

Job engagement, OCB, task performance, job burnout, 

organizational justice, CWB 

09 Khan et al. (2013) IT 

companies 

Pakistan 

Injustice, pay, emotions, CWB 

10 Ogungbamila (2013) Nigeria 

banking 

sector 

Interpersonal disrespect, OP, emotions, workplace 

incivility 

11 Malik et al. (2019) Textile mills 

Pakistan 

Emotional exhaustion, workplace bullying, toxic 

leadership, workplace deviance 
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Researchers found that POP provokes negative behavior among employees as Kacmar et al. (2013) 

reported a negative relationship between POPs and helping behavior, further negative relation with 

promote-ability (Cohen & Diamant, 2017). Cropanzano et al. (1997) stated psychological 

withdrawal and antagonistic work behaviors as CWB, gossiping at workplace and arguments with 

colleagues are referred as antagonistic behaviors. Researcher found negative inverse relationship 

between POP and antagonistic work behavior. Later researchers conducted studies on relationship 

between POP and negative behaviors at workplace. These studies include negative outcomes of 

anxiety (Muhammad, 2007), organizational cynicism (Buenger et al., 2007), job stress (Abbas et 

al., 2014; Miller et al., 2008; Schneider, 2016), negligent behavior (Baloch et al., 2017; Poon, 

2006; Rawwas et al., 2018; Saleem, 2015; Sowmya & Panchanatham, 2012; Vigoda, 2000b).  

 

On the contrary, there are evidences from empirical studies of the insignificant relationship 

between POP and CWB. The study of Vigoda-Gadot and Kapun (2005) did not report any 

association between POP and employee absenteeism whilst the study of Gilmore, Ferris, 

Dulebohn, and Harrell-Cook (1996) failed to establish any link between politics and employee 

attendance. Employee attendance and absenteeism is considered under the category of CWB 

(Jahanzeb & Fatima, 2017; Malik et al., 2019; Martinko et al., 2002; Robinson & Bennett, 1995). 

Researchers have shared their findings that organizational politics as key predictor of various types 

of CWB and stated significant relationship between POP and absenteeism (Ferris et al., 1989; 

Vigoda, 2001). Furthermore, Vigoda-Gadot and Kapun (2005) found a strong positive relationship 

between POP and negligent behavior, and stated that aggressive behavior is evoked by POP at the 

workplace. Spector and Fox (2005) stated withdrawal as an integral CWB dimension and found a 

significant positive relationship between POP and CWB. Withdrawal encompass destructive 
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behavior, less working time, tactics to be less productive and absent, late arrival or long breaks 

and leaving workplace early without any prior permission referred as counterproductive work 

behavior (Bragg & Bowling, 2018). The table 2.8 below presents the list of studies conducted to 

explain the relationship between perception of organizational politics and counterproductive work 

behavior.  

 

Table 2.8  

List of studies on POP and CWB 

Sr#  Source Sample Result Measurement/Variables 

01 Chang et al. (2009) USA & Israel  Sig (+) POP, psychological strain, Morale, turnover 

intention 

02 Rosen and Levy 

(2013) 

UK Sig (+) Perceived politics, strain, psychological contract 

breach 

03 Kacmar et al. (2013) USA Sig (-) POP, Promotability, helping behavior 

04 Cohen and Diamant 

(2017) 

Israel Sig (+) POP, organizational Justice, CWB, 

05 Baloch et al. (2017) China Sig (+) Dark Triad, POP, CWB 

06  Private service 

sector 

Sig (-) Pay, promotion, job security, CWB 

 

Rosen and Levy (2013) stated that organizational politics is as well established construct but more 

studies are required to examine the relationship between POP and deviant behavior. Ahmad et al. 

(2017) suggested to conducted studies including emotions, behaviors and reactions such as 

turnover intention and counterproductive work behavior of employees due to organizational 

politics. Previously, researchers focused on western countries such as the USA, the UK and Israel. 
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Studies were also conducted in China and Malaysia for examining the perception of organizational 

politics and employee reactions.  

 

The theory of social exchange explains employment relationship according to reciprocity rule as 

resource exchange process. The concept of obligation and reciprocation is emphasized in SET and 

provides the theoretical foundation for description of positive behavior of employees at workplace. 

The theory posits that employee behavior becomes favorable when the obligation towards the 

organization is fulfilled. Based on the rule of SET, employees tend to have positive reactions and 

feelings towards organization and working environment, when they perceive that organization 

putting some efforts for controlling politics at organization (Ahmad et al., 2017). 

 

Adverse outcomes of organizational politics have been empirically examined by various 

researchers that focused on detrimental outcomes and consequences of POP at the workplace 

(Akanni et al., 2018; Baloch et al., 2017; Cho & Yang, 2018; De Clercq & Belausteguigoitia, 2017; 

Hochwarter & Thompson, 2012; Kacmar & Baron, 1999; Muhammad, 2007; Poon, 2003; Riaz, 

2013; ud din Khan et al., 2017). Ogungbamila (2013) stated that POP instigates workplace 

incivility in organizations among employees. (Riaz, 2013) found that POP causes whistle blowing 

and decrease the commitment of employees. The study of Farooq et al. (2019) found that POP 

negatively affects innovative capability and decreases the knowledge sharing behavior of 

employees. Khan et al. (2013) found that unfairness at the workplace promotes negative emotions 

and influences counterproductive work behavior. Rosen and Levy (2013) found negative 

consequences of POP as counterproductive work behavior; Luqman et al. (2015) also stated that 
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organizational politics influence negative behavior among employees and counterproductive work 

attitude. Baloch et al. (2017) reported that personality factors influence the POP and further 

instigate behavioral outcomes at workplace. Jahanzeb and Fatima (2017) also found relations 

between emotional exhaustion and interpersonal deviance (CWB). 

 

Rawwas et al. (2018) explained the relationship between POP and negligent behavior as employees 

demonstrate negative outcomes due to political activities at workplace. Researchers found positive 

relationship between POP and negligent behavior (Meisler & Vigoda-Gadot, 2014). Contrary, 

Vigoda-Gadot and Kapun (2005) reported insignificant relationship between POP and attendance 

of employees but OP was found to be predictor of CWB of different types. On the other hand, 

Vigoda (2001) found a positive significant relationship between POP and employee absenteeism. 

In light of the above literature reviews, it is evident that the perception of organizational politics 

instigates various negative emotional behavioral outcomes. However, contradictory findings 

demonstrate that the perception of organizational politics among employees causes negative 

consequences.  

 

The current study focused on the counterproductive work behavior of academic employees in 

higher education sector because the phenomenon of organizational politics is evident in public 

sector universities of Pakistan along with negative behavioral outcomes. Previous studies have 

focused on the various negative outcomes including turnover intention (Rizwan et al., 2017), 

whistle blowing (Riaz, 2013), knowledge hiding and employee creativity (Farooq et al., 2019), 

increased stress (Danish et al., 2014), declined innovative performance (Abbas & Raja, 2014), 
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burnout (Yusoff & Khan, 2013), and employee performance (Haroon et al., 2017) caused by 

political activities at the workplace. A study reported a significant relationship between stress and 

counterproductive work behavior of employees in the education sector (Nasir et al., 2017). 

Employee attitude and employee behavior are influenced by the perception of organizational 

politics and emotional intelligence in the banking sector in Pakistan (Ahmad et al., 2017). 

Workplace ostracism significantly influences the interpersonal deviance among employees in the 

telecom sector in Pakistan (Jahanzeb & Fatima, 2017), and workplace deviance is influenced by 

workplace bullying with the mediation role of emotional exhaustion among the employees in the 

textile industry in Pakistan (Malik et al., 2019). The studies were conducted to investigate the 

counterproductive work behavior caused by various factors as discussed; however, there is still a 

scarcity of empirical evidence in explaining the counterproductive work behavior among 

employees in the higher education sector of Pakistan caused by the perception of organizational 

politics. In light of the above discussion, the following relationship is hypothesized: 

 

H4: Perception of Organizational Politics significantly influences the Counterproductive Work 

Behavior among academic employees in public higher education sector of Pakistan 

 

2.13 Islamic Work Ethics (IWE) 

 

The moral principles for distinction between right and wrong are known as Ethics. Awareness of 

ethical and moral considerations have become an important element in business and routine 
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activities. The academic world, business and general public take ethics and moral principles as an 

essential part of research subject (Khan et al., 2015). The roots of ethics can be traced back to 

Weber’s theory of PWE (Protestant Work Ethics) that has remained a major focus of business 

ethics in the Western world (Yousef, 2001). Ali (1988) introduced the concept of Islamic Work 

Ethics (IWE) while focusing on ethical practices that need to be adopted in business and daily 

routines in the Islamic perspective. The origins of IWE can be traced back to the teachings of the 

Quran and the Sunnah of Prophet Muhammad (PBUH) (Ali & Al-Owaihan, 2008; Yousef, 2001). 

Muslims receive guidance from the teaching of Islam in all aspects of life including socially and 

economically (Khan et al., 2015). Islam directs its followers to be loyal and honest, resulting in 

fulfillment and joy (Fehr et al., 1992). 

 

Khan et al. (2015) discussed IWE and stated that hard work helps in maintaining successful 

outcomes; these principles does not only apply to workers at the workplace but also for individuals 

in community. The Holy Quran states that “for all people, there are ranks according to their deeds” 

(Quran 6:132), and “one has nothing except that for which one strives” (Quran 53:39). According 

to these principles, prosperity and success comes to community at large in organizations and 

communities (Ahmad, 2011; Murtaza et al., 2016). Ali and Al-Owaihan (2008) defined IWE as an 

orientation which assists, shapes behavior and encourages individual believers to be involved at 

the workplace. An individual need to work to meet the necessities for survival and to fulfill 

personal, economic, social and psychological needs. Related works and business issues are 

discussed and directed by Prophet Muhammad (PBUH) extensively. His directions innovatively 

challenged existing practices. Ali and Al-Owaihan (2008) categorized work related sayings of 

Prophet Muhammad (PBUH) and grouped them as follows: 
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1. Pursuing legitimate business (honestly earned living) 

2. Wealth must be earned (economic activity on moral grounds; no easy money) 

3. Quality of work (Discipline and commitment as a faith) 

4. Wages (fairness in compensating workers) 

5. Reliance on self (earning with effort, sustain confidence) 

6. Monopoly (prohibited as it produces unlawful profit and inequality) 

7. Bribery (prohibited strongly as it is cheating and inequality) 

8. Deeds and intentions (significant fundamental pillar of IWE as intention is important) 

9. Transparency (work and business on ethical and moral grounds) 

10. Greed (prohibited as it is a threat to social and economic justice) 

11. Generosity (highly recommended as it is a virtue) 

 

Khadijah, Kamaluddin, and Salin (2015) conducted a study on IWE practices among banking 

sector employees in Malaysia and highlighted evidences of moral misconduct and corporate 

scandals among the employees which affect the performance of organizations. The study therefore 

stated the importance of investigating work ethics to examine ethical status in organizations. 

Researchers have given importance to IWE to examine any workplace environment as Islamic 

values are found to be universal and applicable widely. IWE comprises various dimensions namely 

efforts, teamwork, honesty and accountability. The study examined ethical leadership and 

counterproductive work behavior with the mediating role of organizational citizenship behavior 

which affects the performance of employees (Khokhar & Zia-ur-Rehman, 2017). The study 

highlighted unethical behaviors of leaders that shook the corporate sector and the business world. 

The researchers stated lack of empirical findings in examining work ethics for measuring various 
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performance related outcomes. On the contrary, Protestant Work Ethics (PWE) was carried out by 

Western researchers as advanced by Max Weber as a relationship proposed between Protestantism 

and capitalism (Gustiawan, 2015). Muslim scholars (Ali & Al-Owaihan, 2008; Durrani, 2017; Fehr 

et al., 1992; Khan et al., 2015; Rawwas et al., 2018; Yousef, 2001) examined Islamic work ethics 

in work settings limited geographically to Pakistan which has 97% Muslim population. Muslim 

scholars responded and rejected Weber’s opinion that Muslims are using PWE. The IWE and PWE 

share various similarities such as commitment, dedication, avoidance of unethical wealth 

collection, cooperation and hard work (Yousef, 2001).   

 

2.13.1 Moderating Role of Islamic Work Ethics between Perception of Organizational 

Politics and Counterproductive Work Behavior (CWB) 

 

Ethical workplace practices are initiated by the employees’ ethical behaviors at individual level. 

There is extensive research on the conceptualization of ethical behavior and several researchers 

have used the term ‘ethical behavior’ or ‘ethical decision’ without distinguishing between ethics 

and unethical behavior (Treviño, Den Nieuwenboer, & Kish-Gephart, 2014). The definition 

focused on violation of norms, including a wider variety of sources for norms: Unethical behavior 

is defined as a violation of norms which are based on a code of behavior at the workplace that is 

ascribed by professional groups or organizations or prescribed by relevant regulatory statutory 

bodies or widely endorsed in society (Russell et al., 2017). Wiernik and Ones (2018) conducted a 

study on ethical behaviors of employees and its consensus with counterproductive work behaviors 

at the workplace. Counterproductive work behavior as a broader domain includes unethical 
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behaviors due to their nature of harming the organization’s legitimacy and the goals of 

stakeholders.  

 

The study conceptualized unethical behavior the same as counterproductive work behavior for 

three reasons: Firstly, the counterproductive behavior of employees detract from the achievement 

of organizational goals Ones and Dilchert (2013) and illegal or unethical behavior ultimately harm 

organizational goals (Bowie, 2017). The contribution of these two constructs towards negative 

outcomes includes them under employee behaviors that detract from an organization’s legitimate 

interests. Secondly, CWB includes behaviors that harm organizational and individual well-being 

at the workplace (Ones & Dilchert, 2013). Similarly, unethical practices also harm organizational 

entities and detract goals and these behaviors promote counterproductive work behavior (Wiernik 

& Ones, 2018). Thirdly, counterproductive work behavior and unethical behavior share common 

nomo-logical net psychologically. Unethical behaviors are positively correlated with CWB and 

uncorrelated to technical or performance. Thus, researchers have developed a rationale which 

states that unethical and CWB are conceptually similar as these actions detract from organizational 

goals and legitimacy which is harmful for well-being (Wiernik & Ones, 2018). 

 

The POP model introduced the moderating role of ‘perceived control’ and ‘understanding’ by 

following the same line of research introduced by numerous researchers and examined the 

moderating roles of reactive political behavior (Valle & Perrewe, 2000), teamwork (Butt, Imran, 

Shah, & Jabbar, 2013), transcendence moderating the relationship between POP and negative 

outcomes (Lawong et al., 2018), relationship as a personality trait moderator in the relationship 
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between POP and employee work engagement (Jain & Ansari, 2018). Researchers have defined 

IWE as moral and social behavior while providing vigor and strength commitment of employees 

to organizations (Ali & Al-Owaihan, 2008). IWE was found to be negatively associated with 

turnover intention and decreases employee willingness to leave the organizations (Ahmad, 2011). 

Further, IWE was found to increase commitment of employee to work. The basic rule stated in the 

Qur’an is that “Allah blesses the worker who learns and perfects his profession”. Rawwas et al. 

(2018) stated that IWE does not only motivate employees to work hard, but also to do extremely 

well. Thus, IWE was found to diminish complaints and resignations. Ahmad (2011) reported a 

negative relationship between IWE and turnover intention similar to the findings of (Khan et al., 

2015). 

 

Ali (1992) stated that negligent behavior is negatively influenced by a higher level of IWE 

practices adopted by an individual at the workplace. The moral value of Islam forbids obtaining 

money from effortless work and exploitation. Yousef (2001) stated that sluggishness and 

negligence lead to counterproductive activities which are forbidden by the teaching and moral 

values of Islam. Positive and supportive behavior is demanded by IWE which is explained as 

citizenship behavior and cooperation; furthermore, IWE decreases carelessness and negligence 

(Murtaza et al., 2016). Empirical studies have been conducted to examine the role of moral values, 

ethics and IWE as a moderator in the relationship between POP and negative outcomes to mitigate 

the impact (Ali, 1992; Lawong et al., 2018; Muhammad, 2007; Rawwas et al., 2018; Yousef, 

2001).  
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Inconsistent results between POP and its outcomes instigated researchers to suggest the usage of 

a moderator (Miller et al., 2008). Chang et al. (2009) proposed to introduce some individual factors 

to moderate the relationship between POP and job outcomes. Rawwas et al. (2018) introduced 

IWE as a moderator in the relationship between POP and its outcomes including job satisfaction, 

turnover intention and negligent behavior. Importantly, IWE moderated the relationship between 

POP and job satisfaction and the employees with higher level of IWE reduces the turnover 

intention. Overall, IWE was found to be a good moderator between POP and its outcomes. Thus, 

IWE is recommended to be used as a moderator to examine the relationship between POP and 

other organizational outcomes to control the negative impact at the workplace.  

 

Khan et al. (2015) stated a different result whereby IWE has no moderation effect in the 

relationship between distributive justice and job satisfaction and job involvement; but IWE 

moderated the relationship between procedural justice and turnover intention. Further, IWE 

partially moderated the relationship between procedural justice and turnover intention. Tufail, 

Shahzad, Gul, and Khan (2017) reported that IWE moderated the relationship between challenge 

stressors (i.e., job scope, work load, level of responsibility) and job performance. On the contrary, 

the relationship between hindrance stressors (i.e., role ambiguity, insecurity, conflict and 

organizational politics) and job performance was not moderated by IWE. As the above analysis 

showed mixed findings, (Khan et al., 2015; Rawwas et al., 2018) suggested to examine the 

moderating role of IWE with other organizational factors including work engagement, well-being, 

and employee citizenship behavior and in the relationship between workplace stressor and 

outcomes. Table 2.9 shows the list of studies that examined the role of Islamic work ethics.   
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Table 2.9  

List of studies IWE as moderator construct 

Sr # Source Sample Result Variables/Measurement 

01 Ali (1992) Saudi Arabia; 117 

managers  

--- Development of scale 

02 Ali and Al-Owaihan (2008) USA; Managers  --- Description, pillars of IWE, dimensions of 

IWE, moral and social dimensions 

03 Yousef (2001) UAE; 425 

employees 

Sig (+) Organizational commitment, job 

satisfaction, IWE, demographic variables 

04 Rokhman (2010) Indonesia; 49 

employees 

mixed IWE, job satisfaction, turnover intention, 

organizational commitment 

05 Abbasi, Mir, and Hussain 

(2012) 

Pakistan 240 

employees 

service sector 

mixed Organizational learning, IWE, 

organizational innovation, organizational 

performance 

06 Yunus, Rahim, Shabuddin, 

and Mazlan (2011) 

Malaysia; 90 civil 

servants 

Sig (+) IWE, job satisfaction, job commitment 

07 Chanzanagh and Akbarnejad 

(2011) 

Iran; 262 

employees 

--- Scale validation 

08 Khan Marri, Mahmood 

Sadozai, Fakhar Zaman, 

Yousufzai, and Ramay 

(2013) 

Pakistan public 

sector; 395 

Sig (+) IWE, turnover intention, organizational 

commitment 

09 Murtaza et al. (2016) Pakistan 

educational sector 

employees 215 

Sig (+) IWE, organizational citizenship behavior, 

knowledge sharing behaviors 

10 Khokhar and Zia-ur-

Rehman (2017) 

Pakistan schools 

107 

mixed Ethical leadership, OCB, CWB, employee 

performance 
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11 Muhammad Tufail et al. 

(2017) 

Pakistani banking 

sector employees 

465 

Sig (-) IWE, challenge stressor, hindrance 

stressor  

12 Durrani (2017) Pakistani 

corporate sector 

550 employees 

Sig (-) IWE, turnover intention 

13 De Clercq, Haq, Raja, 

Azeem, and Mahmud (2018) 

Pakistan; 550 

employees 

Sig (+) IWE, helping behavior, gender, leadership 

14 Khadijah et al. (2015) Malaysia banking 

sector; 550 

employees 

----- Dimension description 

15 Khan et al. (2015) Pakistan; 182 

employees’ 

medical staff 

Mixed 

No mod 

Distributive justice, satisfaction, job 

involvement 

16 Rawwas et al. (2018) Pakistan; 260 

workers; 

Mod  IWE moderated between POP and job 

satisfaction, turnover and NB  

 

Table 2.9 shows the empirical studies related to IWE in various contexts as a moderator. The 

analysis of literature shows mixed findings of the moderating role of IWE: IWE does not moderate 

the relationship between distributive justice and job involvement (Khan et al., 2015) but it does 

influence the relationship with helping behavior (De Clercq et al., 2018). Other mixed findings are 

also stated in the preceding part of literature. Therefore, the researcher decided to introduce IWE 

as a moderator in the framework to examine the relationship between POP and CWB at the 

workplace so as to change the direction of the relationship. 
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Previous discussions demonstrated that scholars found a negative relationship between political 

activity and unproductive behavior. The researchers stated that IWE has a negative effect on 

counterproductive behavior and moderates the relationship by weakening the relationship or 

strengthening the relationship between constructs (Ali & Al-Owaihan, 2008; Lawong et al., 2018; 

Rawwas et al., 2018; Yousef, 2001). Khan et al. (2015) found that individuals with higher levels 

of IWE focus on hard work and are committed towards their organization even in the presence of 

POP. Thus, high levels of Islamic work ethics promote a higher level of satisfaction and discourage 

employee turnover intention while reducing negligent behavior as compared to individuals with 

low IWE even in the presence of unfairness or political activity.  

 

In a nutshell, the study argues on the basis of the above literature review that Islamic work ethics 

decrease negative emotional behavior among employees. The current study incorporated Islamic 

work ethics as a moderator to investigate the relationship between perception of organizational 

politics and counterproductive work behavior so as to mitigate negative emotional behavior. 

Ethical concerns in the higher education sector in Pakistan is reported to be worrying due to 

unethical practices including corruption, harassment, favoritism and behavioral outcomes (Khan 

Marri et al., 2013). Therefore, the current study focused on the ethical perspective of employees 

in the higher education sector and Islamic work ethics due to the higher ratio of Muslim population. 

Islamic work ethics was found to be significant in explaining organizational learning and 

innovative performance in the service industry (Abbasi et al., 2012). The importance of Islamic 

work ethics is evident via its significant positive effect on organizational citizenship behavior and 

knowledge sharing behavior among employees in the education sector (Murtaza et al., 2016). 

Moreover, the research study highlighted the lack of ethical leadership that negatively influences 
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the performance of employees and instigates counterproductive work behavior. The relationship 

is underpinned by the social exchange theory (SET) which state that ethical behavior contributes 

to better performance, improved organizational citizenship behavior and lower counterproductive 

work behavior (Khokhar & Zia-ur-Rehman, 2017). The significant moderating role of Islamic 

work ethics was observed between challenge stressors and job satisfaction in the banking sector in 

Pakistan, but no moderation role was found between the hindrance stressors and job satisfaction 

(Tufail et al., 2017).  

 

It has been depicted that Islamic work ethics received little or no attention in the context of 

organizational politics that prompted devastating negative consequences. The study reported the 

significant moderation effect of Islamic work ethics in the relationship between perception of 

organizational politics and negative emotions including negligent behavior, turnover intention and 

job satisfaction. The moderating effect of Islamic work ethics strengthened job satisfaction and 

reduced negligent and turnover behavior (Rawwas et al., 2018). On the contrary, no moderation 

effect of Islamic work ethics was reported in the relationship between distributive justice and job 

satisfaction and job involvement (Khan et al., 2015). Hence, is it evident that the Pakistani higher 

education sector is politically polluted and has ethical dilemma among its employees; furthermore, 

the moderation role of Islamic work ethics has mixed findings in reducing the impact of workplace 

environment on negative behavioral outcomes. The current study incorporated IWE as a moderator 

to examine the relationship between POP and CWB. IWE is assumed to change the direction of 

the relationship by mitigating the impact of perception of organizational politics on behavioral 

outcome among the academic employees in the Pakistani higher education sector. Thus, on the 

basis of the above discussion, the researcher proposed the following hypothesis: 
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H5: Islamic Work Ethics moderates the relationship by (weakening) changing the direction of the 

relationship between Perception of Organizational Politics and Counterproductive Work 

Behavior among academic employees in the public higher education sector of Pakistan. 

 

The table 2.10 below presents the summary of all constructs occurred in different studies already 

demonstrated in table 2.1 in comparison with current study. The current study is unique as it 

incorporated all the variables occurred rarely and separately in previous studies.  
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Table 2.10 

Previous studies that Investigated the proposed Model Constructs 
Current study 30 29 28 27 26 25 24 23 22 21 20 19 18 17 16 15 14 13 12 11 10 9 8 7 6 5 4 3 2 1  

√  √ √ √              √         √    SOR 

√ √                              WPB 

√               √ √ √ √            √ Mach 

√  √ √ √ √ √ √ √ √ √ √ √ √ √ √  √ √ √ √ √ √ √ √ √ √ √ √ √ √ POP 

√     √     √          √           CWB 

√          √    √                 IWE 

 

 

 

 

 

 

  

Note. The number 1-50, studies in appendix II; √,the variable is investigated in the study, SOR, scarcity of resources; WPB, workplace belongingness; Mac, ,Machiavellianism; POP, Perception of 

organizational politics; CWB, Counterproductive work behavior; IWE, Islamic Work Ethics  

CS 50 49 48 47 46 45 44 43 42 41 40 39 38 37 36 35 34 33 32 31  

√                     SOR 

√                  √ √ √ WPB 

√           √          Mach 

√  √ √ √. √ √    √ √ √ √. √  √ √    POP 

√ √ √ √ √   √ √ √ √ √  √ √ √  √    CWB 

√ √ √                   IWE 
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2.14 Summary  

 

This chapter reviewed literatures related to organizational politics, perceptual phenomenon and 

most importantly the POP model developed by Ferris (1989). Previous empirical studies show 

a number of additions to the POP model and possible outcomes are discussed with the 

moderation role of various variables. This chapter elaborated on the relationships between the 

antecedents and POP. The outcomes of POP are integral in examining the impact of POP both 

psychologically and behaviorally. The chapter provided a detailed summary of empirical 

studies on POP, its antecedents including Scarcity of Resources, Workplace Belongingness, 

and Machiavellianism, and further negative behavioral outcomes including counterproductive 

work behavior among employees. Moderating role of IWE is also discussed in the chapter. 

Additionally, this chapter had elaborated on the theories and models related to 

counterproductive work behavior and perceptual phenomenon of organizational politics.  

 

The underpinning theory i.e. the “Social Exchange Theory” is used with the support of the 

“Just World Theory” to examine and explain the relationship between the antecedents of POP 

and its outcomes. Lastly, following the extensive literature review, five main gaps were 

identified as shown in the figure below. The first gap relates to the lack of empirical findings 

on scarcity of resources in Pakistan’s higher educational sector; only one study had examined 

the influence of SOR on POP and further results on increased turnover intention. Secondly, 

workplace belongingness as a newly developed construct was examined for the first time in the 

current set of variables. Thirdly, Machiavellianism was found to be the most influential 

personality variable for POP and counterproductive work behavior but there is a paucity of 

studies in the South Asian context especially in developing countries like Pakistan which has 

a different culture paradigm. Fourthly, there is lack of studies on the effect of POP on CWB in 
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the Pakistani higher education sector. Fifthly, there is a scarcity of studies on the moderating 

role of IWE in the relationship between POP and CWB and the mitigation of the negative 

effects.  
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

 

This chapter presents the development of a research framework to determine the relationship 

between the constructs of the present study. The research methodology, sampling technique, 

measurement instrument, analysis techniques and pre-test are presented in this chapter.  

 

3.2 The Development of Research Framework 

 

A theoretical framework comprises interrelated concepts that are examined to determine the 

relationships between the constructs (Borgatti, 1999). Chapter one of the current study 

highlighted issues and background problems related to several potential predictors of political 

activities in educational institutes which result in various negative outcomes. Three variables 

based on the framework of Ferris et al. (1989) were identified for each category which influence 

the perception of politics among employees and result in detrimental effects.  

 

The present study intends to examine antecedents (scarcity of resources, workplace 

belongingness, Machiavellianism) of POP in the higher education sector in Pakistan. The 

current study also intends to examine the moderating role of IWE in the relationship between 

the POP and CWB.  
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The POP model developed by  is discussed in detail in the preceding parts of this study. Ferris 

et al. (1989) categorized the antecedents of POP into three distinct influences namely 

‘organizational influences’, ‘job/environment influences’ and ‘personal influences’; 

meanwhile, the outcomes are identified as detrimental behavioral and psychological outcomes. 

The framework also includes the moderating effects of understanding and control to examine 

the influences of the predictors of POP and its outcomes. In a nutshell, the model provided the 

basis for empirical research. Numerous researches have been conducted by scholars following 

the same line of research to add and test various variables empirically in diverse contexts. To 

date, approximately 23 different variables as antecedents for predicting POP at the workplace 

had been identified by various researchers as well as various detrimental/negative and positive 

outcomes. The details have already been discussed in the previous section of this study. 

 

Following the same line of research, the current study is designed to examine other antecedents 

including Scarcity of Resources under the category of organizational influences, Workplace 

belongingness under the category of job/work environment influences, and Machiavellianism 

under the category of personality influences to predict POP at the workplace in the higher 

education sector in Pakistan. Furthermore, detrimental outcomes namely counterproductive 

work behavior (CWB) will be empirically tested due to POP in the same context. The 

moderating role of IWE is introduced to the framework to mitigate and change the direction of 

the relationship and the detrimental effect of POP. The research model of the current study is 

presented in Figure 3.1. The framework contains the dotted-line on Perception of 

Organizational Politics (POP) which demonstrates the researcher’s prime interest. The 

approach was adopted from (Hanissah, 2016).
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Framework of the Study 

 

Figure 3.1  

The Framework of the Study 

Organizational Influences 

• Scarcity of Resources 

Job/work Influences 

• Workplace Belongingness 

Personal Influences 

• Machiavellianism 

Perception of 

Organizational Politics 

Counterproductive Work 

Behavior 

Islamic Work Ethics 
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The theoretical model of POP was used for developing the current research framework. This 

study is distinct from previous researches in terms of the antecedents used such as SOR, WPB 

and Mach to predict POP and its outcomes such as CWB with the moderating effect of IWE to 

mitigate and change the direction of the positive relationship between POP and CWB in the 

higher education sector in Pakistan.  

 

3.3 Research Hypotheses of the Study 

 

H1: Scarcity of Resources significantly influences the Perception of Organizational Politics 

among academic employees in the public higher education sector of Pakistan. 

H2: Workplace Belongingness significantly influences the perception of organizational politics 

among academic employees in the public higher education sector of Pakistan. 

H3: Machiavellianism significantly influences the Perception of Organizational Politics 

among academic employees in the higher education sector of Pakistan.    

H4: Perception of Organizational Politics significantly influences the Counterproductive Work 

Behavior among academic employees in public higher education sector of Pakistan. 

H5: Islamic Work Ethics moderates the relationship by (weakening) changing the direction of 

the relationship between Perception of Organizational Politics and Counterproductive Work 

Behavior among academic employees in the public higher education sector of Pakistan. 
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3.4 Research Design 

 

Sekaran and Bougie (2016) explained the research design, procedure of data collection and 

analysis of certain population to address solutions to the problem statement. The current study 

is relational or causal in nature and examines the relationship among the antecedents i.e. SOR, 

WPB, MACH, IWE, POP and CWB in the context of the higher education sector in Pakistan. 

The present study uses the quantitative approach to examine the relationship between the 

previously mentioned constructs.  

 

Data collection: Sekaran (2008) suggested the questionnaire survey method for data collection 

as it is quick, unbiased, simple, cost effective, efficient and accurate. The questionnaire 

instrument and further details are given in the next section. 

 

Unit of Analysis: This refers to an individual employee of a public sector university. The 

respondents entail lecturers, assistant professors, associate professors and professors; the study 

specifically excluded all academic and administrative staffs that hold principal seats such as 

Vice Chancellors, Deans, Chairmen, Registrars, and Controllers. It has been established in the 

literature review that organizational politics is assessed by its perception that gauge political 

activities and instigate negative phenomenon. It has been also established that determination 

of attitudes and behaviors can be accessed through the perception of reality and not reality itself 

(Ogungbamila, 2013). POP is perceived by employees within an organization; therefore, 

employees including lecturers, assistant professors, associate professors, and professors as 

academic staff members are selected as unit of analysis.  
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3.4.1 Population and Sampling Techniques 

 

The public sector involves political activities as its nature of work is more bureaucratic and 

less responsive working environment (Bodla, Danish, & Nawaz, 2012; Vigoda-Gadot & 

Kapun, 2005). Therefore, employees in government sector universities are selected as the 

population of this current study. According to Sekaran and Bougie (2016), population is 

“related to an overall group of people or organization which might be of interest to the 

researcher”. The population in the present study entails full time academic employees including 

lecturers, assistant professors, associate professors and professors. The researcher includes 

only full-time academic employees of public sector universities located in four different 

provinces and the federal territory capital (Islamabad) of Pakistan. 

 

Various studies have chosen a similar population to examine different phenomenon (Javed & 

Ishak, 2019; Khan & Hussain, 2016; Rizwan et al., 2017; Yusoff & Khan, 2013). The Higher 

Education Commission (HEC) is the advisory regulatory authority for universities throughout 

the country. According to the HEC (2020), there are 174 public and private sector universities 

of various categories. The statistics shows that there are 96 public sector universities of which 

55% are total universities of Pakistan. A total of 156,880 teachers are currently serving in 

higher education institutes throughout the country. It has been established in previous studies 

that the academic staff in public sector universities in relatively homogenous groups generally 

adopt the structure of appointment by Government of Pakistan (Altaf, 2017; Javed & Ishak, 

2019).        
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Pakistan is a huge country with a population of 220 million with a large geographical area too. 

There are 96 universities in the public sector of Pakistan according to HEC (2018). There are 

30 public sector universities (general) in the province of Punjab, 13 universities in the federal 

territory in the capital city Islamabad. It is not possible for the researcher to cover all the 

Pakistani universities to collect data; hence, the province of Punjab is suitable for data 

collection. Punjab represents 54% of the population in Pakistan and is the largest province (in 

terms of area and population) with a maximum number of universities (CIA, Fact book, 2018).  

 

On the basis of these facts, the researcher chose the province of Punjab and the federal territory 

(Islamabad) for data collection. Moreover, Punjab and the federal territory have a diverse 

population that represents all the ethnicities of Pakistan. In Punjab and the federal territory of 

Islamabad, there are 43 public sector universities that represent 45% of the universities in 

Pakistan. The importance of public sector universities in Punjab and the federal territory 

signifies the allocation of a specific quota for all other regions and provinces to attract 

employees from all parts of country. Practically, it is impossible to collect data from the whole 

population of the study (Sekaran & Bougie, 2016). Therefore, a sample or subset is taken from 

the entire population that represents entire population of study (Zikmund, Carr, & Griffin, 

2013). Due to the huge population of Pakistan, the researcher only focused on Punjab and the 

federal territory for the reasons stated above. Therefore, the population for the present study 

entails the 43 public sector universities in Punjab and the federal territory. The details are given 

in Table 3.1 below.   
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Table 3.1 

Number of Universities in Punjab and Federal Territory (Islamabad) 

S# Name of Universities  Territory Total 

academic 

staff 

1 Air University Federal 145 

2 Bahria University Federal 556 

3 COMSATS Institute of Information Technology Federal 2475 

4 Federal Urdu University of Arts, Sciences & 

Technology 

Federal 497 

5 National University of Sciences and Technology Federal 1135 

6 Institute of Space Technology Federal 138 

7 International Islamic University Federal 500 

8 National Defence University Federal 67 

9 National University of Modern Languages Federal 680 

10 Pakistan Institute of Development Economics Federal 34 

11 Pakistan Institute of Engineering & Applied Sciences Federal 140 

12 Quaid-i-Azam University, ISB Federal 256 

13 Shaheed Zulfiqar Ali Bhutto Medical University Federal 196 

14 Bahauddin Zakariya University, Multan Punjab 506 

15 Fatima Jinnah Women University Punjab 170 

16 Ghazi University, D.G.Khan Punjab 130 

17 Government College for Women University, 

Faisalabad  

Punjab 178 

18 Government College University for Women, Sialkot Punjab 135 

19 Government College University, Faisalabad Punjab 523 

20 Government College University, LHR Punjab 329 

21 Information Technology University of the Punjab, LHR Punjab 16 

22 King Edward Medical University, LHR Punjab 159 

23 Kinnaird College for Women, LHR Punjab 166 

24 Lahore College for Women University Punjab 545 

25 Lahore Garrison University, LHR Punjab 153 

26 Muhammad Nawaz Shareef University, Multan    Punjab 25 

27 National College of Arts, LHR Punjab 10 

28 National Textile University Faisalabad Punjab 158 

29 NFC Institute of Engineering & Technology, Multan Punjab 67 

30 Pakistan Institute of Fashion and Design, LHR Punjab 77 

31 Pir Meher Ali Shah Arid Agriculture University, RWP Punjab 233 

32 The Government Sadiq College Women University 

BWP 

Punjab 79 

33 The Islamia University of BWP Punjab 610 

34 The Women University Multan Punjab 110 

35 University of Agriculture, Faisalabad Punjab 656 
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36 University of Education, LHR Punjab 347 

37 University of Engineering & Technology, Taxila Punjab 259 

38 University of Engineering and Technology, LHR Punjab 940 

39 University of Gujrat Punjab 617 

40 University of Health Sciences, LHR Punjab 112 

41 University of Sargodha Punjab 682 

42 University of the Punjab, LHR Punjab 1044 

43 University of Veterinary and Animal Sciences, LHR Punjab 276 

 Total 43 16,131 

      

 

3.4.2 Sampling Frame  

 

The total number of academic employees in the 43 universities according to the HEC (2019) is 

16,131 consisting of lecturers, assistant professors, associate professors and professors. The 

researcher considered Punjab and the federal territory for data collection as two clusters based 

on geographic regions as shown in Table 3.1 above. The present study employed proportionate 

stratified sampling that is considered as the most probable sampling design because 

stratification provides researchers more information with a given sample size (Sekaran, 2011). 

Proportionate stratified sampling assists in determining the number of sample employees for 

the sample scope of the current study as given in Table 3.2 below.  

 

Punjab has 30 universities while the federal territory has 13 universities with different numbers 

of employees as detailed in Table 3.1. The highest number of employees in one university in 

the federal region is 2475 (COMSATS) and the lowest 34 (Pakistan Institute of Economics). 

There are 6819 total number of academic employees in the federal territory. The total number 

of universities in Punjab is 30 having 9312 academic employees whereas the highest number 

of academic employees in one university is 1044 (University of Punjab, Lahore) and the lowest 
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number of employees is 10 (National College of Arts, Lahore). Therefore, in the two regions 

there is a total of 16,131 academic staff in 43 universities. For better understanding and an 

exact sample from the population, the researcher decided to reduce and drop the degree 

awarding institutes with lower academic staff and lower significance. The researcher reduced 

the number of universities for sample in both regions while considering the following reasons. 

 

Firstly, the status of the institutes is not direct as general university but rather as subsidiary 

college or degree awarding institute. The lower number of employees is not involved in 

political activities due to less competition and scope, whereas the higher number of employees 

are divided into groups and indulge in political activities (Vigoda‐Gadot, 2007). Secondly, the 

universities with lower number of staff established recently were excluded as length of time 

plays an important role in the political dynamics of universities. Thirdly, various problems 

related to political activities were reported from older and higher number of employees 

(Hoodbhoy, 2018). Fourthly, considering the time and financial constraints, it is not possible 

in the limited time period to collect data from the whole population. Therefore, the researcher 

identified general universities with higher number of employees to assess their perception of 

organizational politics and counterproductive work behavior instigated by political 

phenomenon. The researcher used stratified proportionate sampling technique to select 

universities with a higher number of employees and established relatively longer ones as older. 

The stratified sampling method enables research scholars to divide fame into strata for 

obtaining relatively homogenous subgroups for each stratum (Collins, Onwuegbuzie, & Jiao, 

2007). The researcher excluded universities that have lower number of employees and with 

less length of establishment; the end population is shown in Table 3.2 below. 
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Table 3.2 

Proportion of sampling Universities (Stratified sampling technique) 

S# Name of Universities  Territory Total 

academic staff 

1 Bahria University, Islamabad Federal 556 

2 COMSATS Institute of Information Technology Federal 2475 

3 Federal Urdu University of Arts, Sciences & 

Technology 

Federal 497 

4 National University of Sciences and Technology, ISB Federal 1135 

5 International Islamic University, ISB Federal 500 

6 National University of Modern Languages, ISB Federal 680 

7 Quaid-i-Azam University Federal 256 

8 Bahauddin Zakariya University, Multan Punjab 506 

9 Government College University, Faisalabad Punjab 523 

10 Government College University, LHR Punjab 329 

11 Lahore College for Women University Punjab 545 

12 Pir Meher Ali Shah Arid Agriculture University, 

RWP 

Punjab 233 

13 The Islamia University of BWP Punjab 610 

14 University of Agriculture, Faisalabad Punjab 656 

15 University of Education, LHR Punjab 347 

16 University of Engineering and Technology, LHR Punjab 940 

17 University of Gujrat Punjab 617 

18 University of Sargodha Punjab 682 

19 University of the Punjab, LHR Punjab 1044 

 

 

3.4.3 Sample Size  

 

According to Table 3.2 based on the stratified sampling, a total of 19 public sector universities 

in both regions were considered as sample. A total of 07 universities in the federal territory 

were chosen after stratified sampling with a population of 6099. A total of 12 universities were 

chosen after stratified sampling in the region of Punjab with a population of 7032. The total 

population for the study in both regions is 13,131. The current population of 13,131 in 19 

universities represents 82% of the total population of the 43 universities. Therefore, a major 
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portion of employees (academic staff) are present in the 19 universities as selected in Table 3.2 

after the stratified sampling. 

 

In the next stage, proportionate stratified sampling was applied to determine the sample from 

each university according and proportionate to their population. Proportion was taken from 

each stratum (university) in both regions using the sampling table by (Krejcie & Morgan, 

1970). For the population of 13,131, the sample size is 375 according to Krejcie and Morgan 

(1970). Table 3.3 demonstrates the population and sample drawn from each university.  
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Table 3.3 

Population and sample drawn from each university 

S# Name of 

Universities  

Territory Total 

academic 

staff 

(%) of 

population 

Sample 

size 

Sample as 

% of 

population 

Sample 

increased 

by 50% 

1 Bahria 

University, 

Islamabad 

Federal 556 4.23 375 16 24 

2 COMSATS  Federal 2475 18.85 375 71 106 

3 Federal Urdu 

University of 

Arts, Sciences 

& Technology 

Federal 497 3.78 375 14 21 

4 National 

University of 

Sciences and 

Technology, 

Islamabad 

Federal 1135 8.64 375 32 46 

5 International 

Islamic 

University 

Federal 500 3.80 375 14 21 

6 National 

University of 

Modern 

Languages, 

Islamabad 

Federal 680 5.17 375 19 29 

7 Quaid-i-Azam 

University 

Federal 256 1.99 375 08 12 

8 Bahauddin 

Zakariya 

University, 

Multan 

Punjab 506 3.85 375 14 21 

9 Government 

College 

University, 

Faisalabad 

Punjab 523 3.98 375 15 22 

10 Government 

College 

University, 

Lahore 

Punjab 329 2.51 375 09 14 

11 Lahore 

College for 

Women 

University 

Punjab 545 4.15 375 16 24 

12 Pir Meher Ali 

Shah Arid 

Agriculture 

University, 

Rawalpindi 

Punjab 233 1.77 375 07 11 

13 The Islamia 

University of 

Bhawalpur 

Punjab 610 4.65 375 17 26 
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14 University of 

Agriculture, 

Faisalabad 

Punjab 656 4.99 375 19 29 

15 University of 

Education, 

Lahore 

Punjab 347 2.64 375 10 15 

16 University of 

Engineering 

and 

Technology, 

Lahore 

Punjab 940 7.16 375 27 41 

17 University of 

Gujrat 

Punjab 617 4.70 375 18 27 

18 University of 

Sargodha 

Punjab 682 5.19 375 19 29 

19 University of 

the Punjab, 

Lahore 

Punjab 1044 7.95 375 30 45 

 Total   13,131 100%  375 563 

 

 

Table 3.3 lists the names of the universities in Punjab and the federal territory that consists of 

19 universities and a total population of 13,131 academic staff. The table presents the 

percentage of population, sample size based on Krejice and Morgan (1970) and sample as per 

percentage of population. In order to gain appropriate response rate, the researcher distributed 

50% extra questionnaires to each stratum according to Salkind (1997).    

 

3.5 Instrument Development 

 

The collection of data for primary research purpose is a crucial task. The present study 

conducted a questionnaire-based survey for the purpose of data collection. The questionnaire 

was developed on the basis of solid empirical evidences and adopted from different studies. 

The questionnaire includes several scales i.e. perception of organizational politics, 

counterproductive work behavior, scarcity of resources, workplace belongingness, 

Machiavellianism and Islamic work ethics. The instrument for the present study consists of 
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seventy-one (71) closed-ended questions. The first section consists of demographic variables 

such as age, education, gender, occupational category and income level. The second part 

consists of all the items for each construct examined using a five-point Likert scale as suggested 

by previous researchers. For the five-point Likert scale, ‘1’ denotes strongly disagree, ‘2’ 

disagree, 3 neutral, 4 agree and 5 strongly agree.    
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3.5.1 Perception of Organizational Politics 

 

The measurement scale for Perception of Organizational Politics measures the level of 

perception among employees about their workplace environment and how strongly they 

perceive their organization to be political. The measurement scale for POP was initially 

developed by Ferris and Kacmar (1992) and later developed into twelve items by Kacmar and 

Carlson (1997) with higher reliability. It is widely used and recommended for measuring the 

perception of organizational politics (Javed & Ishak, 2019; Rawwas et al., 2018). The 

measuring items for POP are shown in Table 3.4. 

 

Table 3.4 

The items to measure Perception of Organizational Politics 

 

1. At my workplace ‘favouritism’ rather than merit determines who gets ahead around 

2. There is no place for yes-men around here: good ideas are encouraged even disagreeing with 

superiors 

3. Employees are encouraged to speak out frankly even when they are critical of well-established 

ideas 

4. There has always been an influential group at my workplace that no one ever crosses 

5. People here usually don’t speak up for fear of retaliation by others 

6. Rewards/benefits come only to those who work hard in this organization 

7. Promotions/benefits at my workplace generally go to top performers 

8. People in this organization attempt to grow themselves up by crossing others 

9. I have seen changes made in policies here that only serve the purposes of a few individuals, 

rather work unit or the organization 

10. There is a group of people at my workplace who always get things their way because no one 

wants to challenge them 

11. I can’t remember when a person received a pay increase or a promotion/benefits that was 

inconsistent with the published policies 

12. Since I have worked in this department, I have never seen the pay, benefits and promotion 

policies applied politically  
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3.5.2 Counterproductive Work Behavior 

 

The measurement scale for counterproductive work behavior (CWB) comprises eleven items 

developed by Bennett and Robinson (2000) and adopted in the current research to assess the 

counterproductive work behavior of employees. Initially, the measurement scale for assessing 

CWB was established to determine the sabotage, theft, withdrawal, abuse and deviant behavior 

of employees. The studies focused on negative emotions and deviance; however, the scale used 

in the present study as recommended by various research scholars (Fox, Spector, & Miles, 

2001; Nasurdin et al., 2014) are to determine counterproductive work behavior that addresses 

the following key points in table 3.5. 

 

Table 3.5 

The items to measure Counterproductive work Behavior (CWB) 

 

1. Overstay after break (lunch) is evident at my workplace  

2. Lateness to work is common among employees at my workplace  

3. Employees leave their workplace environment untidy  

4. Employees curse co-workers at workplace  

5. Employees pretend to be sick to avoid work  

6. Losing temper at my workplace is evident  

7. Employees often neglect supervisors’ instructions at my workplace  

8. Employees leave the workplace early without getting permission of supervisor  

9. Employees depend on co-workers to complete their task at workplace  

10. Rude behaviour of employees is evident at workplace  

11. Employees put little effort at workplace to fulfil duties   
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3.5.3 Scarcity of Resources 

 

Scarcity of resources was assessed on a three-item measurement scale adopted from Poon 

(2003) and later used by (Ahmed, 2018) in the Pakistani context to assess the availability of 

resources at the workplace. It refers to the scarcity of physical and financial resources with 

limited opportunities for career development. The current study examined the measurement 

scale in the context of the higher education sector in Pakistan where employees strive to gain 

control over scarce resources and instigate political activities while being associated with a 

power group. The items for measuring scarcity of resources are given below in Table 3.6. 

 

Table 3.6 

The items to measure scarcity of resources (SOR) 

 

1. The various units at my workplace are always competing for scarce resources  

2. At my workplace resources are often limited  

3. Resources are divided equally in my organization 
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3.5.4 Workplace Belongingness  

 

Workplace belongingness was measured by the level of association and affiliation towards the 

workplace i.e. to work hard without indulging in any kind of negative emotions or activities. 

The twelve-item measurement scale was adopted from Jena and Pradhan (2018). Previously, 

general belongingness occurred in literature; however, workplace belongingness was reported 

as a newly emerging construct for measuring the belongingness of employees at the workplace 

and was recommended to assess different workplace settings. The items are stated in Table 3.7 

below. 

 

Table 3.7 

The measurement items for Workplace Belongingness (WPB) 

 

1. I am able to work in this organization without sacrificing my principles  

2. I use to refer as “we/us” rather than “they/them” when I refer my organization to outsiders  

3. I feel that there is a resemblance between my organization and my own values and beliefs  

4. I generally carry more positive emotions than the negative ones during my job  

5. Being a part of this organization inspires me to do more than what is expected  

6. At my workplace I have many common themes with my co-workers  

7. Fairness is maintained while executing rules and policies in my organization  

8. My personal needs are well met by my organization  

9. Whenever I have any personal or professional issues my organization extends necessary help 

and support  

10. My career goals are well considered by my organization  

11. My organization tries to make my job as exciting and promising as possible 

12. Accomplishments at work are adequately rewarded in my organization 
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3.5.5 Machiavellianism   

 

Machiavellianism was measured on the basis individual personality traits that relate to the dark 

aspect of a person including hidden agendas, protection of self-interest, manipulation, 

deception and exploitive nature. The measurement scale was initially developed by Christie 

and Geis (1970) consisting of five items. Dahling et al. (2009) later updated it and developed 

a 16-item scale to measure Machiavellianism. Table 3.8 shows the measurement items for this 

construct. 

Table 3.8 

The measurement items for Machiavellianism 

 

1. Employees at my workplace likes to order in interpersonal situations  

2. Employees enjoy to take control over others at my workplace  

3. Employees are capable of controlling any situation at workplace  

4. The only good reason to talk to others is to get information for personal benefits  

5. Lying is necessary to maintain competitive advantage at my workplace  

6. Unethical behaviour is necessary for personal success at my workplace  

7. Cheating is common when there are less chances of getting caught at my workplace  

8. ‘Status’ is believed to be a good sign of success in life among employees of my workplace  

9. Wealth accumulation’ is an important goal of life for employees at my workplace  

10. Employees of my workplace desire to become rich and powerful in life  

11. Employees get motivated to have personal gain at my workplace  

12. Employees don’t join groups due to lack of trust among each other at my workplace 

13. Employees at my workplace backstab each other to get ahead 

14. Employee take advantage of others’ weakness at my workplace 

15. Employees take advantage at the cost of others at my workplace 

16. Threat to personal goals brings about sabotage to others’ efforts 
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3.5.6 Islamic Work Ethics  

 

Islamic Work Ethics was measured by assessing moral values at the workplace based on the teachings 

of Islam as delivered by Prophet Muhammad (PBUH). The measurement scale was initially 

developed by Ali (1992), and later various research scholars (Khan et al., 2015; Rawwas et al., 

2018; Yousef, 2001) used the seventeen-item scale to measure IWE. Table 3.9 presents the 

seventeen items for measuring IWE.  

 

Table 3.9 

The measurement items for Islamic work ethics 

 

1. Laziness is an evil at workplace  

2. Dedication to work is a virtue  

3. Good work benefits both myself and co-workers  

4. Fairness and kindness at the work place are important for employees’ welfare  

5. Producing more than enough to meet one’s need contribute to the prosperity as a society as 

whole  

6. One should carry work to the best of his/her ability  

7. Work is not an end itself but a mean to foster personal growth and social relation  

8. Life has no meaning without work  

9. More leisure is good for society  

10. Human relations should be emphasized and encouraged at workplace  

11. Work enables human to control their nature  

12. Employees work to get ahead and progress in life  

13. Work gives the chance to be independent  

14. A successful person is one who meets deadline at work  

15. One should constantly work hard to meet responsibilities 

16. The value of work is delivered from accompanying intentions rather than results 

17. Creative work is a source of happiness and accomplishment 
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3.6 Data Analysis Techniques 

 

Data analysis is crucial in empirical studies. This present study utilized SPSS (Statistical 

Package for Social Sciences) for descriptive analysis. The second phase of analysis was 

conducted by utilizing Partial Least Squares Structural Equation Modeling (PLS-SEM) for 

investigating the relationship between the constructs of the framework. It has been well 

established that the method for data analysis relates to the characteristics of the sample and the 

examination of the hypothesized relation of framework (Hair, Hult, Ringle, Sarstedt, & Thiele, 

2017). PLS-SEM is considered as a powerful statistical data analysis model for social sciences 

that can overcome the limitations of first generation techniques for testing the relationship 

between multiple constructs at the same time (Hair Jr, Sarstedt, Hopkins, & G. Kuppelwieser, 

2014).  

 

3.6.1 Descriptive Analysis Technique 

 

The introductory phase of analysis entails descriptive statistics that is essential to conduct 

before testing the relationship between the constructs. This phase enables the conversion of 

data into meaningful and understandable information as illustrated by (Sekaran & Bougie, 

2016). The initial information about the respondents including their age, education level, 

income level, marital status and experience are considered important for preliminary 

investigation.    

 

3.6.2 Partial Least Square (PLS) 

 

Data analysis in social sciences requires statistical software such as Smart PLS which was 

introduced to fulfill the analysis requirement by the Swedish statistician, Herman World. PLS 
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path modeling is used in econometrics, marketing, strategic and social sciences whilst PLS 

regression has been used in diverse disciplines including economics, chemistry, medicine, 

psychology and pharmaceutical sciences. The predictive linear modeling is necessary in the 

above disciplines to assess large numbers of predictors. The present research utilized PLS for 

investigating the relationship and the relational strength among the variables of study. The 

features of Structural Equation Modeling (SEM) in the current research are more applicable 

for measurement error reduction through confirmatory factor (CFA), visual interface and 

capability of managing data (Alavifar, Karimimalayer, & Anuar, 2012). Smart-PLS is 

considered as one the best tools for testing more than one theory; the current study is based on 

two theories so Smart-PLs was selected as recommended by (Hair Jr, Hult, Ringle, & Sarstedt, 

2016). Structural equation modeling (SEM) is considered as a suitable method for testing or 

extending the theory. It is easier to use and high quality statistical analysis can be achieved as 

compared to other statistical analysis tools; it also assists in determining the model’s fit and 

modifications can be made in the final valid model (Alavifar et al., 2012).  

 

3.6.2.1 Measurement Model Assessment 

 

Partial Least Square (PLS) – Structural Equation Modeling (SEM) consists of two 

important steps namely Measurement Model Assessment and structural model assessment. 

The measurement model assessment entails the confirmatory factor analysis (CFA) that 

determines the validity and reliability of the scale. The internal item reliability or internal 

consistency and external consistency are determined on the basis of factor loading and 

average variance extracted (AVE), respectively. Therefore, factor loading, convergent 

validity and discriminant validity are important in assessing the measurement model via 

the PLS algorithm method. 
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3.6.2.1.1 Factor Loading 

 

Each item of the measurement scale is examined on the basis of factor loading with 

minimum acceptable loading value of 0.5 for each individual item (Hair, Black, Babin, 

Anderson, & Tatham, 2010). The PLS algorithm method enables the assessment of the 

composite reliability that must remain higher than 0.7; factor loadings lower than 0.5 must 

be excluded from the analysis (Hair Jr et al., 2014). The average variance extracted (AVE) 

must remain higher than 0.5 for acceptability (Fornell & Larcker, 1981). 

    

3.6.2.1.2 Convergent Validity 

 

The correlation among the measurement items of each construct is determined by 

convergent validity through the assessment of the average variance extracted (AVE) (Hair 

Jr et al., 2016). The value of the AVE must remain higher than 0.5 as per the 

recommendation of Chin (1998). 

 

3.6.2.1.3 Discriminant Validity 

 

Smart-PLS assists in examining the discriminant validity for assessing the correlation 

among the constructs. The distinctions among the constructs are important to determine i.e. 

by examining the discriminant validity before proceeding with the hypotheses testing (Hair 

Jr et al., 2014). The discriminant validity shows that all the items are distinct and that no 

overlapping had occurred. The square root of the average variance extracted (AVE) for 

each variable was compared with the correlation among the latent variables as 

recommended by (Fornell & Larcker, 1981). 
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3.6.2.2 Structural Model Assessment 

 

The assessment of the structural model is the second key phase in the Partial Least 

Square (PLS)-Structural Equation Modeling (SEM). It is based on the hypotheses 

testing. Primarily, it investigates the path coefficient, determinant of coefficient (R2), 

effect size assessment (f2) and predictive relevance (Q2).  

 

3.6.2.2.1 Path Coefficient 

 

The Smart-PLS provides the techniques for examining the relationship between the 

exogenous and endogenous constructs of the study based on the p-value and t-value of the 

hypotheses testing. The minimum acceptable t-statistics score is 1.96 or above for 

acceptance of hypothesis; otherwise, it is rejected on statistical grounds. The moderation 

effect of variable is also determined on the basis of the t-statistics i.e. the placement of 

Islamic work ethics (IWE) as a moderator in the relationship between perception of 

organizational politics and counterproductive work behavior.  

 

3.6.2.2.2 Coefficient of Determination (R2) 

 

The coefficient of determinations (R2) is examined in Smart-PLS that investigates the 

strength of the relationship with the endogenous construct. The current study utilized 

Smart-PLS algorithm for assessing the R2 between each independent and dependent 

variable.    
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3.6.2.2.3 Assessment of Effect Size (F2) 

 

The Smart-PLS provides the function of measuring the change in the endogenous construct 

due to each exogenous construct. The F2 examines the considerable effect of change in the 

dependent variable or no change is reported (Götz, Liehr-Gobbers, & Krafft, 2010). It has 

been established that effect size (F2) has three levels whereby the value of 0.15 >F2 >0.02 

is considered as small effect, the value of 0.35 >F2 >0.15 is considered as moderate effect 

and the value of F2 >0.35 it considered a strong effect (Cohen, 1988). 

 

3.6.2.2.4 Predictive Relevance (Q2) 

 

The Stone-Geisser test of predictive relevance (Q2) is generally applied as a 

supplementary assessment of goodness-of-fit through the utilization of the blindfolding 

method of Smart-PLS (Duarte & Raposo, 2010). The predictive relevance provides the 

quality of the model whereby the value of Q2 must remain higher than zero which shows 

model fit based on the value of the predictive relevance Q2.  

 

3.7 Pre-Test 

 

Pre-test was taken into consideration for determining the Cronbach Alpha (α) for the constructs 

used. The scales used in this study were adapted and therefore pilot testing was required to 

check the reliability and validity of the constructs. Pre-test helps to validate the instrument 

(Neuman, 1997) and to identify existing flaws in the adapted instrument (Cooper & Schindler, 

2001). Pre-test can be conducted on 25-100 responses which are considered as an appropriate 

sample size for testing Cronbach Alpha (α) as stated by Emory and Cooper (1991). The present 
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study distributed 100 questionnaires to the respondents comprising the academic staff of public 

sector universities and 73 responses were returned. Out of the 73 responses, 7 were not useable 

due to incomplete responses and thus were excluded from the study. The overall response rate 

was 73%. Thereby, 66 questionnaire responses were used to conduct the pilot study for 

examining the reliability and validity of the constructs.  

 

SPSS 23 was used for checking the reliability and validity of the constructs of the current study. 

Cronbach’s Alpha was used to examine the reliability of the instrument. Hair et al. (2010) 

argued that the alpha value must be above 0.6 and any value below this cut off point is 

considered as poor. Values higher than 0.7 are considered as acceptable and values greater than 

0.8 are considered as good (Sekaran, 2000). Current examination of all the constructs based on 

the pre-test found Cronbach’s Alpha (α) values of between 0.760 and 0.862 which is highly 

acceptable and reliable. Based on a discussion on the questionnaire with experts, three items of 

IWE were eliminated due to their irrelevance to industry and context of study. The first expert 

is Professor Dr. Norhayatti, the ex-dean of Islamic Business School, Universiti Utara Malaysia; 

the second expert is Dr. Fareed Butt the senior lecturer at Universiti Utara Malaysia, and the 

third expert is Professor Dr. Jawad Iqbal, dean and academic expert with 15 years’ experience 

in the higher education commission (HEC) and as an academic practitioner. The experts 

suggested to remove three items from the measurement scale of Islamic work ethics as they are 

irrelevant to the basic belief in the context of the Pakistani population which consists of 97% 

Muslims.       

 

3.8 Summary 

 

The research framework of the study, measurement tool and analysis methods are described in 

this chapter. Data collection was conducted through adapted questionnaires from faculty 
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members of universities in Punjab, Pakistan. The total population of nineteen universities 

consists of 13,131 academic employees that is considered as the total population and 375 was 

suggested as sample size based on the recommendation of (Krejcie & Morgan, 1970). The 

proportionate stratified sampling method was used to select a proportionate sample from each 

university according to its population. The responses were examined and analyzed by using 

SPSS and Smart-PLS for descriptive and structural analysis, respectively. 
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CHAPTER FOUR 

 

DATA ANALYSIS 

 

4.1 Introduction 

 

The chapter presents the analysis technique including data entry, data screening, and 

descriptive analysis through using SPSS. This chapter includes the detailed analysis of 

collected data through using Partial Least Squares Structural Equation Modeling (PLS-SEM). 

The Measurement Model Assessment was used to test the validity and reliability of the 

constructs, and Structured Equation Modeling to investigate the hypothesized relationships.   

 

4.2 Data Validation and Verification 

 

This section presents the response rate, data coding and entry, and data screening for statistical 

analysis. Details are incorporated in the following subsections.  

 

4.2.1 Response Rate 

 

The employees of public sector universities including Lecturers, Assistant Professors, 

Associate Professors and professors were the sample of the present study. For the purpose of 

data collection, a total of 563 questionnaires were distributed among the sample size in the 
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Punjab province. Out of the total distributed questionnaires, 320 were returned but 12 were not 

useable due to incomplete responses and therefore excluded from analysis. The 308 useable 

responses denotes a 54.71% response rate which is considered acceptable by the American 

Association for Opinion Research (AAPOR) in social sciences (Johnson & Owens, 2003). The 

present study achieved a response rate of 55% which is considered good. The higher response 

rate demonstrates the efforts, hardworking and extra financial cost exerted by researcher in 

huge province of Punjab and Federal territory. Table 4.1 presents the response rate. 

 

Table 4.1 

Response Rate  

Location Questionnaires 

Distributed 

Returned Usable Unusable 

Punjab 304 215 197 18 

Federal Territory 

(Islamabad) 

259 115 111 4 

Total 563 330 308 22 

Rate (%) 100 58% 55% 5% 

 

 

4.2.2 Data Coding and Entry 

 

Data entry and coding is an important task for analysis. The questionnaire items must be coded 

through easily identifiable codes based on the variables and their categories. The study 

questionnaires were distributed in descriptive questions and the responses to each variable were 

grouped in separate categories for measuring the variables. Several letters were used to code 

the questions of each variable in order to recognize and measure the specific variable. For 
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example, the independent variable Scarcity of Resources was coded as SOR; Workplace 

Belongingness was coded as WPB; Machiavellianism was coded as Mach; Perception of 

Organizational Politics was coded as POP; Counterproductive Work Behavior was coded as 

CWB and Islamic Work Ethics was coded as IWE. Data coding ensures ease in understanding 

of questionnaires’ items and prevents mistakes in data entry. Afterwards, the coded data was 

entered into the SPSS (Statistical Package for Social Sciences) software. 

 

4.3 Data Screening and Preliminary Analysis 

 

Data screening and cleaning are also important in carrying out a detailed analysis. The possible 

violations of assumptions related to data analysis were carried out in this phase (Hair Jr et al., 

2014). Data cleaning and screening relates to the elimination of errors in data collection from 

respondents (Pallant, 2007). It has been observed that various errors including outliers and 

missing values may occur during data collection and entry. Outlier problems are related to 

response values falling outside the range which occur with data normality. The questionnaires 

were examined using a 5-point Likert scale where the minimum value is 01 and maximum 

value is 05; if the value falls outside the specified range, it is considered as outliers and needs 

to be corrected. The 308 usable responses were entered into the SPSS sheet and missing value 

analysis was conducted to handle missing value of data. Next, normality test was carried out to 

examine data normality. Multicollinearity was also examined through proper analysis using 

SPSS (Tabachnick, Fidell, & Ullman, 2007). 

 

 



148 
 

4.3.1 Missing Value Analysis 

 

The missing value analysis was applied through SPSS and no missing value was found. Umrani 

(2016) claimed that there is no rule of thumb for missing value remedy to construct useable 

statistical analysis. Research scholars have stated that missing values of less than 5% is not 

problematic for statistical inference. For remedy of missing value, analysis mean of nearby 

points should be used for computing the missing values (Little & Rubin, 2019). However, the 

present study did not come across any missing values; therefore, the data is considered clean.         

 

4.3.2 Treatment of Outliers 

 

Outlier’s detection is necessary for correct regression analysis to be reliable; it is an observation 

that lies in unnecessary abnormal distance of entered data from one value to other (Verardi & 

Croux, 2009). Therefore, it is necessary to identify outliers by initiating appropriate techniques 

for treatment that should not affect regression. The Mahalanobies test through SPSS was used 

for outlier detection and initial checking indicated that the data is free from any cases of 

outliers.     

 

4.3.3 Normality Test 

 

Normality test is not required for PLS-SEM as it has the ability to produce reliable estimations 

in cases of non-normal data (Reinartz, Haenlein, & Henseler, 2009; Wetzels, Odekerken-

Schröder, & Van Oppen, 2009). Normality of data is suggested through normality test before 
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inferential statistics (Hair, Sarstedt, Ringle, & Mena, 2012). Research scholars recommended 

that normal distribution of data is good for reliable results. Histogram is a commonly used 

technique for ensuring normality of data (Coakes & Steed, 2001). The value of skewness and 

kurtosis must remain between -2 and +2 for normal distribution of data (Chua, 2006). The 

present research used Histogam, skewness and kurtosis for examining data normality. The 

values for skewness and kurtosis indicate that the data is within normal and acceptable range. 

Table 4.2 below presents the normality test based on the Kolmogorov-Smirnov and Shapiro-

Wilk results. The value of Skewness is 0.166 and Kurtosis is 0.22; both statistical values are 

between the range of -2 and +2; therefore, the results of normality demonstrate that the data is 

normally distributed. Moreover, the sig values of Kolmogorov-Smirnov and Shapiro-Wilk 

must remain higher than .000; both sig values were found to be higher than zero and therefore 

the data is considered to be normally distributed. Figure 4.1 demonstrates the histogram that 

shows that the data is not fully normally distributed according to the bell curve.     

 

Table 4.2 

Test of Normality:  Skewness and Kurtosis 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistics Df Sig. Statistics df Sig 

POP .051 308 .051 .994 308 0.271 
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Figure 4.1 

Histogram of Perception of Organizational Politics  

 

Table 4.3 demonstrates the results of the normality test for the dependent variable of 

counterproductive work behavior (CWB). The sig values of Kolmogorove-Smirnov and 

Shapiro-Wilk for both tests were found to be higher than 0.000; the sig value for Kolmogorove-

Sminov is 0.015 and sig value for Shapiro-Wilk is 0.236 which therefore denote normal 

distribution of data. The statistics value for Skewness is -0.18 and for Kurtosis is -1.13; as the 

values are between -2 and +2, they therefore satisfy the normality test. Table 4.3 below presents 

the normality test. 

 

Table 4.3  

Test of Normality: Skewness and Kurtosis 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistics Df Sig. Statistics df Sig 

CWB .058 308 .015 .994 308 0.236 



151 
 

 

 

Figure 4.2 

Histogram of Counterproductive Work Behavior (CWB) dependent variable 

 

4.3.4 Multicollinearity Test 

 

‘Multicollinearity’ test examines the strength of correlation among the constructs of the model. 

It further examines the degree of relationship that exists between the independent and 

dependent variables. Field (2009) argued that high ‘multicollinearity’ between the independent 

variables overestimates regression coefficient and impacts the results by producing 

exaggerated statistical impacts of coefficients and cause unreliability. To determine the true 

influence of the independent variables on the dependent variable, it is necessary that no 

independent variable has a perfect linear relationship with another independent variable 

(Stevens, 2012). Multicollinearity exists if one or more independent constructs are highly 

associated to each other which leads to abnormal results as well as regression coefficient results 

(Hair Jr, 2006). For multicollinearity test, the correlation matrix of the exogenous constructs is 

checked during the first stage whereby the statistical value of the correlation coefficient among 
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the constructs must be equal or above 0.90 which therefore shows the existence of 

multicollinearity between the independent latent constructs (Hair et al., 2010). The second 

stage entails the calculation of multicollinearity between the variables using the Variance 

Inflation Factor (VIF) method. VIF values lower than 5.0 shows no multicollinearity among 

the variables; values greater than 5.0 shows a problem and it must be removed (Hair et al., 

2010). The results of the multicollinearity test are presented in Table 4.4 including the VIF 

values and tolerance values within the required range.        

 

Table 4.4  

Multicollinearity  

Independent Variables 
Collinearity Statistics 

Tolerance VIF 

SOR 0.727 1.289 

WPB 0.837 2.062 

MACH 0.766 1.680 

POP 0.688 2.606 

IWE 0.923 1.370 

 

 

4.4 Descriptive Analysis  

 

The present study analyzed the collected data using the descriptive technique for 

demographic variables and SMART-PLS for hypotheses testing. This section presents the 

discussion on descriptive demographic variables.  
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4.4.1 Descriptive Technique  

 

This section analyzes the non-quantified data of the respondents that are descriptive in nature. 

The profile of respondents consists of gender, education level, income, age and marital status.  

 

4.4.2 Descriptive Analysis Result  

 

SPSS was utilized for descriptive analysis for the purpose of summarizing the particulars of 

the respondents. The descriptive analysis is presented in Table 4.5 below. 
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Table 4.5 

Respondents’ profile Descriptive analysis 

Respondent Demographics          

(N = 308) 
Frequency % 

Gender  

Male 194 63% 

Female 114 37% 

Age 

25-35 146 74.4% 

36-45 108 35.1% 

46-55 45 14.6% 

56-60 09 2.0% 

Over 60 00 00 

Educational Level 

16 years bachelor 34 11% 

Masters 50 16.2% 

M. Phil/MS 165 53.6% 

PhD 59 19.2% 

Monthly Income 

Below Rs.50,000 60 19.5% 

Rs.50,000-100,000 141 45.8% 

Rs.100,001-150,000 81 26.3% 

Above Rs.150,000 26 08.4% 

Marital Status 

Single 108 35.1% 

Married 188 61% 

Divorced/widower 12 3.6% 
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4.4.3 Demographic Profile of Respondents 

 

This section describes demographic details of the respondents including gender, age, 

qualification, marital status, income level and occupation category in universities. Table 4.5 

demonstrates that out of the 308 respondents, 194 or 63% are males and 114 or 37% are 

females. In terms of age, 146 or 74.4% of the respondents are between 25 and 35 years old; 

108 or 35.1% are aged between 36 and 45 years old; 45 or 14.65% are aged between 46 and 55 

years old; nine or 2% are aged between 56 and 60 years old, and finally none of the respondents 

are aged 60 years and above.  

 

The next demographic variable is related to the respondents’ highest education qualification. 

Table 4.5 demonstrates that 34 or 11% of the respondents have undergone 16 years of 

education, 50 or 16.2% have a Master’s degree, 165 or 53.6% have an M. Phil/MS degree, and 

59 or 19.2% have a PhD. In terms of income level, 60 or 19.5% of the respondents have an 

income below 50,000 (PKR3); 141 or 45.8% of the respondents fall under the income bracket 

of between 50,000 (PKR) to 100,000 (PKR); 81 or 26.3% of the respondents fall under the 

income bracket of between 100,001 (PKR) to 150,000 (PKR), and 26 or 08.4% of the 

respondents fall under the income bracket of 150,000 (PKR) and higher. In terms of marital 

status, 108 or 35.1% of the respondents are single, 188 or 61% are married, whilst 12 or 3.6% 

are widowed or divorced. 

 

 

 

    

 
3 1US $ equals to 153.073 PKR dated 30 March 2021 
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4.5 Analysis of Data 

 

The second section of the current chapter entails the data analysis to determine the reliability 

of the constructs and the relationship among the constructs as proposed in the research 

framework through the utilization of Smart-PLS. The current section presents the discussion 

on factor analysis and hypotheses testing directly, indirectly and the moderating relationship 

among the proposed constructs of framework. The statistical results of the analysis are 

presented in the tables in the subsequent section.  

 

4.5.1 Factor Analysis  

 

The construct validity is necessary in determining that all the items of each construct measure 

the relevant intended matter. Therefore, the current study utilized the Smart-PLS to examine 

the validity of the constructs. The data was entered in Smart-PLS for factor analysis to 

determine the construct validity and model fitness. 

 

4.6 Assessment of PLS-SEM Path Model Results 

 

The current study adopted a two-stage process for estimating the results analysis through the 

utilization of PLS-SEM techniques as suggested by (Ringle, Sarstedt, Mitchell, & Gudergan, 

2018). Research scholars have previously expressed the need to use the two-stage process 

instead of the goodness-of-fit (GoF) index, as it is not recommended for model validation (Hair 

Jr et al., 2014). The present study also applied the two-stage method for assessment of model 

and reported the PLS-SEM results as recommended by (Henseler, Ringle, & Sinkovics, 2009). 

The two-stage method includes two key steps: 
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1. Assessment of Measurement Model 

2. Assessment of Structural Equation Model 

The measurement model is assessed in terms of the reliability and validity of its constructs. 

Meanwhile, the structural model assessment involves the estimation of the association between 

the independent and dependent constructs and the hypotheses testing. The structural model was 

evaluated using the bootstrapping method of Smart-PLS-SEM (Chin, 2010). Research scholars 

have suggested several criteria to assist in the assessment of the structural model using PLS 

which includes ‘significance of path coefficients’, the effect size (f2), ‘coefficient of 

determination (R2), and ‘predictive relevance (Q2)’. The steps have been recommended by 

(Hair Jr et al., 2014); Henseler et al. (2009). 
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Figure 4.3  

PLS Path Modeling Assessment (Two Step Process) 

Source: Davis (1989) 

 

4.6.1 Measurement Model Assessment  

 

The current study utilized the PLS-SEM method for testing theory; the assessment model 

entails attaining acceptable levels of reliability and validity through the measurement model. 

Ringle et al. (2018) suggested to utilize measurement model of Smart-PLS through PLS 

algorithm for satisfactory level. The assessment of the measurement model entails the 

examination of composite reliability (CR) and Cronbach’s alpha for reliability analysis (Hair 

Jr et al., 2014). The internal consistency of the items for each scale is evaluated through the 
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measurement model. The internal consistency is measured by composite reliability and 

Cronbach’s alpha. The internal consistency is examined through composite reliability that also 

determines the construct reliability. The individual reliability of the indicators of the estimated 

model is based on composite reliability which assumes that all the items have different factor 

loadings. Cronbach’s alpha presents the composite reliability of the construct (Henseler et al., 

2009). In short, the assessment entails determining the factor loading of each item for all the 

scales, the Cronbach’s alpha of each construct, the composite reliability of all the constructs, 

the average variance extracted (AVE) for all the variables and the discriminant validity. The 

assessment results for the measurement model are given in Table 4.6 below. 
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Figure 4.4 

Measurement Model Assessment: Scarcity of Resources (SOR), Workplace belongingness (WPB), Machiavellianism (MACH), Perception of organizational Politics 

(POP), Islamic Work Ethics (IWE) 
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4.6.1.1 Individual Item Reliability 

 

The distinct reliability of items is indicated through the outer loading factors of all items of 

each construct. Therefore, each item of all the constructs was considered for factor loading. 

Hair Jr et al. (2014) suggested that the loading must remain between 0.40 and 0.70 i.e. the rule 

of thumb for retaining an item. The study has 06 constructs including the independent, 

dependent, mediating and moderating variables with 66 items in total. The 06 items were 

excluded at analysis stage considering the low outer loading (0.4); thus, a total 62 items were 

retained for further analysis. Hence, 8% allowed scale were excluded for further investigation 

in SMART-PLS. In detail, 01 item was deleted from Perception of Organizational Politics 

(POP) and 01 item was deleted from Machiavellianism (MACH). Table 4.6 shows the 

measurement model assessment results for the outer loading, Cronbach’s Alpha, Composite 

reliability and average variance extract (AVE). 

 

4.6.1.2 Internal Consistency Reliability 

 

Bijttebier et al. (2000) and Sun et al. (2007) defined internal consistency reliability as the 

degree to which the same concept is measured by all items of study in a given scale. Several 

scholars have suggested to measure internal consistency reliability using Cronbach’s alpha and 

Composite Reliability (Hair Jr et al., 2014; Peterson & Kim, 2013). The current study used 

both estimators including Cronbach’s alpha and composite reliability for assessment of internal 

consistency. Previous research studies have established that an alpha value α > 0.9 is considered 

as excellent, α > 0.8 is considered as good and α > 0.7 is considered as acceptable and the 

lowest threshold limit for acceptability (Mallery & George, 2003). In addition to that, a rule of 

thumb has been suggested and recommended to decide composite reliability. Bagozzi and Yi 

(1988) and Hair, Ringle, and Sarstedt (2013) suggested that coefficient of composite reliability 
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should be 0.7 or greater in order to be acceptable. In the present study, the Cronbach’s alpha 

and composite reliability for all the constructs were found to be acceptable as they are higher 

than 0.70. The α was observed as 0.911 and composite reliability was observed as 0.923 for 

workplace belongingness (WPB), Scarcity of Resources (SOR) as 0.821 and 0.890, 

Machiavellianism (Mach) as 0.934 and 0.942, Perception of Organizational Politics (POP) as 

0.917 and 0.934, Counterproductive work behavior (CWB) as 0.895 and 0.915, and Islamic 

Work Ethics (IWE) as 0.930 and 0.937, respectively. The values for Cronbach’s alpha and 

composite reliability are presented in Table 4.6 below:  

 

4.6.1.3 Assessment of Convergent Validity 

 

Hair Jr (2006) described convergent validity as the extent to which the items of the constructs 

not only present the true proposed latent variable, but also correlate with measures of the same 

latent variable. The average variance extracted was determined for the assessment of the 

convergent validity, as acceptable threshold value for AVE must be 0.50 or higher according 

to (Fornell & Larcker, 1981). In order to attain better convergent validity, the value of AVE 

must remain higher than 0.50 for acceptability. The present research study determined the AVE 

for all the constructs including scarcity of resources (SOR), workplace belongingness (WPB), 

Machiavellianism (MACH), perception of organizational politics (POP), counterproductive 

work behavior (CWB) and Islamic work ethics (IWE). The AVE for all the constructs were 

found to be higher than 0.50 thus denoting a satisfactory level of convergent validity. 
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Table 4.6 

Factor Loading, Cronbach Alpha, Composite Reliability, Average Variance Extracted (AVE) 

Construct Indicators Loadings Cronbach 

Alpha 

Composite 

Reliability 

AVE 

Scarcity of 

Resources 

(SOR) 

SOR 1 

SOR 2 

SOR 3 

0.896 

0.907 

0.757 

0.821 0.890 0.732 

Workplace 

Belongingness 

(WPB) 

WPB 1 

WPB 2 

WPB 3 

WPB 4 

WPB 5 

WPB 6 

 WPB 7 

 WPB 8 

 WPB 9 

  WPB 10 

  WPB 11 

  WPB 12 

0.703 

0.777 

0.737 

0.711 

0.644 

0.671 

0.666 

0.627 

0.782 

0.736 

0.713 

0.713 

0.902 0.928 0.720 

Machiavellianism 

(MACH) 

Mach 1 

Mach 2 

Mach 3 

Mach 4 

Mach 5 

Mach 6 

Mach 7 

Mach 8  

Mach 9 

  Mach 10 

  Mach 11 

  Mach 12 

  Mach 13 

  Mach 14 

  Mach 16 

0.720 

0.778 

0.827 

0.775 

0.682 

0.756 

0.746 

0.791 

0.751 

0.776 

0.634 

0.677 

0.614 

0.614 

0.655 

0.934 0.942 0.522 

Perception of 

Organizational 

Politics (POP) 

 

POP 1 

POP 2 

POP 3 

POP 4 

POP 5 

POP 6 

POP 7 

POP 8 

POP 9 

  POP 10 

  POP 11 

0.775 

0.816 

0.782 

0.765 

0.729 

0.762 

0.815 

0.870 

0.829 

0.819 

0.796 

0.917 0.934 0.581 

Islamic Work 

Ethics (IWE) 

 

IWE 1 

IWE 2 

 IWE 3 

0.779 

0.785 

0.912 

0.930 0.937 0.526 
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IWE 4 

IWE 5 

IWE 6  

IWE 7 

IWE 8 

IWE 9 

  IWE 10 

  IWE 11 

  IWE 12 

  IWE 13 

   IWE 14 

0.524 

0.620 

0.645 

0.912 

0.480 

0.970 

0.913 

0.520 

0.528 

0.784 

0.594 

Counterproductive 

Work Behavior 

(CWB) 

 

CWB 1 

CWB 2  

CWB 3 

 CWB 4 

CWB 5  

CWB 6 

CWB 7 

CWB 8 

CWB 9 

  CWB 10 

  CWB 11 

 

0.647 

0.734 

0.769 

0.594 

0.857 

0.862 

0.849 

0.614 

0.722 

0.779 

0.711 

0.895 0.915 0.510 

    

 

4.6.1.4 Assessment of Discriminant Validity 

 

Research scholars defined discriminant validity as the degree to which the latent construct 

agrees with its own indicators than with other latent constructs in a structural model (Duarte & 

Raposo, 2010). Two methods were adopted in the present research for assessing the 

discriminant validity; the first instructions were based on the average variance extracted by 

Fornell and Larcker (1981) and the second cross loading suggested by (Chin, Gopal, & 

Salisbury, 1997). According to the first method suggested by Fornell and Larcker (1981), a 

comparison of the square roots of AVE for each variable and correlation of latent constructs 

was made; the rule of thumb is to use only AVE values equal to 0.5 or greater. Next, a 

comparison was made between the square root of the AVE and correlations of the latent 
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variables. The present study demonstrates that the square root of AVE is more than the 

correlations of the latent variables which achieved the acceptable discriminant validity as 

shown in Table 4.7 below. 

 

Table 4.7 

Latent Variable Correlations and Square roots of Average Variance Extracted 

  CWB IWE MACH POP SOR WPB 

CWB 0.714      

IWE -0.190 0.725     

MACH 0.362 -0.057 0.723    

POP 0.615 

 
-0.289 0.242 0.762   

SOR 
0.544 

 
-0.089 0.309 0.461 0.856  

WPB -0.013 0.010 0.319 -0.164 -0.022 0.708 

  Note: Perception of organizational politics (POP), Scarcity of resources (SOR), Workplace belongingness 

(WPB), Machiavellianism (Mach), Counterproductive work behavior (CWB) 

 

4.6.2 Assessment of the Structural Model (Direct Relationships) 

 

The structural model entails two techniques namely PLS-SEM algorithm and bootstrapping 

that were used for evaluating the relationship. The procedure includes bootstrapping with 500 

bootstraps and 308 cases for determining the significance level of the structural model. The 

procedure was adopted according to the suggestions and instructions of various previous 

studies (Hair Jr et al., 2014; Henseler et al., 2009). In the structural model, all direct hypotheses 

were tested as shown in Figure 4.5 below. The significant value is based on the t-statistics that 

must remain higher than 1.96 as threshold for acceptance and rejection of relationship between 

the constructs. Moreover, the β-value was considered for examining the direction of the 
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relationship. Figure 4.5 below demonstrates the relationship between the antecedents of 

perception of organizational politics i.e. scarcity of resources (SOR), workplace belongingness 

(WPB) and Machiavellianism (MACH) and the negative outcomes of counterproductive work 

behavior (CWB) as moderated by the variable of Islamic work ethics (IWE). 
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Figure 4.5 

Assessment of Structural Model (Direct Relationship): Scarcity of Resources (SOR), Workplace belongingness (WPB), Machiavellianism (MACH), Perception of 

organizational Politics (POP), Islamic Work Ethics (IWE) 
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4.6.2.1 Direct Relationships Explanation 

 

The current section presents the individual hypothesized relationship investigation between the 

constructs of the study. The non-significant path or opposite direction signifies that the 

hypothesized relation does not support the prior hypotheses, whereas a significant path 

empirically supports the causal relationship (Hair et al., 2013). 

 

Hypothesis 1: Scarcity of Resources significantly influences the Perception of Organizational 

Politics among academic employees in the public higher education sector of Pakistan. 

 

Table 4.8 demonstrates the relationship between Scarcity of Resources (SOR) and Perception 

of Organizational Politics (POP) which shows that SOR is significantly related to POP based 

on (β = 0.389; t-value 8.370; p<0.05). The result shows that the independent variable SOR has 

a direct effect on POP. 

 

Table 4.8 

SOR to POP 

 Relationship Path 

Coefficients 

Std. Error t-Value P-Value 

SOR→POP 0.389 0.051 8.370 0.000 

Note: Perception of Organizational Politics (POP), Scarcity of Resources (SOR) 

 

 

 



169 
 

Hypothesis 2: Workplace Belongingness significantly influences the perception of 

organizational politics among academic employees in the public higher education sector of 

Pakistan. 

 

Table 4.9 demonstrates the relationship between WPB and POP; the results show a statistically 

significant and negative relationship between WPB and POP based on t-value and p-value (β 

= -0.215; t-value = 2.900; p<0.005). It showed that workplace belongingness negatively effects 

the perception of organizational politics.   

 

Table 4.9 

 WPB to POP 

 Relationship Path 

Coefficients 

Std. Error t-Value P-Value 

WPB→POP -0.215 0.066 2.900 0.004 

Note: Perception of Organizational Politics (POP), Workplace Belongingness (WPB) 

 

Hypothesis 3: Machiavellianism significantly influences the Perception of Organizational 

Politics among academic employees in the higher education sector of Pakistan. 

 

Table 4.10 presents the result of hypothesis H3; the statistical analysis demonstrates that 

MACH has a significant relationship with POP based on (β = 0.187; t-value 3.814; p<0.005). 
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Table 4.10 

MACH to POP 

 Relationship Path 

Coefficients 

Std. Error t-Value P-Value 

MACH→POP 0.187 0.050 3.814 0.000 

Note: Perception of Organizational Politics (POP), Machiavellianism (MACH) 

 

Hypothesis 4: Perception of Organizational Politics significantly influences the 

Counterproductive Work Behavior among academic employees in public higher education 

sector of Pakistan.       

 

Table 4.11 demonstrates the relationship between POP and CWB; the result presents a 

significantly positive relationship between POP and CWB based on (β = 0.611; t-value 16.521; 

p<0.005), which is statistically significant. 

 

Table 4.11 

POP to CWB 

 Relationship Path 

Coefficients 

Std. Error t-Value P-Value 

POP→CWB 0.611 0.036 16.521 0.000 

Note: Perception of Organizational Politics (POP), Counterproductive Work Behavior (CWB) 

 

In a nutshell, table 4.12 displays the summary of relationships between the exogenous variables 

and endogenous constructs. The direct relationship indicates that Scarcity of Resources (SOR) 

has a significant relation with Perception of Organizational Politics (POP) (β = 0.389; t-
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statistics = 8.370). The result also illustrates the influence of Workplace Belongingness on 

Perception of Organizational Politics (POP) and it is reported that these constructs have a 

significant negative relation (β = -0.215; t-statistics = 2.900). The result also indicates that the 

third antecedent related to personal factor Machiavellianism (MACH) positively and 

significantly influence the Perception of Organizational Politics (POP); according to statistical 

values the results of PLS indicates that (β = 0.187; t-statistics = 3.814). The fourth hypothesis 

H4 explains a positive and significant relationship between Perception of Organizational 

Politics (POP) and Counterproductive Work Behavior (CWB), statistically (β = 0.611; t-

statistics = 16.521). 

 

Table 4.12 

Structural Model Assessment (Direct relationship hypotheses results) 
Hypotheses Relationship Path 

Coefficients 

Std. 

Error 

t-Value P-Value Decision 

H1 SOR→POP 0.389 0.051 8.370 0.000 Supported 

H2 WPB→POP -0.215 0.066 2.900 0.004 Supported 

H3 MACH→POP 0.187 0.050 3.814 0.000 Supported 

H4 POP→CWB 0.611 0.036 16.521 0.000 Supported 

Note: Perception of organizational politics (POP), Scarcity of resources (SOR), Workplace belongingness (WPB), 

Machiavellianism (Mach), Counterproductive work behavior (CWB) 

 

4.6.3 Assessment of Coefficient of Determination 

 

The predictive power of the structural model was evaluated through the coefficient of 

determination (R2 Values) of the endogenous constructs and subsequently the level of 

significance of the path coefficient was determined as suggested by (Hair Jr et al., 2014; 
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Henseler et al., 2009). Table 4.13 demonstrates the R2
 of each endogenous latent construct in 

the study.   

 

Table 4.13 

Results (R2) of latent endogenous Constructs 

 

Latent Variables R2 For Individual Variable 

POP 0.264 

CWB 0.379 

 

 

The rule of thumb states that an R2 values of 0.26 is substantial, 0.13 is moderate and 0.02 is 

weak (Cohen, 2013). Table 4.13 indicates that the exogenous constructs of SOR, WPB and 

Mach contributed 26% of the variance in perception of organizational politics (POP). 

Furthermore, the R2 of CWB was found to be substantially explained by POP at 37%. This 

means that 37% of the variance in CWB is explained by POP. The R2 of the dependent variable 

with three or more independent constructs should be at least substantial to fulfill the 

requirement of the present study (Henseler et al., 2009). 

 

4.6.4 Assessment of Effect Size 

 

The effect size of Cohen (f2) enable the researcher to assess the influence of the exogenous 

variable on the endogenous construct (Cohen, 2013). The Perception of Organizational Politics 

(POP) has three exogenous variables and the relative effect sizes f2 of the exogenous constructs 
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were calculated by utilizing the equation f2 = (R2 included – R2 excluded) / (1 – R2 included). 

R2 included and excluded represent the value of R2 in the presence of the exogenous constructs 

and by removing the constructs, respectively. The value of f2 is considered as large with a value 

of 0.35, considered as medium with a value of 0.15 and small with a value of 0.02 according 

to Cohen (2013). Table 4.14 shows the effect size f2 of SOR, WPB and Mach which are 

relatively small to medium in effect. 

 

Table 4.14  

Effect Sizes of Exogenous Latent Constructs 

R-Squared f2 Effect 

Scarcity of Resources (SOR) 0.191 Medium 

Workplace Belongingness (WPB) 0.056 Small 

Machiavellianism (Mach) 0.038 Small 

 

 

4.6.5 Assessment of Predictive Relevance (Q2) 

 

The criterion for goodness-of-fit is suggested to assess the value of ‘Stone-Geisser’s Q2’ that 

also addresses the accuracy of projection (Geisser, 1974; Hair Jr et al., 2016). The assessment 

of Q2 can be examined by utilizing the blindfolding process of PLS. There are two different 

approaches suggested for examining Q2’ value; the first approach is known as ‘cross-validated 

communality’ and the second approach is known as ‘cross-validated redundancy’. ‘Cross-

validated communality’ considers the score of constructs assessed for only the endogenous 

variables to anticipate removed data points. The cross-validated redundancy (Q2) procedure 
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indicates predictive relevance (Q2) of both the measurement model and structural model of data 

prediction. The reflective format is depicted in the framework based on all the exogenous 

constructs; the blindfold method was applied to determine the endogenous construct. For 

assessment of predictive relevance (Q2), the ‘cross-validated redundancy’ was examined as 

suggested by (Hair et al., 2012). The blindfolding method was used for assessing the Q2 value 

to determine the parameter estimates. The Q2 elucidates the quality of the overall model. A Q2 

value higher than zero indicates that the model has predictive relevance (Henseler & Chin, 

2010). It is also recommended that Q2 remain higher than zero. The present study examined 

the Q2 value and the results depicted 0.171 for counterproductive work behavior (CWB) and 

0.136 for perception of organizational politics (POP) as shown in Table 4.15 below.    

 

Table 4.15  

Construct Cross-Validated Redundancy (Predictive Relevance) 

 SSO SSE Q2 = (1-

SSE/SSO) 

Counterproductive work Behavior 3,388.000 2,808.046 0.171 

Perception of Organizational Politics 3,388.000 2,926.228 0.136 

 

 

4.6.6 Assessment of Significance of Structural Model (Moderation Effect) 

 

The moderation effect of Islamic Work Ethics (IWE) was assessed through the bootstrapping 

method of PLS which was performed with 500 bootstraps and 308 cases. The t-value of 1.96 

was taken as the threshold level for acceptance and rejection of the moderation hypothesis.  

 



175 
 

Hypothesis 5: Islamic Work Ethics moderates the relationship by (weakening) changing the 

direction of the relationship between Perception of Organizational Politics and 

Counterproductive Work Behavior among academic employees in the public higher education 

sector of Pakistan. 

 

The results of the moderation effect are shown in Table 4.16, while Figure 4.6 presents the 

moderation analysis and moderation effect of IWE between POP and CWB. The assumption 

of the investigation is that Islamic work ethics will most likely reduce the influence of POP 

among employees to become counterproductive. 

 

Hypothesis H5 investigates the moderating effect of Islamic work ethics (IWE) in the 

relationship between perception of organizational politics (POP) and counterproductive work 

behavior (CWB). Perception of organizational politics (POP) is influenced by scarcity of 

resources (SOR), workplace belongingness (WPB) and Machiavellianism (MACH) as the 

antecedents reported significant positive results. The objective of introducing an ethical 

perspective at the workplace is to reduce negative emotions such as counterproductive work 

behavior as observed in previous studies (Ahmad, 2011; Lawong et al., 2018; Murtaza et al., 

2016; Rawwas et al., 2018). To determine the moderating effect of IWE in the relationship 

between POP and CWB, the bootstrapping method was applied in PLS after the selection of 

the moderating, exogenous and endogenous constructs according to the framework. The results 

indicate that Islamic work ethics (IWE) did not moderate the relationship between perception 

of organizational politics (POP) and counterproductive work behavior (CWB). Table 4.16 

presents the results of the moderation effect of IWE between the relationship of POP and CWB 

that found to be insignificant. The statistical values demonstrate that (β = -0.025; t-value = 
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0.649; p>0.05) which means that there is no moderating effect of IWE on the relationship 

between POP and CWB.  

 

Table 4.16  

Structural Model Assessment (Moderation results) 

Moderation Effect of IWE between POP and CWB 

Hypotheses  Relationship Path 

Coefficient 

Std. 

Error 

t-

Value 

P-Value Decision 

H5 POP*IWE→CWB -0.025 0.038 0.649 0.517 Not Supported 

Note: Perception of organizational politics (POP), Counterproductive work behavior (CWB), Islamic Work Ethics 

(IWE) 

 

Table 4.16 demonstrates the moderating effect of IWE between the relationship of POP and 

CWB. The study assumed that IWE has the tendency to mitigate and reduce the negative 

emotions caused by political phenomenon. The result shows no moderation effect of IWE on 

the relationship of POP and CWB as it found to be insignificant. 
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Figure 4.6: Moderation Effect (Scarcity of Resources (SOR), Workplace belongingness (WPB), Machiavellianism (MACH), Perception of organizational 

Politics (POP), Islamic Work Ethics (IWE) as Moderator



178 
 

4.7 Summary 

 

This section summarizes the current chapter. It includes the analysis of the collected responses 

by data validation and data screening as well as the descriptive analysis based on the demographic 

profile. The analysis of data was conducted through Smart-PLS entailing the measurement model 

assessment and structural equation modelling. The measurement model assessment entails 

construct validity and reliability, convergent validity, discriminant validity, factor loading, R2, f2 

and predictive relevance Q2. The structural equation model (SEM) was used to investigate the 

relationship between the constructs and to determine the influence of the exogenous constructs 

on the endogenous construct. Table 4.17 contains the summary of hypotheses results whereby 

hypothesis H1, H2, H3 and H4 are supported but H5 i.e. the moderation effect remained 

insignificant and hence was rejected on statistical grounds. 
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Table 4.17 

Summary of Hypotheses results 

Sr# Hypotheses Description Decision 

H1 Scarcity of Resources significantly influences the Perception of Organizational 

Politics among academic employees in the public higher education sector of 

Pakistan 

Supported 

H2 Workplace Belongingness significantly influences the perception of organizational 

politics among academic employees in the public higher education sector of 

Pakistan 

Supported 

H3 Machiavellianism significantly influences the Perception of Organizational 

Politics among academic employees in the higher education sector of Pakistan 

Supported 

H4 Perception of Organizational Politics significantly influences the 

Counterproductive Work Behavior among academic employees in public higher 

education sector of Pakistan 

Supported 

H5 Islamic Work Ethics moderates the relationship by (weakening) changing the 

direction of the relationship between Perception of Organizational Politics and 

Counterproductive Work Behavior among academic employees in the public 

higher education sector of Pakistan 

Not 

Supported 

 

 

 

 



180 
 

CHAPTER FIVE 

 

DISCUSSION, CONCLUSION AND RECOMMENDATIONS 

 

5.1 Introduction 

 

This chapter discusses the hypotheses test results and subsequently presents the research 

implications, limitations and suggestions for future research. Finally, the chapter 

summarizes the study. 

 

5.2 Recapitulation of the Study 

 

The Social Exchange Theory (SET) and the Just World Theory state that every action has 

a reciprocal reaction. The theoretical assumption is that every phenomenon has its 

outcomes and as such the perception of organizational politics can lead to certain reactions 

at the workplace. This study aims to investigate the effect of the antecedents including 

scarcity of resources (SOR), workplace belongingness (WPB) and Machiavellianism 

(MACH) on the perception of organizational politics (POP) and to determine the negative 

outcomes of political activities including counterproductive work behavior (CWB). The 

necessary data was collected from the higher education sector (Public sector Universities 

of Punjab and Federal Territory, Pakistan). A total of 500 questionnaires were distributed 
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whereby upon their return only 308 were usable i.e. with complete responses. The data was 

analyzed using SPSS and PLS-SEM at a significance level of 0.05 i.e. the critical level for 

testing the study hypotheses. Four hypotheses were formed to determine the relationships 

between the exogenous and endogenous constructs of the framework. All the direct 

hypotheses were found to be significant with empirical support. On the other hand, the 

moderation hypothesis surprisingly depicted the insignificant role of IWE in the 

relationship between POP and CWB; hence, the hypothesis is rejected.  

 

The next section entails a detailed discussion on the hypotheses testing. Significant 

relationships are discussed in full, insignificant relationships are partially justified as no 

conclusion can be drawn due to the absence of evidence of the existence or non-existence 

of relationship (Lane, 2011).            

 

5.3 Discussion on Hypotheses Testing  

 

This section discusses the results of the hypotheses testing to derive the findings of the 

study while linking them to the underpinning theories and drawing similarities or 

contradictions with previous studies. Also discussed is the direct relationship between 

scarcity of resources, workplace belongingness, and Machiavellianism with the perception 

of organizational politics and Islamic work ethics and perception of organizational politics 

with counterproductive work behavior. The moderation effect of Islamic work ethics in the 
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relationship between the perception of organizational politics and counterproductive work 

behavior is also presented in the following section.  

 

5.3.1 Scarcity of Resources and Perception of Organizational Politics    

 

The detailed literature review of the present study had suggested several influential 

variables that instigate political phenomenon at the workplace and negatively affect the 

behavior of employees. Hypothesis H1 addresses the association between scarcity of 

resources and perception of organizational politics. The data was collected from employees 

in public sector universities in Punjab, Pakistan to examine the relationship. The results of 

hypothesis H1 indicate that scarcity of resources (SOR) influences the perception of 

organizational politics (POP) as demonstrated by the structural equation model in PLS. The 

results were evaluated on the basis of the t-value, p-value and β observed as 0.389, 8.370 

and 0.000, respectively. This result shows that there is a significant relationship between 

SOR and POP; the relationship direction was found to be positive indicating that scarcity 

of resources increases when political activity takes place due to limited resources and 

employees indulging in political activities.  

 

Bhatnagar (2007) reported that limited resources lead to political activity at the workplace 

and that scarcity of resources such as promotion opportunities create an uncertain 

environment that instigates the thoughts for protection of self-interest. The protection of 
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self-interest at the cost of others is considered as a political activity (Gotsis & Kortezi, 

2010). The results of present study are in line with the findings of Poon (2003) that depicted 

that scarcity of resources instigate political phenomenon at the workplace. Several other 

previous studies also found that scarcity of resources causes negative emotions, behavior 

and attitude including dissatisfaction, turnover, stress and negligent behavior (Bodla & 

Danish, 2009; Javed & Ishak, 2019; Rawwas et al., 2018). The results of the present study 

also supports the findings of Karadal and Arasli (2009) which suggest that lack of growth 

opportunities, increased competition and lack of advancement opportunities lead to the 

allocation of resources to close groups, relatives and friends which is considered an act of 

protection of self-interest. The protection of self-interest at the cost of the organization or 

others is already established as a political phenomenon. Ahmed (2018) also reported 

similar results in private colleges in Pakistan that lack resources in terms of advancement 

opportunities which lead towards the protection of self-interest and political phenomenon 

that instigate the perception of organizational politics.  

 

The results of the present study support prior studies which indicate that scarcity of 

resources instigates the perception of organizational politics at the workplace due to limited 

resources such as lack of promotional opportunities, insufficient remuneration packages 

and physical resources which increase the internal group association and favoritism to 

acquire the resources. The result of the hypothesis is significant because Pakistani public 

universities have been facing a shortage of resources due to lack of funds and governmental 

interest.   
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5.3.2 Workplace Belongingness and Perception of Organizational Politics 

 

Workplace belongingness refers to the strong desire to maintain interpersonal attachment; 

it is also described as perceptual assessment of an individual in a society. Previously, sense 

of belongingness was defined as an individual’s experience of involvement in an 

environment as an integral part and system of environment (Baumeister & Leary, 1995). 

 

The purpose of the study was to introduce the newly established construct ‘workplace 

belongingness’ (WPB) under the work/environment category of antecedents of POP. The 

present study is a pioneer in explaining the relationship between WPB and POP. The study 

claims that association at workplace explains the involvement of an individual at the 

workplace and its relationship with the perception of organizational politics. It is argued 

that a higher level of involvement at the workplace will negatively affect political activity 

at the workplace, as closed association creates a sense of belongingness that is assumed as 

inverse of self-interest. The results of the hypothesis showed interesting results as 

hypothesized that workplace belongingness negatively influences the perception of 

organizational politics. The results were revealed to be statistically significant with a β 

value of -0.215, t-value of 2.900 and p-value of 0.004; the negative β shows the direction 

of the relationship. Therefore, a negative significant relationship exists between workplace 

belongingness and perception of organizational politics. Although the present study is a 

pioneer in determining the direct relationship between WPB and POP, similar results have 

already been published in the study of (Javed & Ishak, 2019). 
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The result of hypothesis H2 was found significant based on the argument that the more an 

individual is associated with the workplace the lesser the chance to play politics that harm 

the organization. The higher the workplace belongingness level the lesser the chance to 

protect self-interest at the cost of the organization. Hence, universities must devise 

strategies to develop strong workplace associations and belongingness to reduce negative 

emotional consequences.     

 

5.3.3 Machiavellianism and Perception of Organizational Politics             

 

Machiavellianism is described as a personality trait that instigates political activity at the 

workplace to protect self-interest. Previous studies have depicted that personality trait 

Machiavellianism influence workplace environment to be political as result of self-serving 

behavior (Ishak, 2016a; Rosen & Levy, 2013). Machiavellianism is considered as a ruthless 

personality trait of which aim is to fulfill self-interest at the cost of others or the firm. 

Employees with a high level of Machiavellianism are observed to be more participative in 

political games at the workplace (Ferris et al., 2017). 

 

The result of the present study depicted a positive relationship between Machiavellianism 

and perception of organizational politics which suggests that the personality trait of an 

individual can instigate political activities. The results show a β value of 0.187, t-value of 

3.814 and p-value lower than 0.05 which shows a statistically positive and significant 
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relationship; thus, the hypothesis is accepted. The results of the present study are in line 

with that of several other past studies (Baloch et al., 2017; Cohen, 2016; Dahling et al., 

2009; Javed & Ishak, 2019; Riaz, 2013). On the contrary, the low impact of 

Machiavellianism on workplace political behavior has been identified by school principals 

in Malaysia. The personality trait was found to be the most striking variable instigating the 

perception of organizational politics at the workplace. This means that individuals with a 

higher level of Machiavellianism have greater focus to protect their self-interest at the 

workplace and participate in political games to gain control and influence decisions for 

their personal interest. The insignificant or low impact on POP may be due to the biased 

responses of the respondents to hide their dark personality trait (Ishak, 2016a). The results 

of the present study found a positive significant influence of Machiavellianism on POP 

among Pakistani HES. 

 

Hypothesis H3 shows the importance of personality trait of employees in instigating a 

workplace that is politically charged. Previous literatures on Machiavellianism define it as 

a dark personality trait and one of the most striking constructs to drive the perception of a 

politically-charged workplace. Currently, internal politics in public sector universities in 

Pakistan is evident; therefore, academic employees of universities possess the political 

personality trait and considered as Machiavelli causing them to perceive their work 

environment as political which in turn instigates negative emotions and behavioral 

consequences such as counterproductive work behavior.     
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5.3.4 Perception of Organizational Politics and Counterproductive Work Behavior  

 

The political phenomenon at the workplace instigates employees to participate in political 

activities for self-interest protection at the cost of others. A politically-charged work 

environment produces negative influences and devastating outcomes that negatively 

impact firms. It has been found in various studies that a politically-charged working 

environment instigates negative outcomes including dissatisfaction, anxiety, depression, 

turnover intention, negligent behavior, absenteeism, decreased commitment, stress, 

frustration, low performance and negligence (Baloch et al., 2017; Bodla & Danish, 2009; 

Ferris et al., 2009; Poon, 2003; Rawwas et al., 2018). 

 

The findings of the present study as stated in the previous section indicate that the 

perception of organizational politics (POP) positively influences counterproductive work 

behavior (CWB) as β = 0.611, t-value = 16.521 and p-value = 0.000. The findings of the 

present study are in line with that of previous studies (Khan et al., 2013; Luqman et al., 

2015; Malik et al., 2019). A high level of perception of organizational politics among 

employees instigates negative emotions and negative behavioral outcomes as stated earlier. 

The findings of the present research are contrary to that of Vigoda-Gadot and Kapun (2005) 

which reported an insignificant relationship between POP and counterproductive work 

behavior in the Western context. The result of the present study supports the findings of 

previous studies that a higher level of perception of organizational politics (POP) instigates 

negative behavioral outcomes such as counterproductive work behavior. 
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Hypothesis H4 demonstrated significant results as perception of organizational politics 

instigate counterproductive work behavior among academic employees of public sector 

universities in Pakistan. Previous literatures also reported that perception of organizational 

politics causes negative emotional behavior and the current study reported significant 

results based on the collected data. This means that academic employees perceive the 

workplace environment as political which in turn causes negative consequences. It is 

evident from various reports that political activities affect the hiring of new employees, 

resources acquisition, favoritism, lack of organizational justice and protection of self-

interest. Therefore, perception of organizational politics instigates counterproductive work 

behavior among academic employees in public sector universities.         

 

5.3.5 Islamic Work Ethics and Counterproductive Work Behavior (Moderation)  

 

Islamic work ethics refer to religious obligations at the workplace in performing tasks; the 

roots of IWE can be traced back to the teachings of the Quran as delivered by Prophet 

Muhammad (PBUH) that provides guidance in all aspects of social life (Khan et al., 2015). 

The teachings of Islam direct its followers to be loyal, honest and responsive towards their 

duties as the construct initially introduced by Ali (1992). The current study examined the 

moderating role of Islamic work ethics to mitigate the negative impact of political 

phenomenon at the workplace. The study also incorporated the discussion on direct 

relationship and influence of IWE on negative emotions as indicated in literature.  
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The empirical evidences depicted that IWE instigates devastating emotional behaviors 

(Elbanna, 2016; Eldor, 2017; Javed & Ishak, 2019; Rawwas et al., 2018). Prior studies 

reported that Islamic values prevent employees from indulging in negative behaviors such 

as negative emotions, deviance, unethical acts, intention to leave jobs, whistle blowing and 

counterproductive work behavior. Previous studies also established that unethical 

behaviors distract employees from organizational goals; therefore, ethical concern needs 

to be introduced to prevent them from indulging in negative behaviors. A higher level of 

Islamic work ethics enables employees to control their negative emotions, as the present 

study assumed to reduce counterproductive work behavior.  

 

The study intends to examine the moderating role of Islamic work ethics in the relationship 

between perception of organizational politics (POP) and counterproductive work behavior 

(CWB). Previously, the direct relationship between Islamic work ethics and 

counterproductive work behavior (CWB) was also discussed on the basis of previous 

literatures which found the relationship to be negatively significant. Previous studies have 

recommended ethical concerns and Islamic work ethics as influential moderating 

constructs that can play a significant role in mitigating negative emotions and 

counterproductive work behaviors due to political activities at the workplace (Rawwas et 

al., 2018). 

 

The results of the present study in determining the moderating role of Islamic work ethics 

in the relationship between perception of organizational politics (POP) and 
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counterproductive work behavior (CWB) among employees in the higher education sector 

in Punjab, Pakistan are rather interesting. The study assumed that Islamic work ethics 

(IWE) negatively influence negative emotions, behavior and counterproductive work 

behavior that may rise due to higher levels of perception of organizational politics. The 

study intends to determine the moderating role of IWE between POP and CWB which is 

assumed to result in a negative direction or mitigate influence of perception of 

organizational politics (POP) on counterproductive work behavior (CWB). The results of 

the moderating effect demonstrated a β value of -0.025 indicating a negative relation due 

to involvement of IWE. Previous direct investigations depicted a positive significant 

influence of POP on CWB, but after moderation the direction of the relationship is altered 

as assumed. Furthermore, the t-value of 0.649 and p-value of >0.05 indicated that no 

moderation effect has been observed by Islamic work ethics (IWE) between the 

relationship of perception of organizational politics (POP) and counterproductive work 

behavior (CWB) based on the statistical figures. Therefore, the moderating hypothesis H5 

is rejected based on statistical values.   

 

The prior studies have that depicted a negative relationship between IWE and turnover 

intention and adverse emotions instigated by political activities at the workplace.  

However, the results of the present study contradict the results of Rawwas et al. (2018) that 

indicated significant moderation effect of IWE between the perception of organizational 

politics and negative emotions. On the other hand, the results of the present study are in 

line with the findings of Khan et al. (2015) that has reported no moderation effect of Islamic 

Work Ethics (IWE) between the relationship of organizational justice and job satisfaction 
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and involvement. The findings of the present study however contradict the findings of 

Rawwas et al. (2018) who found that IWE moderates the relationship between the stressors 

and job satisfaction, whereas workplace stressor was described as political activities by 

(Bodla & Danish, 2009). 

 

The moderation role of Islamic work ethics (IWE) was not observed in the relationship 

between perception of organizational politics (POP) and counterproductive work behavior 

(CWB) among employees in the higher education sector in Punjab, Pakistan. The possible 

reason of the insignificant moderation role of Islamic work ethics in the relationship 

between perception of organizational politics (POP) and counterproductive work behavior 

(CWB) is due to higher level of political activities. The higher level of political games as 

discussed in the problem statement is due to the intention of employees to gain scarce 

resources including promotions and advancement opportunities which are only available 

for closed group members. Therefore, employees indulge in negative emotions and 

counterproductive work behaviors at the workplace where they ignore religious and ethical 

values due to an unjust and ambiguous working environment. Furthermore, the higher 

education sector could not gain association and create a sense of workplace belongingness 

among employees to reduce negative emotions. A highly politically-charged working 

environment instigates political activities and creates higher Machiavellianism dark 

personalities that participate in political games for self-interest protection. When 

employees perceive a higher level of organizational politics, they ignore Islamic ethical 

concerns and indulge in negative emotions and behaviors. 
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The insignificant moderating role of IWE can be justified by the study of Khan et al. (2015) 

that depicted insignificant role of IWE in the relationship between justice and job 

satisfaction and involvement. The research was conducted in the Pakistani context and the 

findings of the moderation hypotheses found to be contrary to expectations. The study 

stated that lower levels of Islamic work ethics adversely result in negative emotions, but 

higher levels of IWE are not affected by an unjust environment at the workplace. 

Furthermore, a lower concern with IWE among employees is expected to result in negative 

behaviors at the workplace due to stress and an unjust working environment. Pakistan was 

found to have higher power distance and collectivism as cultural dimensions, whereas 

Islamic ethical concern is considered as an individual concern.  

 

The insignificant moderation role of IWE has been reported in the relationship between 

perception of organizational politics and counterproductive work behavior that is contrary 

to the assumption of the study. The root cause can be related to the study of Khan et al. 

(2015) which state that due to cultural issues, the sample employees ignore the importance 

of Islamic ethical concerns due to a highly politically-charged workplace that can be related 

to an unjust environment. Islamic work ethics alter the relationship between perception of 

organizational politics and counterproductive work behavior, but remain insignificant due 

to lack of interest and awareness of academic employees or pressure of internal political 

activities that a large number of employees ignores the religious obligations towards 

workplace.  
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5.4 Contributions of the Study 

 

This section discusses the theoretical, practical and methodological contributions and 

implications of the study.  

 

5.4.1 Theoretical Contributions  

 

The theoretical significance of the study was presented in chapter 1. The contribution of 

the study is considered as the most important and crucial section of any research as it 

decides the novelty of the study and its impact theoretically. The theoretical contributions 

of the study can be judged through multiple ways of explaining the relationship between 

the constructs under political phenomenon at the workplace. The theoretical worth of the 

present study is established based on the social exchange theory by following the rule of 

reciprocity and explanation of relationship between the antecedents and outcomes of the 

perceived political phenomenon at the workplace.  

 

Many past studies have empirically examined the relationships of multiple antecedents of 

perception of organizational politics (POP) including, Organizational Climate (O'connor 

& Morrison, 2001), Trust (Poon, 2003), Organizational Size (Fedors et al., 1998), 

Hierarchal level (Muhammad, 2007), Distributive and Procedural justice (Rosen et al., 

2009), Participation & Relationship (Buenger et al., 2007; Riaz, 2013), Role Ambiguity 
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(Muhammad, 2007; Poon, 2003), Role Conflict (Riaz, 2013), Uncertain Work 

Environment (Muhammad, 2007; Parker et al., 1995), Work Locus of Control (O'connor 

& Morrison, 2001), Skill Variety (Ferris & Kacmar, 1992), Machiavellianism (Buenger et 

al., 2007; O'connor & Morrison, 2001; Riaz, 2013), Age & Gender (Buenger et al., 2007; 

Ferris & Kacmar, 1992; Muhammad, 2007), Favoritism (Ahmed, 2018; Daskin & Tezer, 

2012), Manager’s Autonomy & Strategic Control (Elbanna, 2016), Scarcity of Resources 

(Ahmed, 2018; Muhammad, 2007; Poon, 2003) and accountability with political skill and 

performance (Hochwarter, Ferris, Gavin, et al., 2007). Researchers have recommended to 

include more antecedents to POP as it is a cultural phenomenon, so that more antecedents 

may influence organizational politics (Elbanna, 2016). However, various crucial factors 

have been overlooked so far that needed to be empirically examined. The current study 

empirically examined such antecedents of the perception of organizational politics that 

causes counterproductive work behavior.   

 

There are various factors that inflate political activities at the workplace caused by external 

uncontrollable acts including lack of government interest and funds for the higher 

education sector. The lack of funds leads to the scarcity of resources at the organizational 

level thus causing employees to indulge in striving to gain control over limited resources. 

The literature has reported that scarcity of resources accelerate negative emotional 

outcomes at the workplace including stress and increased turnover intention as reported by 

Poon (2003). There is paucity of literature on scarcity of resources at educational institutes 

that originate political perception and negative behavioral upshot. The researcher comes 

across only one study that highlighted scarcity of resources along with favoritism that 
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predict political phenomenon at the workplace (Ahmed, 2018). However, this current study 

empirically supported the link between scarcity of resources and turnover intention through 

political perception at workplace, but this is crucial factor at higher educational sector, so 

this current study is expected to fill the gap that still exists in literature i.e. the notion that 

limited resources affect the level of perception of organizational politics which leads to 

negative emotional consequences.  

 

The current study claims to be one of the pioneers in explaining and empirically examining 

the relationship between scarcity of resources and perception of organizational politics in 

the higher education sector in Pakistan.   

 

The present study contributes to the body of knowledge by explaining and empirically 

examining the relationship between workplace belongingness and perception of 

organizational politics. The study contributes theoretically by introducing the newly 

established construct ‘workplace belongingness’ under the category of job/work 

environment of POP model developed by Ferris (1989). The association with workplace, 

loyalty and commitment at the workplace is expected to generate interesting results 

towards the perceptual phenomenon of politics that instigate detrimental negative 

behavioral outcomes. Previous literatures presented various factors that predict 

organizational environment in investigating the role of organizational climate (O'connor & 

Morrison, 2001), role conflict (Riaz, 2013), role ambiguity (Muhammad, 2007; Poon, 
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2003), favoritism (Ahmed, 2018; Daskin & Tezer, 2012), and uncertain working 

environment (Muhammad, 2007).    

 

Previous studies have overlooked the influence of affiliation at the workplace in predicting 

the various outcomes, so the present study fills that gap by explaining and empirically 

examining the relationship between workplace belongingness and perception of 

organizational politics. The current study bridges the existing gap in literature to explain 

the political perceptual phenomenon at the workplace based on the POP model. Jena and 

Pradhan (2018) conceptualized and validated ‘workplace belongingness’ and developed a 

scale or construct to assess the relationship need at the workplace. 

 

The study also contributes theoretically by explaining the role of the Machiavellianism 

personality trait in driving the perception of a politically-charged work environment and 

acts for protection of self-interest. Furthermore, the study empirically examined the 

negative and detrimental outcomes such as counterproductive work behavior that are 

instigated by political activities at the workplace. A number of studies have been conducted 

in diverse sectors and countries including Malaysia (Ishak, 2016a), China (Baloch et al., 

2017), United states (Dahling et al., 2009), Taiwan (Chen, 2010) and Pakistan (Javed & 

Ishak, 2019; Riaz, 2013). Past literatures have established concrete findings that 

personality traits influence the perception of employees at the workplace such as being 

political and actively involved in political activities for self-interest protection. It has been 

observed that Machiavellianism is one of the main factors that instigate political 
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perception; however, personality traits differ on the basis of cultural aspects of countries 

and industries. Therefore, a fresh and more recent outlook is required to assess the 

Machiavellianism trait of academic staff in universities in Pakistan to explain the 

perception of organizational politics that further leads to counterproductive work behavior. 

The present study is a pioneer in determining the influence of scarcity of resources (SOR), 

workplace belongingness (WPB) and Machiavellianism (MACH) on perceptual 

phenomenon of politics among employees with negative behavioral outcome as 

counterproductive work behavior. 

 

The present study incorporated religious ethical behavioral concerns to assess the 

workplace environment among Muslim community that is assumed to reduce negative 

emotional outcomes. The study assumes that Islamic work ethics are likely to play an 

important moderating role in reducing negative outcomes of higher perception of 

organizational politics. Previous literatures have empirically proven that various 

moderating variables including management control, understanding, accountability and 

ethical values mitigate the negative impact of political perception among employees. 

Previous studies have examined the relationship between Islamic work ethics and negative 

behaviors including turnover intention, negligent behavior, lower performance and 

dissatisfaction of employees. The studies reported negative relationship and found that 

Islamic work ethics reduce the negative emotions that occurred due to various workplace 

stressors (Rawwas et al., 2018). 
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The current study investigated the moderation role of IWE in the relationship between 

perceptions of organizational politics and counterproductive work behavior among 

academic staff of universities in Pakistan. Previous empirical evidences have reported that 

Islamic perspective of ethical concerns alters the direction of relationship between 

perception of organizational politics and negative emotions. It has been reported that 

transcendence or ethical values moderate the relationship between political phenomenon 

and its detrimental outcomes based on cognitive process (Lawong et al., 2018). The study 

reported that transcendence reduce the negative impact of political perception by reducing 

job tension, emotional exhaustion and frustration. Another study explored the significant 

moderation effect of Islamic work ethics in mitigating the detrimental outcomes of 

perception of organizational politics (Rawwas et al., 2018).  

 

On the contrary, insignificant findings have been reported that IWE has no moderation role 

in the relationship between perceptual political perception and negative outcomes (Khan 

et al., 2015). Hence, it was found that the moderation role of IWE remained inconclusive 

due to the mixed findings. Therefore, the current study investigated the moderation effect 

of IWE and claims contribution to the body of knowledge by explaining the relationship 

between perception of organizational politics and counterproductive work behavior among 

academic employees in the higher education sector in Pakistan. The current research 

addressed the theoretical and empirical gaps concerning the moderating role of IWE in the 

relationship between perception of organizational politics and counterproductive work 

behavior.              
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5.4.2 Practical Contribution          

 

There are several implications of the current study for the higher education commission, 

university management, and academic employees of universities as well as for 

policymakers and strategists to stress upon crucial factors that cause detrimental outcomes. 

The findings and practical contribution of the study provide benefits to the stakeholders of 

higher education sector to reduce negative devastating impacts that can occur due to 

internal political activities that increase the perception of organizational politics among 

employees. The study provides a clear identification of crucial factors that increase the 

perception of organizational politics among employees which in turn lead to negative 

emotional outcomes.  

 

The higher education sector is considered as highly contributive in human capital 

development and plays an important role in economic growth, innovative initiatives, 

research capabilities enrichment, as well as enhancement of knowledge, skills and abilities 

(Kiani, 2010). It has been established that political activities in the educational sector have 

impeded performance and progress that instigated negative emotions at the workplace. 

Research scholars have highlighted that political activities at the workplace negatively 

impact the trust and knowledge among employees to protect self-interest (Aslam et al., 

2019). Moreover, employees of education sector observed to be indulged in 

counterproductive work behavior as psychological issues has been raised as linked with 

political phenomenon and importantly emotional intelligence and negative emotions are 

evident (Ahmad et al., 2017; Manzoor, 2015).  
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The Pakistani higher education sector has been continuously reported for its injustice 

among employees, non-productivity, lack of performance and contribution, deviance 

behavior, bullying and absence with negative emotions. These issues require immense 

attention to be addressed and resolved along with the identification of the antecedents of 

perception of organizational politics that lead to negative behaviors (Khan et al., 2020; 

Sarwar et al., 2020). Further, it has been reported that the higher education sector has 

observed political activities that causes various negative outcomes including incivility, job 

insecurity and workplace conflicts conflict (Zahoor et al., 2019). Researchers have 

highlighted that various factors cause political activities including personality, 

organizational factors and work environment factors based on POP model (Baloch et al., 

2017). The employees in the education sector have been facing higher level of stress that 

negatively impacts their performance and causes anxiety, unpleasant feelings and mental 

health disturbance (Haq et al., 2020). Political acts at the workplace have been stated as 

workplace stressor by (Danish et al., 2014). The employees establish their group 

associations to gain unsanctioned benefits including promotions, manipulation, and 

impeding the progress of counterparts that indicate higher level of political activities at 

work place that further prompt negative emotional outcomes (Khan & Hussain, 2016). 

 

The various negative emotional behavioral issues have been reported in the higher 

education sector of Pakistan that is linked with ineffective and inefficient management, 

reluctant behavior for adoption of change, lack of innovative initiatives, lack of knowledge 

contribution and poor progress that affect the performance (Rasool et al., 2019). The 

findings of the present study are expected to assist the higher education sector 
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(Universities), government and Higher Education Commission (HEC) in terms of strategic 

planning to address workplace issues that cause negative behavioral outcomes specifically 

related to organizational political phenomenon. Some of the important implications are 

given below. The findings of the study indicated that perception of organizational politics 

is caused by different factors, generally based on organizational factors, work environment 

factors and personality factors as suggested in the POP model (Ferris et al., 1989). The 

current study incorporated antecedents in each category based on the POP model; the 

organizational factor included scarcity of resources at organization level, workplace 

belongingness in category of work environment factors and Machiavellianism under the 

category of personality. The study integrated the counterproductive work behavior of 

employees due to higher perception of organizational politics as consequences based on 

the POP model. 

 

Practically, employees perceive working environment based on various factors such as 

organizational, work environment and personality factors as suggested in the POP model. 

Firstly, scarcity of resources in an organization influences the perception of organizational 

politics due to intention to gain control over limited resources including advancement 

opportunities and benefits. The employees get involved in political activities for protection 

of self-interest and to access the limited resources which negatively impact the employees’ 

behavior and cause increased turnover intention, lower performance, injustice, depression 

and anxiety, deviance and counterproductive work behavior. The results of the study 

reported positive significant relationship between scarcity of resources and perception of 

organizational politics which shows that limited resources cause negative emotions among 
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employees due to protection of self-interest. The university management, government and 

higher education commission (HEC) may benefit from the findings of the current study to 

eradicate the scarcity of resources by appropriately supplying and allocating resources 

among employees to avoid any kind of cartel and political pressure groups as seen 

practically in the higher education sector in Pakistan.   

 

Secondly, workplace belongingness plays a critical role in determining the level of 

perception of organizational politics among employees. The study expected that the higher 

the workplace belongingness the lower the perception of organizational politics; the current 

study incorporated the construct under the category of work environment factors. The 

results of the current study reported a negative significant relationship between workplace 

belongingness and perception of organizational politics which shows that association with 

workplace lower the perception of organizational politics, hence lesser chances for the 

employees to indulge in negative emotions such as counterproductive work behavior. 

Policymakers of the higher education sector and university management should use the 

result of this study to devise policies that create workplace belongingness and associations 

to eliminate any kind of organizational politics and negative emotions. 

 

Thirdly, the findings of the study depicted that personality traits are very important in 

determining the perception of organizational politics that further leads towards negative 

emotions. Machiavellianism was incorporated in the current study as a personality trait that 

influences the perception of organizational politics and causes negative emotions such as 

counterproductive work behavior. Practically, personality traits are important in assessing 
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the political perception of employees as Machiavellianism is observed as the most striking 

factor causing employee involvement in political activities. The results of the study 

reported that people with higher Machiavelli personality level perceive workplace 

environment more political due to involvement in political activities. The education sector 

can benefit from the result of this research through the initiation of training sessions and 

psychological assessments on employees to reduce the Machiavellianism perspective. 

 

Fourthly, the findings of the study suggested that ethical perspective is one of the key 

factors at the workplace and perceptual political phenomenon. Islamic perspective of work 

ethics can reduce negative emotions due to political activities and perception of 

organizational politics. The study reported that perception of organizational politics among 

employees influences the counterproductive work behavior and that Islamic work ethics 

can play an important role in reducing negative emotions caused by political activities at 

the workplace. Therefore, Islamic work ethics is an important factor that plays a crucial 

role in human behavior and must be considered equally while assessing the political 

perception at the workplace. The higher education commission and university management 

must create awareness about Islamic work ethics through training and counseling sessions 

to eradicate negative emotions. This will provide awareness and wisdom to employees 

about the significance of religious ethics in behavioral aspect at the workplace. This will 

help in preventing counterproductive work behavior even in the presence of workplace 

stressors such as organizational politics. The results of the study demonstrated that Islamic 

work ethics reduce negative emotions, such as the relationship between perception of 

organizational politics and counterproductive work behavior is observed to be significantly 
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positive and moderated by Islamic work ethics by changing the direction of the 

relationship. However, the moderating effect was not significant, which is contradictory to 

the findings of previous studies. Hence, there is a dire need to conduct training sessions 

and seminars to create awareness about religious-based ethical concerns among employees 

to exterminate negative emotions.  

 

In a nutshell, organizational political phenomenon is evident in public sector universities 

in Pakistan and negatively impacts the behaviors of employees. The perceptual 

phenomenon of politics is based on antecedents and consequences such as scarcity of 

resources, workplace belongingness and Machiavellianism which influence the perception 

of politics among employees and further instigates negative behavioral consequences such 

as counterproductive work behavior as incorporated in the present study. Practically, 

policymakers and universities must ensure a sufficient supply of resources to be distributed 

transparently as scarcity of resources positively influences the occurrence of political 

activities that lead to counterproductive work behavior. Similarly, appropriate initiatives 

must be taken to enhance the association of employees towards the workplace and prevent 

them from indulging in political games and counterproductive work behavior. The 

personality assessment is necessary in determining the workplace environment because 

Machiavellianism was found to be the most striking variable influencing the perception of 

organizational politics and negative emotions. Therefore, it is necessary to assess the 

personality of academic employees in the higher education sector to determine the 

perception of politics. The management must be able to initiate personal and professional 

development programs to reduce the personality impact that is inclined towards political 
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activities. Finally, the moderating role of Islamic work ethics was assessed to reduce the 

impact of organizational politics on counterproductive work behavior that changed the 

direction of the relationship but remained insignificant. Therefore, university management 

must establish training and awareness sessions and seminars to highlight the value of 

Islamic obligations in order to reduce negative emotions.  

 

5.5 Implications of the Study 

 

This section presents several practical implications for the higher education public sector 

specifically for the higher education commission, university management, Vice 

chancellors, head of departments and directors. The findings of the research provide 

grounds for policy implications about workplace environment and organizational politics 

which influence the behavior of employees. The study focused on the antecedents of the 

perception of organizational politics that causes negative emotional behavior of employees 

that harm the education sector. The study helps the management of public sector 

universities to manage the supply of resources by focusing on equal career development 

opportunities for employees and allocation of equally justified resources among employees 

to avoid conflict that influence the perception of organizational politics that further cause 

counterproductive work behavior. 
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It is evident from the findings of current study that public sector universities are politically 

polluted due to internal conflicts and workplace environment that causes negative 

activities. A strong association with the workplace reduces the perception of organizational 

politics. Therefore, it is highly recommended for public sector universities’ management 

and higher education commission to take sufficient measures to gain employees’ 

commitment and association towards the workplace by offering organizational justice, 

progression opportunities, growth and promotion, effective and fair performance 

management and attractive remuneration packages. The lack of workplace belongingness 

causes weak relationship and association of employees towards their workplace that further 

instigate negative emotions such as counterproductive work behavior. Appropriate 

measures must be taken by providing unbiased, neutral and fair workplace environment to 

enhance workplace belongingness among the academic staff and to reduce the perception 

of organizational politics that instigate counterproductive work behavior. 

 

Personality traits play a vital role in determining the employees’ perception of the 

organization and their indulgence in negative emotions that harm the organizations. 

Machiavellianism was found to be one of the key personality traits that influence the 

perception of organizational politics and further prompt counterproductive work behavior. 

In the light of findings, it is highly recommended for the public higher education sector to 

conduct personality assessment workshops for the academic staff to identify potential 

Machiavelli personalities and develop policies to neutralize workplace stress through the 

effective formalization of rules and regulations. The personality assessment of academic 
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employees must be taken on a regular basis in order to avoid any negative emotions because 

Machiavellianism is a dark personality trait (Baloch et al., 2017).  

 

Moreover, the study incorporated the moderation role of Islamic work ethics due to the 

potential lack and dilemma of ethical considerations among employees in the universities 

in Pakistan. The study argues that Islamic work ethics mitigate the negative impact of 

perception of organizational politics on behavioral consequences such as 

counterproductive work behavior in the current research. Previous studies have embarked 

on the development of ethical codes for accountants towards credibility and integrity of 

information. The findings of the current study depicted that Islamic work ethics has the 

potential to change the direction of the relationship by weakening the negative impact of 

perception of organizational politics on counterproductive work behavior.  

 

However, the significance level of moderation remained low but ethical perspective among 

academic employees must be prioritized by developing a code of conduct. The workshops 

must be conducted to create awareness and to enhance the sense of realization of ethical 

concerns based on religious beliefs. Workplace policies must be incorporated to identify 

the causes of unethical behavior whilst Islamic perspective of ethics for academic 

employees must be devised to resolve the issue of low ethics. The higher education 

commission of Pakistan and public sector universities should address the largely ignored 

behavioral aspect of employees towards ethical practices at the workplace based on Islamic 

teachings.                     
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5.6 Limitations and Future Research Direction 

 

There are several limitations of the study that needs to be considered for assessing the 

reported findings. The limitations of the study highlight the deficiencies and also uncover 

the future research potentials, so that the conclusion and contributions of the study can be 

generalized with caution.   

 

Firstly, the research design of the study was based on a survey questionnaire that employed 

cross-sectional data collected at particular times to investigate the hypotheses of the study. 

Cost and time constraints are associated with every research that may limit the impact of 

causality related to time difference. The current study has a specific time period for 

completion thus long-term data collection was not feasible. Therefore, future studies may 

consider a longitudinal study that allows for the collection of data on different spans. The 

cross-sectional survey is problematic in terms of the long-term validity of the findings 

which may change with the passage of time due to change in behavior or perceptions. 

 

Secondly, the current study used quantitative method for data collection and analysis, so 

there are higher chances of biased responses and behavior may change with the passage of 

time thus causing significant change in the findings. Moreover, the results of the current 

study are limited to quantitative method that entails only numerical description; the mixed 
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method (quantitative and qualitative) may be incorporated for further detailed narrative in 

future.    

 

Thirdly, the data was collected from public sector universities in Punjab and the Federal 

territory. The study did not consider other institutes such as polytechnics colleges, private 

sector and medical colleges, which are also part of the higher education sector in Pakistan. 

The findings of the study may not be generalizable to other provinces of Pakistan due to 

contextual difference and length of time of university establishment. The study collected 

and analyzed the views of academic employees of public sector universities in Pakistan, 

which may be more balanced. Appropriate findings can be highlighted or a comparative 

study between public and private sector universities can be taken into consideration for 

detailed narrative as the workplace environments are significantly different. Moreover, the 

focus of the study was on public universities of Pakistan; hence, the findings may not be 

generalizable to other Asian countries.    

 

Fourthly, the study was quantitative in nature and respondents were academic staff of 

public sector universities that is considered as homogeneous in nature. The sample of the 

current study only focused on the academic staff; the administrative staff was not included 

due to heterogeneous property that may present different results about the perception of 

organizational politics in higher education sector in Pakistan.  
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Lastly, the study was based on self-reported questionnaire, so there is a probability of 

common method variance as the variables were measured by single survey instrument. The 

self-reported measure may affect the behavior, feelings and attitudes of the respondents 

that were selected randomly. The probability of social desirability is there. Furthermore, 

the common method variance is considered as more inconvenient in analyzing the 

relationships between attitudinal and psychological data collection from respondents at the 

specific time period. The current study data for both exogenous and endogenous constructs 

are based on the perception of the employees. Future research methods can be adopted to 

decrease the common method variance by utilizing objective measures instead of 

perception-based data.     

 

5.7 Conclusion  

 

The prime objective of this study entails the investigation of the relationship between the 

antecedents of scarcity of resources (SOR), workplace belongingness (WPB) and 

Machiavellianism (MACH) to determine the level of perception of organizational politics 

(POP) in the context of higher education institutes (Universities) in the public sector in 

Pakistan. The study also investigated the influence of perception of organizational politics 

(POP) on detrimental behavioral outcomes such as counterproductive work behavior 

(CWB). The study also examined the mediating role of POP and moderating effect of 

Islamic work ethics (IWE) in the relationship between perception of organizational politics 

and counterproductive work behavior. The Social Exchange Theory (SET) and the Just 
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World Theory were utilized to explain and understand the theoretical relationship of the 

constructs. 

 

There is empirical support for the research model and a majority of the hypotheses were 

supported statistically. SOR, WPB and MACH were found to be significant in explaining 

the perception of organizational politics (POP); SOR was found to be positive, WPB was 

found to be negative and MACH as positive influential factors for POP. The moderating 

role of IWE was examined to alter the direction of the relationship between POP and CWB. 

Surprisingly, IWE did not moderate the relationship between POP and CWB; however, the 

direction of the relationship was changed. The findings of the study suggested the need to 

address the crucial issue of scarcity of resources to control political activities. There is also 

a need to enhance workplace belongingness among employees to control negative emotions 

and conduct personality workshops to control dark side of personality traits. Most 

importantly, religious based ethical concerns must be initiated to control detrimental 

behaviors at the workplace that are instigated as a result of organizational politics. The 

current research also suggested critical practical implications for the higher education 

sector in Pakistan and the University management to address the root causes of the 

employees’ negative behavior. In addition to that, future research avenues were also 

suggested by drawing upon the limitations of the study. 

 

 

 



212 
 

References: 

 

Abbas, M., & Raja, U. (2014). Impact of perceived organizational politics on supervisory-

rated innovative performance and job stress: Evidence from Pakistan. Journal of 

Advanced Management Science, 2(2), 158-162.  

Abbas, M., Raja, U., Darr, W., & Bouckenooghe, D. (2014). Combined effects of perceived 

politics and psychological capital on job satisfaction, turnover intentions, and 

performance. Journal of Management, 40(7), 1813-1830.  

Abbasi, A. S., Mir, G. M., & Hussain, M. (2012). Islamic work ethics: how it affects 

organizational learning, innovation and performance. Actual Problems of 

Economics(12), 471-480.  

Abubakar, A. M., Yazdian, T. F., & Behravesh, E. (2018). A riposte to ostracism and 

tolerance to workplace incivility: a generational perspective. Personnel Review, 

47(2), 441-457.  

Ahmad, J., Hashmi, M. S., & Akhtar, H. M. W. (2016). Effect of Organizational Politics 

on Job Performance: The Mediating Role of Emotional Intelligence. FWU Journal 

of Social Sciences, 10(1), 96-107.  

Ahmad, M. S. (2011). Work ethics: an Islamic prospective. Journal of Human Sciences, 

8(1), 850-859.  

Ahmad, S., Nisar, Q. A., Othman, N., & Kamil, B. A. M. (2017). Do emotional intelligence 

& organizational politics influence the employee work behaviors and attitudes? 

Mediating role of political skill. Jurnal Pengurusan (UKM Journal of 

Management), 51, 273-283.  



213 
 

Ahmed, I. (2018). Organizational politics and turnover intention: A study from private 

colleges of Pakistan. European Journal of Economic and Business (ISSN-2456-

3900), 3(2), 3-12.  

Akanni, A. A., Oladejo, O. E., & Oduaran, C. A. (2018). Work-life Balance, Job Insecurity 

and Counterproductive Work Behaviour among Brewery Workers. North American 

Journal of Psychology, 20(2), 289-300.  

Akram, M., Afzal, U., & Ramay, M. I. (2017). Mediating Role of Organizational 

Commitment in Relationship between Emotional Intelligence and Job 

Performance: Evidence from Higher Education Sector of Pakistan. Global 

Management Journal for Academic & Corporate Studies, 7(1), 110.  

Alavifar, A., Karimimalayer, M., & Anuar, M. K. (2012). Structural equation modeling vs 

multiple regression. Engineering Science and Technology: An International 

Journal, 2(2), 326-329.  

Ali, A., Hakim, R., & Abdullah, H. (2017). Relationship between Government spending 

on education and economic growth of Pakistan. Asian Journal of Multidisciplinary 

Studies, 5(2), 1-10.  

Ali, A. J. (1992). The Islamic work ethic in Arabia. The Journal of psychology, 126(5), 

507-519.  

Ali, A. J., & Al-Owaihan, A. (2008). Islamic work ethic: a critical review. Cross cultural 

management: An international Journal, 15(1), 5-19.  

Altaf, S. N. (2017). Consumption values, consumer attitude, trust and purchase intention 

towards locally assembled automobiles among university teachers in Pakistan. 

(PhD Dissertation), Universiti Utara Malaysia, Malaysia.    



214 
 

Ammeter, A. P., Douglas, C., Gardner, W. L., Hochwarter, W. A., & Ferris, G. R. (2002). 

Toward a political theory of leadership. The Leadership Quarterly, 13(6), 751-796.  

Andersson, L. M., & Pearson, C. M. (1999). Tit for tat? The spiraling effect of incivility in 

the workplace. Academy of management review, 24(3), 452-471.  

Andrews, M. C., & Kacmar, K. M. (2001). Discriminating among organizational politics, 

justice, and support. Journal of Organizational Behavior: The International 

Journal of Industrial, Occupational and Organizational Psychology and Behavior, 

22(4), 347-366.  

Aslam, H. D., Shakir, M., & Bugti, F. (2019). Determining the influence of perception of 

organizational politics (pop) on knowledge hiding: mediation role of trust and 

moderating effect of ethical climate. Journal of Quality and Technology 

Management, 14(II), 260-284.  

Atinc, G., Darrat, M., Fuller, B., & Parker, B. W. (2010). Perceptions of organizational 

politics: A meta-analysis of theoretical antecedents. Journal of Managerial Issues, 

494-513.  

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal 

of the academy of marketing science, 16(1), 74-94.  

Baka, Ł. (2018). When do the ‘dark personalities’ become less counterproductive? The 

moderating role of job control and social support. International Journal of 

Occupational Safety and Ergonomics, 24(4), 557-569.  

Baloch, M. A., Meng, F., Xu, Z., Cepeda-Carrion, I., & Bari, M. W. (2017). Dark Triad, 

Perceptions of Organizational Politics and Counterproductive Work Behaviors: 

The Moderating Effect of Political Skills. Frontiers in psychology, 8, 72-86.  



215 
 

Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in 

social psychological research: Conceptual, strategic, and statistical considerations. 

Journal of Personality and Social Psychology, 51(6), 1173-1182.  

Baughman, H. M., Dearing, S., Giammarco, E., & Vernon, P. A. (2012). Relationships 

between bullying behaviours and the Dark Triad: A study with adults. Personality 

and Individual Differences, 52(5), 571-575.  

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: desire for interpersonal 

attachments as a fundamental human motivation. Psychological bulletin, 117(3), 

497-529.  

Bayram, N., Gursakal, N., & Bilgel, N. (2009). Counterproductive work behavior among 

white‐collar employees: A study from Turkey. International Journal of Selection 

and Assessment, 17(2), 180-188.  

Bennett, R. J., & Robinson, S. L. (2000). Development of a measure of workplace 

deviance. Journal of Applied Psychology, 85(3), 349-360.  

Bhatnagar, J. (2007). Talent management strategy of employee engagement in Indian ITES 

employees: key to retention. Employee Relations, 29(6), 640-663.  

Bibi, Z., Karim, J., & ud Din, S. (2013). Workplace incivility and counterproductive work 

behavior: Moderating role of emotional intelligence. Pakistan Journal of 

Psychological Research, 28(2), 317-334.  

Bijttebier, P., Delva, D., Vanoost, S., Bobbaers, H., Lauwers, P., & Vertommen, H. (2000). 

Reliability and validity of the Critical Care Family Needs Inventory in a Dutch-

speaking Belgian sample. Heart & Lung: The Journal of Acute and Critical Care, 

29(4), 278-286.  



216 
 

Blickle, G., Ferris, G. R., Munyon, T. P., Momm, T., Zettler, I., Schneider, P. B., & 

Buckley, M. R. (2011). A multi‐source, multi‐study investigation of job 

performance prediction by political skill. Applied Psychology, 60(3), 449-474.  

Bodla, M. A., & Danish, R. Q. (2009). Politics and workplace: an empirical examination 

of the relationship between perceived organizational politics and work 

performance. South Asian Journal of Management, 16(1), 44-62.  

Bodla, M. A., Danish, R. Q., & Nawaz, M. M. (2012). Mediating role of perceived 

organizational politics in relating job characteristics to morale. African Journal of 

Business Management, 6(15), 5185-5192.  

Bolton, L. R., Becker, L. K., & Barber, L. K. (2010). Big Five trait predictors of differential 

counterproductive work behavior dimensions. Personality and Individual 

Differences, 49(5), 537-541.  

Bowie, N. E. (2017). Business ethics: A Kantian perspective: Cambridge University Press. 

Bozeman, D. P., Perrewe, P. L., Kacmar, K., Hochwarter, W. A., & Brymer, R. A. (1996). 

An examination of reactions to perceptions of organizational politics. Paper 

presented at the Southern Management Association Meeting, New Orleans, LA. 

Bragg, C. B., & Bowling, N. A. (2018). Not all forms of misbehavior are created equal: 

Differential personality facet–counterproductive work behavior relations. 

International Journal of Selection and Assessment, 26(1), 27-35.  

Brass, D. J., Galaskiewicz, J., Greve, H. R., & Tsai, W. (2004). Taking stock of networks 

and organizations: A multilevel perspective. Academy of management journal, 

47(6), 795-817.  



217 
 

Brouer, R. L., Harris, K. J., & Kacmar, K. M. (2011). The moderating effects of political 

skill on the perceived politics–outcome relationships. Journal of Organizational 

behavior, 32(6), 869-885.  

Buchanan, D., & Badham, R. (2008). Power, politics, and organizational change: Winning 

the turf game: Sage. 

Buenger, C., Forte, M., Boozer, R. W., & Maddox, E. N. (2007). A study of the 

applicability of the perceptions of organizational politics scale (POPS) for use in 

the university classroom. Developments in Business Simulation and Experiential 

Learning, 34, 294-301.  

Burns, T. (1961). Micropolitics: Mechanisms of institutional change. Administrative 

Science Quarterly, 257-281.  

Butt, M. R., Imran, A., Shah, F. T., & Jabbar, A. (2013). Perception of organizational 

politics and job outcomes in a public sector organization: the moderating role of 

teamwork. Middle-East Journal of Scientific Research, 18(9), 1268-1276.  

Byrne, Z. S., Kacmar, C., Stoner, J., & Hochwarter, W. A. (2005). The relationship 

between perceptions of politics and depressed mood at work: unique moderators 

across three levels. Journal of Occupational Health Psychology, 10(4), 330-343.  

Cacciattolo, K. (2014, 4-7 June 2014). Defining organisational politics. Paper presented at 

the European Scientific Journal, Gaborone, Botswana. 

Caprara, G. V., & Silvester, J. (2018). The Personality Attributes of Political Elites The 

Palgrave Handbook of Political Elites (pp. 467-487): Springer. 



218 
 

Carnevale, J. B., Huang, L., & Harms, P. D. (2018). Leader consultation mitigates the 

harmful effects of leader narcissism: A belongingness perspective. Organizational 

Behavior and Human Decision Processes, 146, 76-84.  

Chang, C.-H., Rosen, C. C., & Levy, P. E. (2009). The relationship between perceptions 

of organizational politics and employee attitudes, strain, and behavior: A meta-

analytic examination. Academy of Management Journal, 52(4), 779-801.  

Chanzanagh, H. E., & Akbarnejad, M. (2011). The meaning and dimensions of Islamic 

work ethic: initial validation of a multidimensional IWE in Iranian society. 

Procedia-Social and Behavioral Sciences, 30, 916-924.  

Chaudhry, D. S. A. (2018, 25 January 2018). Plight of Higher Education in Pakistan, 

Higher Education. The Nation. Retrieved from https://nation.com.pk/25-Jan-

2018/plight-of-higher-education-in-pakistan 

Chen, S.-Y. (2010). Relations of Machiavellianism with emotional blackmail orientation 

of salespeople. Procedia-Social and Behavioral Sciences, 5, 294-298.  

Chin, W. W. (2010). How to write up and report PLS analyses Handbook of partial least 

squares (pp. 655-690): Springer. 

Chin, W. W., Gopal, A., & Salisbury, W. D. (1997). Advancing the theory of adaptive 

structuration: The development of a scale to measure faithfulness of appropriation. 

Information systems research, 8(4), 342-367.  

Cho, H.-T., & Yang, J.-S. (2018). How perceptions of organizational politics influence 

self-determined motivation: The mediating role of work mood. Asia Pacific 

Management Review, 23(1), 60-69.  

Christie, R., & Geis, F. (1970). Studies in Machiavellianism: New York: Academic Press. 

https://nation.com.pk/25-Jan-2018/plight-of-higher-education-in-pakistan
https://nation.com.pk/25-Jan-2018/plight-of-higher-education-in-pakistan


219 
 

Chua, Y. (2006). Kaedah dan statistik penyelidikan: Asas statistik penyelidikan: Malaysia: 

McGraw-Hill Education. 

Coakes, S., & Steed, L. (2001). SPSS without anguish: Version 10.0 for Windows: 

Brisbane: John Wiley & Sons Australia, Ltd. 

Cockshaw, W. D., Shochet, I. M., & Obst, P. L. (2012). General belongingness, workplace 

belongingness, and depressive symptoms. Journal of Community & Applied Social 

Psychology, 23(3), 240-251.  

Cockshaw, W. D., Shochet, I. M., & Obst, P. L. (2014). Depression and belongingness in 

general and workplace contexts: A cross-lagged longitudinal investigation. Journal 

of Social and Clinical Psychology, 33(5), 448-462.  

Cohen, A. (2016). Are they among us? A conceptual framework of the relationship 

between the dark triad personality and counterproductive work behaviors (CWBs). 

Human Resource Management Review, 26(1), 69-85.  

Cohen, A., & Diamant, A. (2017). The role of justice perceptions in determining 

counterproductive work behaviors. The International Journal of Human Resource 

Management, 1-24.  

Cohen, J. (2013). Statistical power analysis for the behavioral sciences: Routledge. 

Collins, K. M., Onwuegbuzie, A. J., & Jiao, Q. G. (2007). A mixed methods investigation 

of mixed methods sampling designs in social and health science research. Journal 

of mixed methods research, 1(3), 267-294.  

Costa, P., Sutin, A., Eaton, W., & Miech, R. (2016). Personality and Career Success. 

European Journal of Personality, 23(2), 71-84.  



220 
 

Cropanzano, R., Howes, J. C., Grandey, A. A., & Toth, P. (1997). The relationship of 

organizational politics and support to work behaviors, attitudes, and stress. Journal 

of Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 18(2), 159-180.  

Daft, R. L., & Lewin, A. Y. (1990). Can organization studies begin to break out of the 

normal science straitjacket? An editorial essay. Organization Science, 1(1), 1-9.  

Dahling, J. J., Whitaker, B. G., & Levy, P. E. (2009). The development and validation of a 

new Machiavellianism scale. Journal of Management, 35(2), 219-257.  

Danish, R. Q., Humayon, A. A., Aslam, N., Usman, A., & Tariq, M. (2014). Employee’s 

Perceptions of Organizational Politics and Stress at Workplace; A Comparative 

Study of Public and Private Sector Universities. Research Journal of Recent 

Sciences, ISSN, 3(7), 44-52.  

Daskin, M. (2013). Favouritism and self-efficacy as antecedents on managers' politics 

perceptions and job stress. Anatolia, 24(3), 452-467.  

Daskin, M., & Tezer, M. (2012). Organizational politics and turnover: An empirical 

research from hospitality industry. Turizam: međunarodni znanstveno-stručni 

časopis, 60(3), 273-291.  

Daud, Z., Isa, M. F. M., Nor, W. S. W. M., & Zainol, Z. (2013). Office Politics: The 

Reduction of Employees' Need for Power. International Journal of Business and 

Social Science, 4(11), 29-35.  

Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user acceptance of 

information technology. MIS quarterly, 319-340.  



221 
 

Dawn. (2018, 27 April 2018). No improvement in literacy rate. DAWN. Retrieved from 

www.dawn.com/news/1404082 

De Clercq, D., & Belausteguigoitia, I. (2017). Mitigating the negative effect of perceived 

organizational politics on organizational citizenship behavior: Moderating roles of 

contextual and personal resources. Journal of Management & Organization, 23(5), 

689-708.  

De Clercq, D., Haq, I. U., Raja, U., Azeem, M. U., & Mahmud, N. (2018). When is an 

Islamic work ethic more likely to spur helping behavior? The roles of despotic 

leadership and gender. Personnel Review, 47(3), 630-650.  

Dhar, R. L. (2009). Living with organizational politics: An exploration of employee's 

behavior. International Journal of Management and Innovation, 1(1), 37-56.  

Drory, A. (1993). Perceived political climate and job attitudes. Organization Studies, 14(1), 

59-71.  

Drory, A., & Vigoda-Gadot, E. (2010). Organizational politics and human resource 

management: A typology and the Israeli experience. Human Resource Management 

Review, 20(3), 194-202.  

Duarte, P. A. O., & Raposo, M. L. B. (2010). A PLS model to study brand preference: An 

application to the mobile phone market Handbook of partial least squares (pp. 449-

485): Springer. 

Durrani, F. (2017). Mediating role of organizational justice in relationship between Islamic 

work ethics and employee turnover intention. Pakistan Journal of Commerce and 

Social Sciences (PJCSS), 11(3), 1050-1068.  

http://www.dawn.com/news/1404082


222 
 

Eisenhardt, K. M., & Bourgeois, L. J. (1988). Politics of strategic decision making in high-

velocity environments: Toward a midrange theory. Academy of Management 

Journal, 31(4), 737-770.  

Elahi, H. (2018). Commercialization of higher education through media services in 

Pakistan: a critical review. NICE Research Journal, 23-35.  

Elbanna, S. (2016). Managers' autonomy, strategic control, organizational politics and 

strategic planning effectiveness: An empirical investigation into missing links in 

the hotel sector. Tourism management, 52, 210-220.  

Eldor, L. (2017). Looking on the bright side: The positive role of organisational politics in 

the relationship between employee engagement and performance at work. Applied 

Psychology, 66(2), 233-259.  

Ellen III, B. P., Ferris, G. R., & Buckley, M. R. (2013). Leader political support: 

Reconsidering leader political behavior. The Leadership Quarterly, 24(6), 842-857.  

Eslamieh, F., & Mohammad Davoudi, A. H. (2016). An analysis of the relationship 

between managers’ ethical leadership style with teachers’ organizational 

commitment and job burnout. International Journal of Organizational Leadership, 

5, 380-392.  

Fandt, P. M., & Ferris, G. R. (1990). The management of information and impressions: 

When employees behave opportunistically. Organizational Behavior and Human 

Decision Processes, 45(1), 140-158.  

Farooq, M. O., Shahzad, A., Raziq, M. M., Khan, M. M., Yusaf, S., & Khan, A. (2019). 

Perceptions of organizational politics, knowledge hiding, and employee creativity: 



223 
 

The moderating role of professional commitment. Personality and Individual 

Differences, 142, 232-237.  

Fedor, D., Maslyn, J., Farmer, S., & Bettenhausen, K. (2008). The contribution of positive 

politics to the prediction of employee reactions. Journal of Applied Social 

Psychology, 38(1), 76-96.  

Fedors, D., Ferris, G. R., Harrell‐Cook, G., & Russ, G. S. (1998). The Dimensions of 

Politics Perceptions and Their Organizational and Individual Predictors 1. Journal 

of Applied Social Psychology, 28(19), 1760-1797.  

Fehr, B., Samsom, D., & Paulhus, D. (1992). The construct of Machiavellianism. Twenty 

years later,[w:] CD Spielberger, JN Butcher (red.), Advances in personality 

assessment (t. 9, s. 77-116): Erlbaum, Hillsdale, NJ. 

Ferris, D. L., Brown, D. J., & Heller, D. (2009). Organizational supports and organizational 

deviance: The mediating role of organization-based self-esteem. Organizational 

Behavior and Human Decision Processes, 108(2), 279-286.  

Ferris, G., Russ, G., & Fandt, P. (1989). Politics in organizations. Impression management 

in the organization, 143-170.  

Ferris, G. R., Adams, G., Kolodinsky, R. W., Hochwarter, W. A., & Ammeter, A. P. 

(2002). Perceptions of organizational politics: Theory and research directions The 

many faces of multi-level issues (pp. 179-254): Emerald Group Publishing Limited. 

Ferris, G. R., Fedor, D. B., & King, T. R. (1994). A political conceptualization of 

managerial behavior. Human Resource Management Review, 4(1), 1-34.  

Ferris, G. R., Harrell-Cook, G., & Dulebohn, J. H. (2000). Organizational politics: The 

nature of the relationship between politics perceptions and political behavior 



224 
 

Research in the Sociology of Organizations (pp. 89-130): Emerald Group 

Publishing Limited. 

Ferris, G. R., & Hochwarter, W. A. (2011). Organizational politics (A. h. i. psychology 

Ed. In S. Zedeck (Ed.) ed. Vol. 3). 

Ferris, G. R., & Judge, T. A. (1991). Personnel/human resources management: A political 

influence perspective. Journal of Management, 17(2), 447-488.  

Ferris, G. R., & Kacmar, K. M. (1992). Perceptions of organizational politics. Journal of 

Management, 18(1), 93-116.  

Ferris, G. R., Perrewé, P. L., Daniels, S. R., Lawong, D., & Holmes, J. J. (2017). Social 

influence and politics in organizational research: What we know and what we need 

to know. Journal of Leadership & Organizational Studies, 24(1), 5-19.  

Ferris, G. R., & Treadway, D. C. (2012). Politics in organizations: Theory and research 

considerations: Routledge. 

Ferris, G. R., Treadway, D. C., Perrewé, P. L., Brouer, R. L., Douglas, C., & Lux, S. (2007). 

Political skill in organizations. Journal of Management, 33(3), 290-320.  

Field, A. (2009). Discovering Statistics Using SPSS. 3rd edn SAGE Publications Limited: 

London: UK. 

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable 

variables and measurement error: Algebra and statistics. Journal of Marketing 

Research, 382-388.  

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work behavior (CWB) in 

response to job stressors and organizational justice: Some mediator and moderator 

tests for autonomy and emotions. Journal of Vocational Behavior, 59(3), 291-309.  



225 
 

Gandz, J., & Murray, V. V. (1980). The experience of workplace politics. Academy of 

management Journal, 23(2), 237-251.  

Gardner, W. L., Pickett, C. L., & Brewer, M. B. (2000). Social exclusion and selective 

memory: How the need to belong influences memory for social events. Personality 

and Social Psychology Bulletin, 26(4), 486-496.  

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61(1), 

101-107.  

Giacalone, R. A., & Greenberg, J. (1997). Antisocial behavior in organizations: Sage. 

Gilmore, D. C., Ferris, G. R., Dulebohn, J. H., & Harrell-Cook, G. (1996). Organizational 

politics and employee attendance. Group & Organization Management, 21(4), 481-

494.  

Goodman, J. M., Evans, W. R., & Carson, C. M. (2011). Organizational politics and stress: 

Perceived accountability as a coping mechanism. The Journal of Business Inquiry, 

10(1), 66-80.  

Gotsis, G., & Kortezi, Z. (2013). Ethical paradigms as potential foundations of diversity 

management initiatives in business organizations. Journal of Organizational 

Change Management, 26(6), 948-976.  

Gotsis, G. N., & Kortezi, Z. (2010). Ethical considerations in organizational politics: 

Expanding the perspective. Journal of Business Ethics, 93(4), 497-517.  

Götz, O., Liehr-Gobbers, K., & Krafft, M. (2010). Evaluation of structural equation models 

using the partial least squares (PLS) approach Handbook of partial least squares 

(pp. 691-711): Springer. 



226 
 

Griffin, R. W., O'Leary-Kelly, A., & Collins, J. (1998). Dysfunctional work behaviors in 

organizations. Journal of Organizational Behavior (1986-1998), 65-83.  

Griffin, R. W., & O’Leary-Kelly, A. M. (2004). An introduction to the dark side. The dark 

side of organizational behavior, 1-19.  

Grint, K. (2005). Problems, problems, problems: The social construction of ‘leadership’. 

Human relations, 58(11), 1467-1494.  

Gull, S., & Zaidi, A. A. (2012). Impact of organizational politics on employees’ job 

satisfaction in the health sector of Lahore Pakistan. Interdisciplinary Journal of 

Contemporary Research in Business, 4(2), 156-170.  

Gustiawan, W. (2015). Islamic Work Ethics: The New Direction for Research. Jurnal 

Menara Ekonomi: Penelitian dan Kajian Ilmiah Bidang Ekonomi, 1(2), 62-78.  

Hafer, C. L., Bègue, L., Choma, B. L., & Dempsey, J. L. (2005). Belief in a just world and 

commitment to long-term deserved outcomes. Social Justice Research, 18(4), 429-

444.  

Hage, J., & Aiken, M. (1967). Relationship of centralization to other structural properties. 

Administrative Science Quarterly, 72-92.  

Hagerty, B. M., Lynch-Sauer, J., Patusky, K. L., Bouwsema, M., & Collier, P. (1992). 

Sense of belonging: A vital mental health concept. Archives of psychiatric nursing, 

6(3), 172-177.  

Hair, Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. (2010). Multivariate data 

analysis (Vol. 7): Pearson. 



227 
 

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., & Thiele, K. O. (2017). Mirror, 

mirror on the wall: a comparative evaluation of composite-based structural equation 

modeling methods. Journal of the academy of marketing science, 45(5), 616-632.  

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Partial least squares structural equation 

modeling: Rigorous applications, better results and higher acceptance. Long Range 

Planning, 46(1-2), 1-12.  

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use of 

partial least squares structural equation modeling in marketing research. Journal of 

the academy of marketing science, 40(3), 414-433.  

Hair Jr, J., Black, Wc, Babin, Bj Anderson, Re & Tatham, Rl. (2006). Multivariate data 

analysis (Vol. 6). Harlow: Pearson. 

Hair Jr, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2016). A primer on partial least 

squares structural equation modeling (PLS-SEM): Sage publications. 

Hair Jr, J. F., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least squares 

structural equation modeling (PLS-SEM) An emerging tool in business research. 

European Business Review, 26(2), 106-121.  

Hall, A. T., Franczak, J., Ma, S., Herrera, D., & Hochwarter, W. A. (2017). Driving away 

the bad guys: The interactive effects of politics perceptions and work drive across 

two studies. Journal of Leadership & Organizational Studies, 24(1), 106-120.  

Hanissah, A. R. (2016). The role of transformational leadership, organization structure, 

job characteristics, trust, and job involvement towards psychological 

empowerment among bank managers. (Doctoral dissertation Thesis), Universiti 

Utara Malaysia, Malaysia.    



228 
 

Haq, F. I. U., Alam, A., Mulk, S. S. U., & Rafiq, F. (2020). The Effect of Stress and Work 

Overload on Employee’s Performance: A Case Study of Public Sector Universities 

of Khyber Pakhtunkhwa. European Journal of Business and Management 

Research, 5(1).  

Hariri, J. G., & Lassen, D. D. (2017). Income and outcomesSocial desirability bias distorts 

measurements of the relationship between income and political behavior. Public 

Opinion Quarterly, 81(2), 564-576.  

Haroon, A., Hussain, Y., & Nawaz, M. M. (2017). The Influence of Perceived 

Organizational Politics on Employee Performance: A Case Study of Lahore, 

Pakistan. American Journal of Social Science Research, 3(3), 7-11.  

Harris, K. J., Andrews, M. C., & Kacmar, K. M. (2007). The moderating effects of justice 

on the relationship between organizational politics and workplace attitudes. Journal 

of Business and Psychology, 22(2), 135-144.  

Harris, K. J., Harris, R. B., & Wheeler, A. R. (2009). Relationships between politics, 

supervisor communication, and job outcomes. Journal of Applied Social 

Psychology, 39(11), 2669-2688.  

HEC. (2018). Four-year HEC performance report shows serious irregularities. Retrieved 

from Islamabad: https://www.pakistantoday.com.pk/2018/04/15/four-year-hec-

performance-report-shows-serious-irregularities/ 

Henseler, J., & Chin, W. W. (2010). A comparison of approaches for the analysis of 

interaction effects between latent variables using partial least squares path 

modeling. Structural Equation Modeling, 17(1), 82-109.  

https://www.pakistantoday.com.pk/2018/04/15/four-year-hec-performance-report-shows-serious-irregularities/
https://www.pakistantoday.com.pk/2018/04/15/four-year-hec-performance-report-shows-serious-irregularities/


229 
 

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use of partial least squares path 

modeling in international marketing New challenges to international marketing 

(pp. 277-319): Emerald Group Publishing Limited. 

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Review of 

general psychology, 6(4), 307-324.  

Hochwarter, W. A., Ferris, G. R., Gavin, M. B., Perrewé, P. L., Hall, A. T., & Frink, D. D. 

(2007). Political skill as neutralizer of felt accountability—job tension effects on 

job performance ratings: A longitudinal investigation. Organizational Behavior 

and Human Decision Processes, 102(2), 226-239.  

Hochwarter, W. A., Ferris, G. R., Laird, M. D., Treadway, D. C., & Coleman Gallagher, 

V. (2010). Nonlinear politics perceptions—work outcomes relationships: a three-

study, five-sample investigation. Journal of Management, 36(3), 740-763.  

Hochwarter, W. A., Ferris, G. R., Zinko, R., Arnell, B., & James, M. (2007). Reputation 

as a moderator of political behavior-work outcomes relationships: A two-study 

investigation with convergent results. Journal of Applied Psychology, 92(2), 567-

576.  

Hochwarter, W. A., Kacmar, C., Perrewe, P. L., & Johnson, D. (2003). Perceived 

organizational support as a mediator of the relationship between politics 

perceptions and work outcomes. Journal of vocational Behavior, 63(3), 438-456.  

Hochwarter, W. A., & Thompson, K. R. (2010). The moderating role of optimism on 

politics-outcomes relationships: A test of competing perspectives. Human 

Relations, 63(9), 1371-1394.  



230 
 

Hochwarter, W. A., & Thompson, K. W. (2012). Mirror, mirror on my boss’s wall: 

Engaged enactment’s moderating role on the relationship between perceived 

narcissistic supervision and work outcomes. Human Relations, 65(3), 335-366.  

Hochwarter, W. A., Witt, L., & Kacmar, K. M. (2000). Perceptions of organizational 

politics as a moderator of the relationship between consciousness and job 

performance. Journal of Applied Psychology, 85(3), 472-478.  

Hollinger, R. C., & Clark, J. P. (1982). Formal and informal social controls of employee 

deviance. Sociological quarterly, 23(3), 333-343.  

Hoodbhoy, D. P. (2018, 31 March 2018). A university self-destructs, Higher Education. 

DAWN. Retrieved from https://www.dawn.com/news/1398666 

Ishak, S. (2016a). The Machiavellianism, Need for Power and Political Behavior in School 

Management: A Malaysian Case. Paper presented at the The International 

Conference on Government & Public Affairs, Malaysia. 

Ishak, S. (2016b). Managerial Career Success In Highly Political Organization. 

International Journal of Business and Management Invention, 8(5), 107-113.  

Ishak, S. (2016c). The Political Personality Traits and Political Behavior in Management: 

A Malaysian Public School Case. International Journal of Business and 

Management Invention, 5(12), 70-77.  

Jahanzeb, S., & Fatima, T. (2017). How workplace ostracism influences interpersonal 

deviance: The mediating role of defensive silence and emotional exhaustion. 

Journal of Business and Psychology, 1-13.  

https://www.dawn.com/news/1398666


231 
 

Jain, L., & Ansari, A. A. (2018). Effect of perception for organisational politics on 

employee engagement with personality traits as moderating factors. The South East 

Asian Journal of Management, 12(1), 85-104.  

Javed, A., Gulzar, A., & Hussain, W. (2015). Organizational Politics and Bank Frontline 

employee Outcomes with the Mediating Role of Work Engagement. International 

Journal of Academic Research in Business and Social Sciences, 5(3), 225-233.  

Javed, T., & Ishak, S. (2019). Examining the Influential Experiences of Organizational 

Politics in the Higher Education Sector Punjab, Pakistan. International Journal of 

Innovation, Creativity and Change, 7(9), 109-131.  

Jena, L. K., & Pradhan, S. (2018). Conceptualizing and validating workplace 

belongingness scale. Journal of Organizational Change Management, 31(2), 451-

462.  

Johnson, T., & Owens, L. (2003). Survey response rate reporting in the professional 

literature. Paper presented at the 58th Annual Meeting of the American Association 

for Public Opinion Research, Nashville, United States. 

Kacmar, K. M., Andrews, M. C., Harris, K. J., & Tepper, B. J. (2013). Ethical leadership 

and subordinate outcomes: The mediating role of organizational politics and the 

moderating role of political skill. Journal of Business Ethics, 115(1), 33-44.  

Kacmar, K. M., Bachrach, D. G., Harris, K. J., & Zivnuska, S. (2011). Fostering good 

citizenship through ethical leadership: Exploring the moderating role of gender and 

organizational politics. Journal of Applied Psychology, 96(3), 633-642.  



232 
 

Kacmar, K. M., & Baron, R. A. (1999). Organizational politics: The state of the field, Links 

to related processes, and an agenda for future research. Research in human 

resources management, 1, 1-39.  

Kacmar, K. M., Bozeman, D. P., Carlson, D. S., & Anthony, W. P. (1999). An examination 

of the perceptions of organizational politics model: Replication and extension. 

Human relations, 52(3), 383-416.  

Kacmar, K. M., & Carlson, D. S. (1997). Further validation of the perceptions of politics 

scale (POPS): A multiple sample investigation. Journal of Management, 23(5), 

627-658.  

Kacmar, K. M., & Ferris, G. R. (1991). Perceptions of organizational politics scale (POPS): 

Development and construct validation. Educational and Psychological 

measurement, 51(1), 193-205.  

Karadal, H., & Arasli, H. (2009). The impacts of superior politics on frontline employees' 

behavioral and psychological outcomes. Social Behavior and Personality: an 

international journal, 37(2), 175-190.  

Katircioglu, S. T., Arasli, H., & Ekiz, E. H. (2007). Trends in tourism in North Cyprus: A 

historical perspective. E-Review of Tourism Research, 5(2), 37-46.  

Kaya, N., Aydın, S., & Ayhan, Ö. (2016). The effects of organizational politics on 

perceived organizational justice and intention to leave. American Journal of 

Industrial and Business Management, 6, 249-258.  

Khadijah, A., Kamaluddin, N., & Salin, A. (2015). Islamic work ethics (IWE) practice 

among employees of banking sectors. Middle-East Journal of Scientific Research, 

23(5), 924-931.  



233 
 

Khan, A., & Hussain, N. (2016). The analysis of the perception of organizational politics 

among university faculty. Pakistan Business Review, 18(2), 451-467.  

Khan, A. K., Quratulain, S., & Crawshaw, J. R. (2013). The mediating role of discrete 

emotions in the relationship between injustice and counterproductive work 

behaviors: A study in Pakistan. Journal of business and psychology, 28(1), 49-61.  

Khan, A. K., Quratulain, S., & M. Bell, C. (2014). Episodic envy and counterproductive 

work behaviors: Is more justice always good? Journal of Organizational Behavior, 

35(1), 128-144.  

Khan, K., Abbas, M., Gul, A., & Raja, U. (2015). Organizational justice and job outcomes: 

Moderating role of Islamic work ethic. Journal of Business Ethics, 126(2), 235-

246.  

Khan Marri, M. Y., Mahmood Sadozai, A., Fakhar Zaman, H., Yousufzai, M., & Ramay, 

M. I. (2013). Measuring Islamic work ethics and its consequences on organizational 

commitment and turnover intention an empirical study at public sector of Pakistan. 

International Journal of Management Sciences and Business Research, 2(2), 37-

49.  

Khan, M. H., Hussain, A., & Khan, M. A. (2020). The Importance of Organizational 

Justice, Appraisal Purposes and Employee Satisfaction in Performance Appraisal 

System in Academic Sector of Pakistan. Journal of Accounting and Finance in 

Emerging Economies, 6(1), 191-200.  

Khokhar, A. M., & Zia-ur-Rehman, M. (2017). Linking ethical leadership to employees' 

performance: Mediating role of organizational citizenship behavior and 



234 
 

counterproductive work behavior. Pakistan Journal of Commerce and Social 

Sciences (PJCSS), 11(1), 222-251.  

Khosa, D. M. (2018, 02 July 2018). Higher Education In Pakistan – Debilitation and 

Challenges. ACADEMIA Pakistan's Premier Education Magazine. 

Kiani, A. K. (2010). The role of education on economic growth in Pakistan. Paper 

presented at the The Fifth Conference of Learning International Networks 

Consortium (LINC), Islamabad. 

Kidron, A., & Peretz, H. V. (2018). Organizational political climate and employee 

engagement in political behavior in public sector organizations. International 

Journal of Organizational Analysis, 26(4), 773-795.  

Konovsky, M. A. (2000). Understanding procedural justice and its impact on business 

organizations. Journal of management, 26(3), 489-511.  

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research activities. 

Educational and psychological measurement, 30(3), 607-610.  

Kuo, F. W., & Yang, S. C. (2017). The moderating effect of the need to belong and 

classroom composition on belongingness seeking of minority adolescents. Journal 

of adolescence, 61, 22-30.  

Ladebo, O. J. (2006). Perceptions of organisational politics: Examination of a situational 

antecedent and consequences among Nigeria's extension personnel. Applied 

Psychology, 55(2), 255-281.  

Laeeque, S. H., Bilal, A., Hafeez, A., & Khan, Z. (2018). Violence breeds violence: burnout 

as a mediator between patient violence and nurse violence. International journal of 

occupational safety and ergonomics, 1-10.  



235 
 

Landells, E. M., & Albrecht, S. L. (2017). The positives and negatives of organizational 

politics: A qualitative study. Journal of business and psychology, 32(1), 41-58.  

Lane, D. (2011). Online statistics education. International encyclopedia of statistical 

science, 1018-1020.  

Lawong, D., McAllister, C., Ferris, G. R., & Hochwarter, W. (2018). Mitigating influence 

of transcendence on politics perceptions’ negative effects. Journal of managerial 

psychology, 33(2), 176-195.  

Leary, M. R., Kelly, K. M., Cottrell, C. A., & Schreindorfer, L. S. (2013). Construct 

validity of the need to belong scale: Mapping the nomological network. Journal of 

personality assessment, 95(6), 610-624.  

Liden, R. C., Sparrowe, R. T., & Wayne, S. J. (1997). Leader-member exchange theory: 

The past and potential for the future. Research in personnel and human resources 

management, 15, 47-120.  

Little, R. J., & Rubin, D. B. (2019). Statistical analysis with missing data (2nd ed. Vol. 

793). New Jersey: John Wiley & Sons. 

Liu, Y., Liu, J., & Wu, L. (2010). Are you willing and able? Roles of motivation, power, 

and politics in career growth. Journal of Management, 36(6), 1432-1460.  

Luqman, M. K., Javaid, M. F., & Umair, T. (2015). Combined effects of perceived 

organizational politics and emotional intelligence on job satisfaction and 

counterproductive work behaviors. European Online Journal of Natural and Social 

Sciences, 4(4), pp. 891-911.  

Maghsoudi, A., Zailani, S., Ramayah, T., & Pazirandeh, A. (2018). Coordination of efforts 

in disaster relief supply chains: the moderating role of resource scarcity and 



236 
 

redundancy. International Journal of Logistics Research and Applications, 21(4), 

407-430.  

Malik, M. S., Sattar, S., Younas, S., & Nawaz, M. K. (2019). The workplace deviance 

perspective of employee responses to workplace bullying: The moderating effect 

of toxic leadership and mediating effect of emotional exhaustion. Review of 

Integrative Business and Economics Research, 8(1), 33-50.  

Mallery, P., & George, D. (2003). SPSS for Windows step by step: a simple guide and 

reference. Allyn, Bacon, Boston.  

Malone, G. P., Pillow, D. R., & Osman, A. (2012). The general belongingness scale (GBS): 

Assessing achieved belongingness. Personality and Individual Differences, 52(3), 

311-316.  

Manzoor, S. R. (2015). Psychological capital and counterproductive work behaviour with 

intrusion of employee performance: study from KP, Pakistan universities. City 

University Research Journal, 5(2), 372-383.  

Marasi, S., Bennett, R. J., & Budden, H. (2018). The structure of an organization: Does it 

influence workplace deviance and its' dimensions? and to what extent? Journal of 

Managerial Issues, 3(1), 8-27.  

March, J. G. (1962). The business firm as a political coalition. The Journal of politics, 

24(4), 662-678.  

Martinko, M. J., Gundlach, M. J., & Douglas, S. C. (2002). Toward an integrative theory 

of counterproductive workplace behavior: A causal reasoning perspective. 

International Journal of Selection and Assessment, 10(1‐2), 36-50.  



237 
 

Maslow, A. (1954). Motivation and personality: New York: Harper & Row. Mohr, J., & 

Spekman. 

Mayes, B. T., & Allen, R. W. (1977). Toward a definition of organizational politics. 

Academy of Management Review, 2(4), 672-678.  

Meisler, G., & Vigoda-Gadot, E. (2014). Perceived organizational politics, emotional 

intelligence and work outcomes: empirical exploration of direct and indirect 

effects. Personnel Review, 43(1), 116-135.  

Mihaiu, D. M., Opreana, A., & Cristescu, M. P. (2010). Efficiency, effectiveness and 

performance of the public sector. Romanian Journal of Economic Forecasting, 

4(1), 132-147.  

Miller, B. K., Rutherford, M. A., & Kolodinsky, R. W. (2008). Perceptions of 

organizational politics: A meta-analysis of outcomes. Journal of business and 

psychology, 22(3), 209-222.  

Mintzberg, H., & Mintzberg, H. (1983). Power in and around organizations (Vol. 142): 

Prentice-Hall Englewood Cliffs, NJ. 

Mishra, P., Sharma, S. K., & Swami, S. (2016). Antecedents and consequences of 

organizational politics: a select study of a central university. Journal of Advances 

in Management Research, 13(3), 334-351.  

Molm, L. D., Peterson, G., & Takahashi, N. (1999). Power in negotiated and reciprocal 

exchange. American Sociological Review, 876-890.  

Moore, C., Detert, J. R., Klebe Treviño, L., Baker, V. L., & Mayer, D. M. (2012). Why 

employees do bad things: Moral disengagement and unethical organizational 

behavior. Personnel Psychology, 65(1), 1-48.  



238 
 

Muhammad, A. H. (2007). Antecedents of organizational politics perceptions in Kuwait 

business organizations. Competitiveness Review: An International Business 

Journal, 17(4), 234-247.  

Muhammad Tufail, Shahid, M., Bashir, M., & Shoukat, N. (2017). Impact of job design on 

employee’s organizational citizenship behavior and counterproductive work 

behavior in the banking sector of Faisalabad. City University Research Journal, 

2017, 225-235.  

Munyon, T. P., Summers, J. K., Thompson, K. M., & Ferris, G. R. (2015). Political skill 

and work outcomes: A theoretical extension, meta‐analytic investigation, and 

agenda for the future. Personnel Psychology, 68(1), 143-184.  

Murtaza, G., Abbas, M., Raja, U., Roques, O., Khalid, A., & Mushtaq, R. (2016). Impact 

of Islamic work ethics on organizational citizenship behaviors and knowledge-

sharing behaviors. Journal of Business Ethics, 133(2), 325-333.  

Nasir, N., Khaliq, C. A., & Rehman, M. (2017). An empirical study on the resilience of 

emotionally intelligent teachers to ostracism and counterproductive work behaviors 

in context of the higher educational sector of Pakistan. Global Management Journal 

for Academic & Corporate Studies, 7(1), 130-139.  

Nasurdin, A. M., Hazlina Ahmad, N., & Arwani Razalli, A. (2014). Politics, justice, stress, 

and deviant behaviour in organizations: An empirical analysis. International 

Journal of Business & Society, 15(2), 235-254.  

News, T. (2018, 03 May 2018). Pakistan currently has largest youth population of its 

history: UNDP report, UNDP Report. International The News. Retrieved from 



239 
 

www.thenews.com.pk/print/311910-pakistan-currently-has-largest-youth-

population-of-its-history-undp-report 

Noor, M. M. (2018, 31 May 2018). Challenges before the new HEC chief, Higher 

Education Development. The Nation. Retrieved from https://nation.com.pk/31-

May-2018/challenges-before-the-new-hec-chief 

O'connor, W. E., & Morrison, T. G. (2001). A comparison of situational and dispositional 

predictors of perceptions of organizational politics. The Journal of Psychology, 

135(3), 301-312.  

O’Neill, T. A., & Hastings, S. E. (2011). Explaining workplace deviance behavior with 

more than just the “Big Five”. Personality and Individual Differences, 50(2), 268-

273.  

Ogungbamila, B. (2013). Perception of organizational politics and job-related negative 

emotions as predictors of workplace incivility among employees of distressed 

banks. European Scientific Journal, 9(5), 125-138.  

Okanes, M. M., & Murray, L. W. (1980). Achievement and Machiavellianism among men 

and women managers. Psychological Reports, 46(3), 783-788.  

Ones, D., & Dilchert, S. (2013). Counterproductive work behaviors: Concepts, 

measurement, and nomological network. APA handbook of testing and assessment 

in psychology, 1, 643-659.  

Ones, D. S. (2018). Counterproductive work behaviors 2.0: Assessment or consequences. 

International Journal of Selection and Assessment, 26(1), 1-4.  

Pallant, J. (2007). SPSS Survival Manual 3rd Edition. New York: McGra Hill: Open 

University Press. 

http://www.thenews.com.pk/print/311910-pakistan-currently-has-largest-youth-population-of-its-history-undp-report
http://www.thenews.com.pk/print/311910-pakistan-currently-has-largest-youth-population-of-its-history-undp-report
https://nation.com.pk/31-May-2018/challenges-before-the-new-hec-chief
https://nation.com.pk/31-May-2018/challenges-before-the-new-hec-chief


240 
 

Parker, C. P., Dipboye, R. L., & Jackson, S. L. (1995). Perceptions of organizational 

politics: An investigation of antecedents and consequences. Journal of 

Management, 21(5), 891-912.  

Perrewé, P. L., Rosen, C. C., & Maslach, C. (2012). Organizational politics and stress: The 

development of a process model Politics in Organizations (pp. 247-290): 

Routledge. 

Peterson, R. A., & Kim, Y. (2013). On the relationship between coefficient alpha and 

composite reliability. Journal of Applied Psychology, 98(1), 194-198.  

Pfeffer, J. (2010). Power play. Harvard Business Review, 88(7/8), 84-92.  

Pfeffer, J., & Pfeffer, J. (1981). Power in organizations (Vol. 33): Pitman Marshfield, MA. 

Poon, J. M. (2003). Situational antecedents and outcomes of organizational politics 

perceptions. Journal of managerial psychology, 18(2), 138-155.  

Poon, J. M. (2004). Moderating effect of perceived control on perceptions of organizational 

politics outcomes. International Journal of Organization Theory and Behavior, 

7(1), 22-40.  

Poon, J. M. (2006). Trust-in-supervisor and helping coworkers: Moderating effect of 

perceived politics. Journal of managerial psychology, 21(6), 518-532.  

Rahman, S., Hussain, B., & Haque, A. (2011). Organizational politics on employee 

performance: an exploratory study on readymade garments employees in 

Bangladesh. Business strategy series, 12(3), 146-155.  

Ram, P., & Prabhakar, G. V. (2010). Leadership styles and perceived organizational 

politics as predictors of work related outcomes. European Journal of Social 

Sciences, 15(1), 40-55.  



241 
 

Rashid, U., Karim, N., Rashid, S., & Usman, A. (2013). Employee's perception of 

organizational politics and its relationship with stress. Asian Journal of Business 

Management, 5(4), 348-352.  

Rasool, S., Khan, K. B., & Shabbir, M. (2019). Impediments in the Quality Assurance of 

Higher Education Sector of Pakistan. Global Social Science Review, 4(4), 52-60.  

Rathore, K., Khaliq, C. A., & Aslam, N. (2017). The Influence of Leadership Styles on 

Employees Performance under Perceptions of Organizational Politics: A Study of 

Telecom Sector in Pakistan. International Journal of Management Research and 

Emerging, 7(1), 106-140.  

Rawwas, M. Y., Javed, B., & Iqbal, M. N. (2018). Perception of politics and job outcomes: 

moderating role of Islamic work ethic. Personnel Review, 47(1), 74-94.  

Rayburn, J. M., & Rayburn, L. G. (1996). Relationship between Machiavellianism and type 

A personality and ethical-orientation. Journal of Business Ethics, 15(11), 1209-

1219.  

Reinartz, W., Haenlein, M., & Henseler, J. (2009). An empirical comparison of the efficacy 

of covariance-based and variance-based SEM. International Journal of Research 

in Marketing, 26(4), 332-344.  

Riaz, A. (2013). Antecedents and consequences of organizational politics: A Study of the 

public sector organizations of Pakistan. (Doctroal Thesis), Mohammad Ali Jinnah 

University Islamabad, Islamabad.    

Ringle, C. M., Sarstedt, M., Mitchell, R., & Gudergan, S. P. (2018). Partial least squares 

structural equation modeling in HRM research. The International Journal of 

Human Resource Management, 1-27.  



242 
 

Rizwan, M., Afzal Humayon, A., Shahid, A. U., Danish, R. Q., Aslam, N., & Shahid, J. 

(2017). Antecedents of job turnover in educational sector of Pakistan. International 

Journal of Organizational Leadership, 6, 89-101.  

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace behaviors: A 

multidimensional scaling study. Academy of management Journal, 38(2), 555-572.  

Rokhman, W. (2010). The effect of Islamic work ethics on work outcomes. EJBO-

Electronic Journal of Business Ethics and Organization Studies, 15(1), 21-27.  

Roof, D. J. (2015). Problems of common interest: The shaping of education in Pakistan, 

1970-2014. Pakistan Journal of Commerce and Social Sciences (PJCSS), 9(1), 35-

51.  

Rosen, C. C., Harris, K. J., & Kacmar, K. M. (2009). The emotional implications of 

organizational politics: A process model. Human Relations, 62(1), 27-57.  

Rosen, C. C., & Levy, P. E. (2013). Stresses, swaps, and skill: An investigation of the 

psychological dynamics that relate work politics to employee performance. Human 

Performance, 26(1), 44-65.  

Rousseau, D. (1995). Psychological contracts in organizations: Understanding written and 

unwritten agreements: Sage Publications. 

Russell, T. L., Sparks, T. E., Campbell, J. P., Handy, K., Ramsberger, P., & Grand, J. A. 

(2017). Situating ethical behavior in the nomological network of job performance. 

Journal of Business and Psychology, 32(3), 253-271.  

Sackett, P. R., & DeVore, C. J. (2001). Counterproductive behaviors at work International 

handbook of work psychology: Sage Publications. 



243 
 

Saleem, H. (2015). The impact of leadership styles on job satisfaction and mediating role 

of perceived organizational politics. Procedia-Social and Behavioral Sciences, 

172, 563-569.  

Samad, S. (2011). Examining the effects of emotional intelligence on the relationship 

between organizational politics and job performance. International Journal of 

Business and Social Science, 2(6), 119-126.  

Sarwar, A., Irshad, M., Zhong, J. Y., Sarwar, S., & Pasha, R. (2020). Effects of social 

undermining in families on deviant workplace behaviours in Pakistani nurses. 

Journal of Nursing Management.  

Schneider, R. C. (2016). Understanding and managing organizational politics. Paper 

presented at the Sixth Asia-Pacific Conference on Global Business, Economics, 

Finance and Social Sciences (AP16Thai Conference), Bangkok Thailand. 

Sekaran, U. (2011). Research methods: A skill building approach. John Wiley & Sons.  

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill building 

approach: John Wiley & Sons. 

Shrestha, A. K. (2017). Workplace Spirituality and Employee Attitudes: Moderating Role 

of Organizational Politics. Journal of Business and Management Research, 2(1-2), 

33-51.  

Silvester, J., Wyatt, M., & Randall, R. (2014). Politician personality, M achiavellianism, 

and political skill as predictors of performance ratings in political roles. Journal of 

occupational and organizational psychology, 87(2), 258-279.  

Sowmya, K., & Panchanatham, N. (2012). Influence of organizational politics on turnover 

intention of bank employees, Chennai–India. AMET Int. J. Manage, 4(1), 19-25.  



244 
 

Spector, P. E., & Fox, S. (2005). The Stressor-Emotion Model of Counterproductive Work 

Behavior. In S. Fox & P. E. Spector (Eds.), Counterproductive work behavior: 

Investigations of actors and targets, 151-174.  

Stevens, J. P. (2012). Applied multivariate statistics for the social sciences: Routledge. 

Sun, W., Chou, C.-P., Stacy, A. W., Ma, H., Unger, J., & Gallaher, P. (2007). SAS and 

SPSS macros to calculate standardized Cronbach’s alpha using the upper bound of 

the phi coefficient for dichotomous items. Behavior research methods, 39(1), 71-

81.  

Sun, Y., & Xia, H. (2018). Research on perceptions of organizational politics and its 

influence on employee silence. Open Journal of Business and Management, 6(2), 

250-264.  

Tabachnick, B. G., Fidell, L. S., & Ullman, J. B. (2007). Using multivariate statistics (Vol. 

5): Pearson Boston, MA. 

Treadway, D. C., Ferris, G. R., Hochwarter, W., Perrewé, P., Witt, L., & Goodman, J. M. 

(2005). The role of age in the perceptions of politics--job performance relationship: 

a three-study constructive replication. Journal of Applied Psychology, 90(5), 872-

881.  

Treadway, D. C., Hochwarter, W. A., Ferris, G. R., Kacmar, C. J., Douglas, C., Ammeter, 

A. P., & Buckley, M. R. (2004). Leader political skill and employee reactions. The 

Leadership Quarterly, 15(4), 493-513.  

Treviño, L. K., Den Nieuwenboer, N. A., & Kish-Gephart, J. J. (2014). (Un) ethical 

behavior in organizations. Annual review of psychology, 65, 635-660.  



245 
 

Tufail, M., Shahzad, K., Gul, A., & Khan, K. (2017). The Impact of Challenge and 

Hindrance Stressors on Job Satisfaction: Moderating Role of Islamic Work Ethics. 

Journal of Islamic Business and Management, 7(1), 100-113.  

ud din Khan, H. S., Zhiqiang, M., Sarpong, P. B., & Naz, S. (2017). Perceived 

Organisational Politics and Job Attitudes: A Structural Equation Analysis of Higher 

Education Faculty of Pakistani Universities. Journal of Applied Science and 

Technology, 5(2), 254-263.  

Ugwu, K., & Duru, E. (2015). Political behavior and employee perceived performance in 

the private sector: A compartive study of Zenith Bank and First Bank PLS, South 

East Nigera. Global Management Review, 9(4), 20-45.  

Umrani, W. A. (2016). Moderating effect of organizational culture on the relationship 

between corporate entrepreneurship and business performance in Pakistan's 

banking sector. (PhD), Universiti Utara Malaysia, Malaysia.    

Valle, M., & Perrewe, P. L. (2000). Do politics perceptions relate to political behaviors? 

Tests of an implicit assumption and expanded model. Human relations, 53(3), 359-

386.  

Vardi, Y., & Weitz, E. (2003). Misbehavior in organizations: Theory, research, and 

management: Psychology Press. 

Vardi, Y., & Wiener, Y. (1996). Misbehavior in organizations: A motivational framework. 

Organization science, 7(2), 151-165.  

Verardi, V., & Croux, C. (2009). Robust regression in Stata. The Stata Journal, 9(3), 439-

453.  



246 
 

Verhagen, M., Lodder, G. M., & Baumeister, R. F. (2018). Unmet belongingness needs but 

not high belongingness needs alone predict adverse well‐being: A response surface 

modeling approach. Journal of personality, 86(3), 498-507.  

Vigoda-Gadot, E., & Drory, A. (2006). Handbook of organizational politics: Edward Elgar 

Publishing. 

Vigoda-Gadot, E., & Kapun, D. (2005). Perceptions of politics and perceived performance 

in public and private organisations: a test of one model across two sectors. Policy 

& Politics, 33(2), 251-276.  

Vigoda-Gadot, E., Vinarski-Peretz, H., & Ben-Zion, E. (2003). Politics and image in the 

organizational landscape: An empirical examination among public sector 

employees. Journal of Managerial Psychology, 18(8), 764-787.  

Vigoda‐Gadot, E. (2007). Leadership style, organizational politics, and employees' 

performance: An empirical examination of two competing models. Personnel 

Review, 35(5), 661-683.  

Vigoda‐Gadot, E., & Meisler, G. (2010). Emotions in management and the management of 

emotions: The impact of emotional intelligence and organizational politics on 

public sector employees. Public Administration Review, 70(1), 72-86.  

Vigoda‐Gadot, E., & Talmud, I. (2010). Organizational politics and job outcomes: The 

moderating effect of trust and social support. Journal of Applied Social Psychology, 

40(11), 2829-2861.  

Vigoda, E. (2000a). Internal politics in public administration systems: An empirical 

examination of its relationship with job congruence, organizational citizenship 

behavior, and in-role performance. Public personnel management, 29(2), 185-210.  



247 
 

Vigoda, E. (2000b). Organizational politics, job attitudes, and work outcomes: Exploration 

and implications for the public sector. Journal of vocational Behavior, 57(3), 326-

347.  

Vigoda, E. (2001). Reactions to organizational politics: A cross-cultural examination in 

Israel and Britain. Human Relations, 54(11), 1483-1518.  

Vigoda, E. (2002). Stress‐related aftermaths to workplace politics: the relationships among 

politics, job distress, and aggressive behavior in organizations. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 23(5), 571-591.  

Wakefield, R. L. (2008). Accounting and machiavellianism. Behavioral Research in 

Accounting, 20(1), 115-129.  

Wazir, H. k. (2017). World universities ranking contradicts HEC’s claims of educational 

uplift.   Retrieved from https://www.pakistantoday.com.pk/2017/09/27/world-

universities-ranking-contradicts-hecs-claims-of-educational-uplift/ 

Wetzels, M., Odekerken-Schröder, G., & Van Oppen, C. (2009). Using PLS path modeling 

for assessing hierarchical construct models: Guidelines and empirical illustration. 

MIS quarterly, 177-195.  

Wiernik, B. M., & Ones, D. S. (2018). Ethical employee behaviors in the consensus 

taxonomy of counterproductive work behaviors. International Journal of Selection 

and Assessment, 26(1), 36-48.  

Williams, K. (2001). Ostracism: The power of silence (pp. 7–11). New York: Guilford.  

https://www.pakistantoday.com.pk/2017/09/27/world-universities-ranking-contradicts-hecs-claims-of-educational-uplift/
https://www.pakistantoday.com.pk/2017/09/27/world-universities-ranking-contradicts-hecs-claims-of-educational-uplift/


248 
 

Witt, L. A., Andrews, M. C., & Kacmar, K. M. (2000). The role of participation in decision-

making in the organizational politics-job satisfaction relationship. Human 

Relations, 53(3), 341-358.  

Yang, J., & Treadway, D. C. (2018). A social influence interpretation of workplace 

ostracism and counterproductive work behavior. Journal of Business Ethics, 

148(4), 879-891.  

Yin, N. (2018). The influencing outcomes of job engagement: an interpretation from the 

social exchange theory. International Journal of Productivity and Performance 

Management, 67(5), 873-889.  

Yousef, D. A. (2001). Islamic work ethic–A moderator between organizational 

commitment and job satisfaction in a cross-cultural context. Personnel review, 

30(2), 152-169.  

Yunus, O. M., Rahim, A. R. A., Shabuddin, A. B., & Mazlan, M. (2011). Work ethic of 

Malaysian civil servants. Paper presented at the 2nd International conference on 

business and economic (2nd ICBER 2011) Proceeding. 

Yusoff, R. M., & Khan, F. (2013). Stress and burnout in the higher education sector in 

Pakistan: A systematic review of literature. Research Journal of Recent Sciences, 

2(11), 90-98.  

Zahoor, I., Malik, N. I., & Atta, M. (2019). Relationship between Job Insecurity, 

Workplace Incivility and Counterproductive work behaviors among employees: 

Role of Work Family Conflict. Foundation University Journal of Psychology, 3(2).  

Zhang, G., & Lee, G. (2010). The moderation effects of perceptions of organizational 

politics on the relationship between work stress and turnover intention: An 



249 
 

empirical study about civilian in skeleton government of China. I-Business, 2(3), 

268.  

Zhou, J., & Ferris, G. R. (1995). The Dimensions and consequences of organizational 

Politics perceptions: A confirmatory analysis1. Journal of Applied Social 

Psychology, 25(19), 1747-1764.  

Zibenberg, A. (2017). Perceptions of Organizational Politics: A Cross-cultural Perspective. 

Global Business Review, 18(4), 849-860.  

Zikmund, W. G., Carr, J. C., & Griffin, M. (2013). Business Research Methods (Book 

Only): Cengage Learning. 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

Appendix I 

Questionnaire 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



250 
 

 

SCHOOL OF BUSINESS MANAGEMENT 

College of Business (COB) 

UNIVERSITI UTARA MALAYSIA 

Dear Respondent, 

I am a PhD student from Universiti Utara Malaysia (UUM), conducting a research entitled 

“Perception of Organizational Politics and Counterproductive Work Behavior: Moderating 

Role of Islamic Work Ethics in Public Higher Education Sector of Pakistan”.  The prime 

objective of this study is to emphasize the predictors of perception of organizational politics and 

its relation to counterproductive work behaviour with moderating role of Islamic Work Ethics in 

higher education sector of Pakistan.  

The questionnaire contains questions on Antecedents (Scarcity of Resources, Workplace 

Belongingness, and Machiavellianism) of Perception of Organizational Politics, 

Counterproductive Work Behaviour and Islamic Work Ethics. Although I am not asking you for 

any sensitive personal information, complete confidentiality is assured with this survey. The 

information that you provide me will be used in aggregate form only. All information supplied in 

this Questionnaire will not be used for any other purposes except those of this research project. 

Questionnaire should take only 20 to 30 minutes of your valuable time to complete. Please 

complete this questionnaire; as incomplete questionnaire creates difficulties for data analysis. Your 

cooperation and participation in this research are greatly appreciated. Every response given is 

important as it determines the success of this research.  

Thank you very much for your kind co-operation and assistance.  

Yours sincerely, 

Tasawar Javed 

Universiti Utara Malaysia 

E-mail: tasawar.javed@iub.edu.pk 

Ph # +923027711086 
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Antecedents and Detrimental Effect of POP: A Study on Employees (Academia) of Pakistan 

Higher Education Public Sector 

Questionnaire 

A PhD research Survey 

 

This questionnaire has two sections, A&B. Please answer all the questions. There is no 

right or wrong answer. Your spontaneous and honest response is important to the success 

of this research.  

 

Section A: Demographic Information 

The questions below are related to personal data. Please TICK one box which is best 

applicable to you.   

 

 

 

 

Gender         Male             Female    

       

Age (Years old)  25-35                36-45  46-55 

  56-60  Over 60   

       

Highest Education 

Level  

                         

  Masters  PhD   _________ 

       

Monthly Income  Below Rs.50,000         Rs.50,000-100,000         

  Rs.100,001-150,000  Above Rs.150,000 

       

      

Marital Status  Single  Married  Divorced 

       

       

                

   



252 
 

Section B 

Please encircle the appropriate number according to employees’ attitude at 

workplace.                                               

    1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree  

Perception of Organizational Politics (It refers to the degree of perception of an employee 

about political phenomenon at workplace in organization) (1= Strongly Disagree; 2=Disagree; 

3=Neutral; 4= Agree 5= strongly agree) 

 

01 POP1 At my workplace ‘favoritism’ rather than merit 

determines who gets ahead around 

1 2 3 4 5 

02 
POP2 

There is no place for yes-men around here:  

good ideas are encouraged even disagreeing 

with superiors 

1 2 3 4 5 

03 
POP3 

Employees are encouraged to speak out frankly 

even when they are critical of well-established 

ideas 

1 2 3 4 5 

04 POP4 There has always been an influential group at 

my workplace that no one ever crosses 

1 2 3 4 5 

05 POP5 People here usually don’t speak up for fear of 

retaliation by others 

1 2 3 4 5 

06 POP6 Rewards/benefits come only to those who 

work hard in this organization 

1 2 3 4 5 

07 POP7 Promotions/benefits at my workplace generally 

go to top performers 

1 2 3 4 5 

08 POP8 People in this organization attempt to grow 

themselves up by crossing others 

1 2 3 4 5 

09 
POP9 

I have seen changes made in policies here that 

only serve the purposes of a few individuals, 

rather work unit or the organization 

1 2 3 4 5 

10 
POP10 

There is a group of people at my workplace 

who always get things their way because no 

one wants to challenge them 

1 2 3 4 5 

11 
POP11 

I can’t remember when a person received a pay 

increase or a promotion/benefits that was 

inconsistent with the published policies 

1 2 3 4 5 



253 
 

12 
POP12 

Since I have worked in this department, I have 

never seen the pay, benefits and promotion 

policies applied politically 

1 2 3 4 5 

 

Counterproductive Work Behaviour (It refers to the negative behaviour of an employees at 

workplace which shows his/her reduced interest in organization to be productive) (1= Strongly 

Disagree; 2=Disagree; 3=Neutral; 4= Agree 5= strongly agree)  

13 CWB1 Overstay after break (lunch) is evident at my 

workplace. 
1 2 3 4 5 

14 CWB 2 Lateness to work is common among 

employees at my workplace 
1 2 3 4 5 

15 CWB 3 Employees leave their workplace environment 

untidy 
1 2 3 4 5 

16 CWB 4 
Employees curse coworkers at workplace 

1 2 3 4 5 

17 CWB 5 
Employees pretend to be sick to avoid work  

1 2 3 4 5 

18 CWB 6 
Losing temper at my workplace is evident  

1 2 3 4 5 

19 CWB 7 Employees often neglect supervisors’ 

instructions at my workplace 

1 2 3 4 5 

20 CWB 8 Employees leave the workplace early without 

getting permission of supervisor  

1 2 3 4 5 

21 CWB 9 Employees depend on coworkers to complete 

their task at workplace 

1 2 3 4 5 

22 CWB10 Rude behavior of employees is evident at 

workplace 

1 2 3 4 5 

23 CWB11 Employees put little effort at workplace to 

fulfill duties 

1 2 3 4 5 
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Scarcity of Resources (It refers to the limited resources at workplace in organization such as 

benefits, promotion and physical resources)  

 (1= Strongly Disagree; 2=Disagree; 3=Neutral; 4= Agree 5= strongly agree) 

24 SOR1 The various units at my workplace are always 

competing for scarce resources 
1 2 3 4 5 

25 SOR2 
At my workplace resources are often limited 

1 2 3 4 5 

26 SOR3 Resources are divided equally in my 

organization 
1 2 3 4 5 

 

 

Workplace Belongingness (It refers to the relation of an employee towards its organization 

workplace and with co-workers)  

 (1= Strongly Disagree; 2=Disagree; 3=Neutral; 4= Agree 5= strongly agree) 

27 WPB1 I am able to work in this organization without 

sacrificing my principles  
1 2 3 4 5 

28 
WPB 2 

I use to refer as “we/us” rather than 

“they/them” when I refer my organization to 

outsiders 
1 2 3 4 5 

29 WPB 3 I feel that there is a resemblance between my 

organization and my own values and beliefs 
1 2 3 4 5 

30 WPB 4 I generally carry more positive emotions than 

the negative ones during my job 
1 2 3 4 5 

31 WPB 5 Being a part of this organization inspires me 

to do more than what is expected 

1 2 3 4 5 

32 WPB 6 At my workplace I have many common 

themes with my co-workers 

1 2 3 4 5 

33 WPB 7 Fairness is maintained while executing rules 

and policies in my organization 

1 2 3 4 5 

34 WPB 8 My personal needs are well met by my 

organization 

1 2 3 4 5 

35 
WPB 9 

Whenever I have any personal or professional 

issues my organization extends necessary help 

and support 

1 2 3 4 5 

36 WPB10 My career goals are well considered by my 

organization 

1 2 3 4 5 
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37 WPB11 My organization tries to make my job as 

exciting and promising as possible 

1 2 3 4 5 

38 WPB12 Accomplishments at work are adequately 

rewarded in my organization 

1 2 3 4 5 

 

 

Machiavellianism (It refers to the personality of an individual employee to act in specific 

environment at workplace, shows political aspect of an individual) (1= Strongly Disagree; 

2=Disagree; 3=Neutral; 4= Agree 5= strongly agree) 

39 MAC1 Employees at my workplace likes to order in 

interpersonal situations 
1 2 3 4 5 

40 MAC 2 Employees enjoy to take control over others 

at my workplace 
1 2 3 4 5 

41 MAC 3 Employees are capable of controlling any 

situation at workplace 
1 2 3 4 5 

42 MAC 4 The only good reason to talk to others is to 

get information for personal benefits 

1 2 3 4 5 

43 MAC 5 Lying is necessary to maintain competitive 

advantage at my workplace  
1 2 3 4 5 

44 MAC 6 Unethical behavior is necessary for personal 

success at my workplace 
1 2 3 4 5 

45 MAC 7 Cheating is common when there are less 

chances of getting caught at my workplace 
1 2 3 4 5 

46 MAC 8 ‘Status’ is believed to be a good sign of 

success in life among employees of my 

workplace 
1 2 3 4 5 

47 MAC 9 ‘Wealth accumulation’ is an important goal of 

life for employees at my workplace 
1 2 3 4 5 

48 MAC10 Employees of my workplace desire to become 

rich and powerful in life 
1 2 3 4 5 

49 MAC11 Employees get motivated to have personal 

gain at my workplace 
1 2 3 4 5 

50 MAC12 Employees don’t join groups due to lack of 

trust among each other at my workplace 
1 2 3 4 5 
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51 MAC13 Employees at my workplace backstab each 

other to get ahead 
1 2 3 4 5 

52 MAC14 Employee take advantage of others’ weakness 

at my workplace 
1 2 3 4 5 

53 MAC15 Employees take advantage at the cost of 

others at my workplace 
1 2 3 4 5 

54 MAC16 Threat to personal goals brings about 

sabotage to others’ efforts  
1 2 3 4 5 

 

 

Islamic Work Ethics (It refers to the religious and moral beliefs of an individual employee at 

workplace towards its organization and co-workers)  

 (1= Strongly Disagree; 2=Disagree; 3=Neutral; 4= Agree 5= strongly agree) 

55 IWE1 
Laziness is an evil at workplace 

1 2 3 4 5 

56 IWE2 
Dedication to work is a virtue 

1 2 3 4 5 

57 IWE3 Good work benefits both myself and 

coworkers 

1 2 3 4 5 

58 IWE4 Fairness and kindness at the work place are 

important for employees’ welfare 

1 2 3 4 5 

59 IWE5 Producing more than enough to meet one’s 

need contribute to the prosperity as a society 

as whole 

1 2 3 4 5 

60 IWE6 One should carry work to the best of his/her 

ability 

1 2 3 4 5 

61 IWE7 Work is not an end itself but a mean to foster 

personal growth and social relation 

1 2 3 4 5 

62 IWE8 
Life has no meaning without work 

1 2 3 4 5 

63 IWE9 
More leisure is good for society 

1 2 3 4 5 

64 IWE10 Human relations should be emphasized and 

encouraged at workplace 

1 2 3 4 5 

65 IWE11 
Work enables human to control their nature 

1 2 3 4 5 
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66 IWE12 Employees work to get ahead and progress in 

life 

1 2 3 4 5 

67 IWE13 
Work gives the chance to be independent 

1 2 3 4 5 

68 IWE14 A successful person is one who meets 

deadline at work 

1 2 3 4 5 

69 IWE15 One should constantly work hard to meet 

responsibilities 

1 2 3 4 5 

70 IWE16 The value of work is delivered from 

accompanying intentions rather than results 

1 2 3 4 5 

71 IWE17 Creative work is a source of happiness and 

accomplishment 

1 2 3 4 5 

 

Thank you very much for your efforts and time. 
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Source, 

country 
IV DV 

Moderator/ 

Mediating 

Statistical 

Technique 
Findings 

1-(Ferris & 

Kacmar, 

1992) (USA) 

Centralization 

Formalization 

Hierarchal level 

Span of control 

Job autonomy 

Job variety 

Feedback 

Advancement 

opportunity 

Age 

Gender 

Machiavellianism 

Self monitoring 

  

Job satisfaction 

Absenteeism 

Job anxiety 

Job involvement 

POP (mediator) 

Moderators: 

Perceived control 

Understanding 

Regression 

(SPSS) 

FB->pop (-)* 

JA->pop (-)* 

SV->pop (-)* 

Age->pop n.s 

Sex->pop n.s 

Span of contrl-

>pop n.s 

2-(Parker, 

Dipboye, & 

Jackson, 

1995) 

Involvement in DM 

Clarity of R&R 

Effectiveness of 

formal comm. 

Hierarchal level 

AA/EO emphasis 

Age 

Educational level 

Career development 

Management 

support 

Trust 

 

Organizations 

values 

Loyalty 

Satisfaction 

Perceived 

innovation 

Effectiveness of 

senior 

management 

POP 

(Mediation) 

Trust 

(Moderator) 

 

Regression 

(SPSS) 

IDM->POP (-)* 

R&R->POP (-)* 

Age->POP (+) 

Gender ->POP ns 

CD->pop (-)* 

Trust->pop (-)* 

MS->pop (-) 

3-

(Cropanzano, 

Howes, 

Grandey, & 

Toth, 1997) 

Organizational 

citizenship behavior 

 

Withdrawal 

Turnover 

intention 

Job satisfaction 

Organizational 

commitment 

POP Regression 

(SPSS) 

correlation 

Pop->TO (+)* 

Pop_>JS (sig) 

POP->OC (-)* 

 

4-(Poon, 

2003) 

(Malaysia) 

Job ambiguity 

Scarcity of 

resources 

Trust climate 

Turnover 

intention 

Job satisfaction 

Job stress 

POP PLS JA->POP (+)* 

SOR->pop (+)* 

Trust->pop(-)* 

POP->JS (+)* 

POP->jsat (-)* 

POP->TO (+)* 

5-(Vigoda, 

2001) (Israel) 

(UK) 

Organizational 

politics 

Participate in DM 

Formalization 

Job autonomy 

Willing to leave 

Less loyal 

Less satisfaction 

Absenteeism 

Met expectation 

Voice 

Neglect  

 Regression 

(SPSS) 

POP->exit(+)* 

POP->loyal (-)* 

POP->satis 

POP->neglect (+)* 

POP->voice 

POP->ME (-)* 

POP->absent(-)* 

6-Vigoda-

Gadot and 

Kapun (2005) 

USA 

Organizational 

politics 

Employee 

performance 

Organizational 

commitment 

Negligent 

behavior 

Distress 

  POP->Jsats (-)* 

POP->oc (-) 

JS->NB (+)* 

POP->JD (+)* 
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Burnout 

Absenteeism 

7-Poon 

(2006) 

(Malaysia) 

Trust in SV 

 

Helping 

behavior 

POP (moderator) Regression Trust in sv->HB 

(+) 

T-SV->pop->HB (-

) if pop high; and 

(+) if pop low 

8-Daud, Isa, 

Nor, and 

Zainol (2013) 

(Malaysia) 

Need for power 

Need for 

achievement 

Need for dominant 

POP  Correlation 

Regression 

Nop->pop (-)* 

Na->pop (-)* 

Nd->pop (-)* 

9-Sowmya 

and 

Panchanatha

m (2012) 

(India) 

POP Turnover 

intention 

 Correlation 

(SPSS) 

Pop->TO (+)* 

10-(Nasurdin, 

Hazlina 

Ahmad, & 

Arwani 

Razalli, 2014) 
(Malaysia) 

POP 

Organizational 

Justice 

Deviant 

Behavior 

Stress(Mediator) SEM 

(AMOS) 

Pop->stress (+)* 

Stress->DB(+)* 

Pop->stress->DB 

(+)*  

11-

(Ogungbamil

a, 2013) 

Nigeria 

Age 

Gender 

Marital status 

Academic qual 

Job tenure 

Job level 

POP 

Workplace 

incivility 

 Correlation 

Regression 

Pop->WIC (+)* 

Dem->WIC (-)* 

12-(Kacmar, 

Bachrach, 

Harris, & 

Zivnuska, 

2011) (USA) 

Ethical leadership OCB (Person 

focused; 

Organization 

focused) 

Moderators: 

POP 

Gender 

 EL->pop->ocb (+)* 

13-

(Muhammad, 

2007) 

(Kuwait) 

Centralization 

Formalization 

Hierarchal level 

Scarcity of 

resources 

Procedural justice 

Role ambiguity 

Trust 

 

POP  Regression Cent->pop (-) Not 

For->pop (-) Not 

HL->pop (+)* 

SOR->pop (+)* 

PJ->pop (-)* 

RA->pop (+)* 

Trust-POP (-)* 

Dem->pop NOT.s 

14-(Riaz, 

2013) 

(Pakistan) 

PDM 

Role ambiguity 

Role conflict 

Machiavellianism 

POP  Correlation 

Regression 

SPSS 

PDM->pop NOT.s 

RA->pop (+)* 

RC->pop Not.s 

Mach->pop (+)* 

15-(Ishak, 

2016a) 

(Malaysia) 

Machiavellianism 

Need for power 

Proactive PB 

Reactive PB 

 PLS (SEM) 

path analysis 

EFA 

Mach->PrPB (+)* 

Mach->RePB (+)* 

NP->PrPB (+)* 

NP->RePB Not.S 

16-(Ishak, 

2016b) 

(Malaysia) 

Personality trait 

Political behavior 

Political skill 

Career success POP No empirical 

test 

conducted 

PT->pop->CS 

Mach->CS 

PB->CS 

PS->CS 
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17-(Lawong, 

McAllister, 

Ferris, & 

Hochwarter, 

2018) (USA) 

POP Job satisfaction 

Job tension 

Work frustration 

Emotional 

exhaustion 

 

Transcendence 

(Moderator) 

Correlation 

Moderated 

regression 

Pop->trns->JS (+)* 

when trans low 

POP->JS N.S when 

trans high 

POP->JT (+)* 

POP->WF (+)* 

POP->EE (+)* if 

trans low; 

If high then all 

NOT sig 

 

18-

(Zibenberg, 

2017) 

(Ukraine & 

Israel) 

Cultural 

embeddedness 

Autonomy 

Egalitarianism 

Hierarchy  

Rate of corruption 

 

 

pop  Compare M 

and SD of 

both 

countries 

samples 

Higher impact of 

cultural values in 

Ukraine and lower 

impact in Israel 

19-(Elbanna, 

2016) 

Manager’s 

autonomy 

Strategic control 

Effectiveness of 

strategic 

planning 

POP (Mediator) 

Control variables 

(Moderator) 

SEM PLS MA->pop (+)* 

SC->pop (-)* 

Pop->ESP (-)* 

20-(Mishra, 

Sharma, & 

Swami, 2016) 

(India) 

Workforce diversity 

Relationship 

conflict 

Role conflict 

Need for power 

Intention to 

Turnover 

Job anxiety 

Organizational 

commitment 

(POP) SEM-PLS 

Regression  

WFD->pop (+)* 

ReC->pop (+)* 

RC->pop Not.s 

NoP->pop (+)* 

Pop->TO (+)* 

Pop->JA (+)* 

Pop->OC (-)* 

 

21- (Rawwas, 

Javed, & 

Iqbal, 2018) 

(Pakistan) 

POP 

IWE 

Job satisfaction 

Turnover 

intention 

Neglect behavior 

 

 Correlation 

 

Pop->JS (-)* 

Pop->TO (+)* 

Pop->NB (+)* 

IWE->JS (+)* 

IWE->TO (-)* 

IWE->NB (-)* 

Pop->IWE Not.cr 

Mod: 

IWE (pop-NB) 

Weak 

IWE (pop->TO) 

weak 

IWE(pop->JS) 

High 

22-(Hall, 

Franczak, Ma, 

Herrera, & 

Hochwarter, 

2017) 

POP Job satisfaction 

Job tension 

Emotional 

exhaustion 

 

Work drive 

(Moderator) 

Regression 

 

Moderate by WD 

Pop->JS (-)* low if 

low WD 

Pop->JT (+)* if 

low WD then high 

Pop->EE  (+)* if 

high then EE high 

too 

23-(Kidron & 

Vinarski 

Political climate Affective 

commitment  

Moderator: 

Affective 

Mixed 

methods 

Pc->PB (+)* 

PC->Trust (-)* 
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Peretz, 2018) Political 

behavior 

Trust 

 

commitment 

Trust 

PC->AC (-)* 

Mod Trust = Sig 

Mod AC =Partially 

moderate 

 

24-(De Clercq 

& 

Belausteguigo

itia, 2017) 

(Mexico) 

POP Organizational 

citizenship 

behavior 

Moderator: 

Contextual and 

personal 

resources 

(i.e. sv’ 

transformational 

leadership, 

knowledge 

sharing, 

resilience) 

Correlation 

Regression  

Pop->OCB (-)* 

TL->OCB Not. s 

Mod TL: weaken 

the influence 

Mod KS: weaken 

the relation of pop 

and ocb 

Mod Res: Not. s 

25-(O. F. 

Malik et al., 

2018) 

POP Knowledge 

hiding 

Employee 

creativity 

 

Moderator: 

Professional 

commitment 

Control 

variables: 

(Tenure , edu 

level) 

Mediator: 

Knowledge 

hiding 

Linear 

Regression 

SPSS 

Pop->KH (+)* 

Pop->EC (-)* 

KH->EC (-)* 

Mod Pc: weaken 

the relation 

Med:  

KH mediate 

between pop and 

EC 

26- (Sun & 

Xia, 2018) 

POP Employee 

silence 

 SPSS 

PLS 

Pop->ES (+)* 

A,b,c supported Sig 

27-Karadal 

and Arasli 

(2009) (North 

Cyprus) 

Scarce resources 

Trust climate 

 

Superior politics 

Job performance 

Job satisfaction 

Organizational 

commitment 

 

 LISREL SOR->SP (+)* 

SOR->subP (-)* 

SOR->JS (-)* 

SOR->JCmt Not. s 

SP->SubP (-)* 

SubP->JS Not. s 

SubP->Jcmt Not. s 

SP->JS (-)* 

JS->Ocmt (+)* 

SP->Jcmt (-)* 

 

28-Daskin 

and Tezer 

(2012) 

(Cyprus) 

Scarcity of 

resources 

Favoritism 

Organizational 

support 

Turnover 

intention 

POP (Mediator) Regression 

SPSS 

SOR->pop (+)* 

Fvt->pop (+)* 

OS->pop (-)* 

Pop->TO (+)* 

 

29- Ahmed 

(2018) 

Pakistan 

Favoritism 

Pay and promotion 

Scarcity of 

resources 

Turnover 

intention 

POP (Mediator)  Regression 

SPSS 

Fvt->pop  (+)* 

P&P->pop (+)* 

SOR->pop (+)* 

POP->TO (+)* 

30-Cockshaw, 

Shochet, and 

Obst (2014) 

Australia 

(12#) 

Belongingness 

(Distinction 

General 

belongingness and 

Workplace 

belongingness) 

Depressive 

symptoms 

(anxiety) 

 Regression 

 

SOB-I->DS 

PSOM->DS 

31-Kuo and 

Yang (2017) 

Need to belong 

 

Rejection 

Depression 

Med: 

Upward 

 NTB->Rej (+)* 

NTB->upwrdcom 



262 
 

(Taiwan) (1#)  comparison (+)* 

 

32- Verhagen, 

Lodder, and 

Baumeister 

(2018) (#4) 

Belongingness Well-being 

Relationship 

satisfaction 

Loneliness 

Self-esteem 

Depressive 

symptoms 

 Correlation  HBN->satisfy (-)* 

high ntb low satis& 

self esteem 

 

33-Jena and 

Pradhan 

(2018) (India) 

(#5) 

Workplace 

belongingness 

(Scale 

development) 

Employee 

performance 

Joy at work 

Pro-action  

 CFA 

(AMOS) 

WPB->EP (+)* 

WPB->JAW (+)* 

WPB->Pr-act Not.s 

34-(Yang & 

Treadway, 

2018) (China) 

(#1) 

Coworker’s 

ostracizing 

behavior  

Counterproducti

ve work 

behavior 

Mediator: 

Perceived 

workplace 

ostracism 

Moderator: 

Need to belong 

Political skill 

Correlation 

Regression  

CWO->WPO Not.s 

WPO->CWB (+)* 

Mod by NTB 

CWO->WPO (+)* 

Mod by PS 

WPO->CWB Not.s 

WPO mediate: 

CWO->WPO-

>CWB       Not. S 

CWO->CWB (+)* 

35- Chen 

(2010)  

(Taiwan) 

Machiavellianism  Emotional 

blackmailing 

Moderator: 

Demographic 

variables 

Correlation 

Regression  

Mach->EB (+)* 

Mod by Demo 

Mach->age (-) 

Mach->tenure (-) 

Mach->edu (+) 

Mach->pos (+) 

NOT Moderate 

36-(Khan, 

Quratulain, & 

Crawshaw, 

2013) 

(Pakistan) 

Distributive 

injustice 

Procedural injustice  

Counterproducti

ve work 

behavior 

Salary rise 

Anger 

sadness 

Mediator: 

Discrete 

emotions (Anger 

and sadness) 

CFA,SEM 

AMOS 

DiJ->ang (+)* 

DiJ->sad (+)* 

PiJ->ang Not. s 

PiJ->sad Not. S 

Ang->abuse (+)* 

Ang->cwb (+)* 

Sad->WD Not. S 

Sad->CWB Not. S 

Ang fully mediate 

b\w DiJ & abuse 

37-

(Ogungbamil

a, 2013) 

(Nigeria) 

Demographic factor 

(age, gender, 

educational level, 

marital status, job 

tenure, job level) 

POP 

Negative emotions 

Workplace 

incivility 

 Correlation 

Regression  

POP->WPI (+)* 

NEm->WPI (+)* 

POP->Nem (+)* 

38-Nasir, 

Khaliq, and 

Rehman 

(2017) 

Ostracism Counterproducti

ve work 

behavior CWB 

Mediator: 

Stress 

Moderator: 

Emotional 

intelligence (EI) 

Regression  Ostra->CWB (+)* 

Ostra->stress (+)* 

Stress->CWB (+)* 

Mediate by stress 

Ostra->stress->cwb 

(+)* FM by stress 

Mod by EI: 

Stress->CWB EI (-
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)* influence  

 

39-Ahmad-

Mughal, 

Nisar, 

Othman, and 

Kamil (2017) 

(Pakistan) 

Emotional 

intelligence (EI) 

POP 

 

Emp Attitude 

(org 

commitment, job 

satisfaction) 

Emp Behavior 

(OCB) 

Mediator: 

Political skill 

CFA 

SEM 

PLS 

EI->JS (+)* 

EI->OC (+)* 

EI->OCB (+)* 

EI->PS->JS (+)* 

EI->PS->OC (+)* 

EI->PS->OCB (+)* 

POP→JS Not. S 

POP->OC (-)* 

POP->OCB (-)* 

POP->PS->JS (+)* 

POP->PS->OC(+)* 

POP->PS->OCB 

(+)* 

40-Baloch, 

Meng, Xu, 

Cepeda-

Carrion, and 

Bari (2017) 

Dark Triad 

Personality 

(psychopathy, 

narcissism, 

Machiavellianism) 

CWB Moderator and 

Mediator: 

 

POP 

PLS-SEM Psy->CWB (+)* 

Nar->CWB (+)* 

Mach->CWB (+)* 

Psy->pop->cwb 

(+)* 

Nar->pop->cwb 

(+)* 

Mach->pop->cwb 

(+)* 

Mod by PS 

Psy->pop (+)* 

Nar->pop (+)* 

Mach->pop Not. S 

41-(Jahanzeb 

& Fatima, 

2017) 

(Pakistan) 

Workplace 

Ostracism 

 

Interpersonal 

deviance 

Defensive 

silence 

Emotional 

exhaustion 

 

Mediator: 

Defensive 

silence 

Emotional 

exhaustion  

PLS-SEM Ost->IPD (+)* 

WPOst->DS (+)* 

Wpost->DS->IPD 

Not.s 

Wpost->EE (+)* 

Wpost->EE->IPD 

(+)* 

Wpost->ee-DS-

>IPD (+)* 

42-(Yin, 

2018) (China) 

Job engagement Task 

performance 

OCB 

Job burnout 

CWB 

Organizational 

justice 

AMOS 

SEM 

Correlation 

Regression 

JE->TP (+)* 

JE->OCB (+)* 

JE->BU (-)* 

JE->CWB (-)* 

Moderate by OJ 

JE-TP Not. S 

JE>OCB Not. S 

JE->BU Not. S 

JE->CWB (-) 

43-(Malik, 

Sattar, 

Younas, 

NUML, & 

Nawaz, 2018) 

(Pakistan) 

Workplace bullying Workplace 

deviance 

 

Moderator: 

Toxic leadership 

Mediator: 

Emotional 

exhaustion 

SME-PLS WPB->WPD (+)* 

WPB->EX->WPD 

(+)* 

Mod: 

WPB->TLS->WPD  

44-

(Abubakar, 

Yazdian, & 

Behravesh, 

Workplace 

ostracism 

Tolerance to 

incivility  

Intention to 

sabotage 

Moderation: 

Generation 

cohorts 

Mediation: 

AMOS 

SEM 

Correlation 

Regression 

WPOst->NE (+)* 

WPOst->ITS (+)* 

WPT->NE (+)* 

WPT->ITS (+)* 
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2018) 

(Nigeria) 

 Negative 

emotions 

NE->ITS (+)* 

Mod by Generation 

cohorts 

WPOst->NE (+)* 

WPOst->ITS (+)* 

WPT->NE (+)* 

WPT->ITS (+)* 

NE->ITS Not. S 

45- Chang et 

al. (2009) 

POP Turnover 

intention 

Performance 

(Task 

performance, 

OCB-Ind, OCB-

org) 

Psychological 

strain 

Morale (job 

satisfaction, 

affective 

commitment ) 

Correlation  POP->psystra (+)* 

POP->Moral (-)* 

POP->TO (+)* 

POP->JP (-)* 

Med: 

POP->Psy->Mor 

POP->psystra->TO 

(+)* 

POP->moral->TO 

(+)* 

POP->psystra->JP 

(-)* 

POP->moral->TO 

(+)* 

46-Kacmar et 

al. (2013) 

(USA) 

Sub-rated Ethical 

Leadership 

SV-rated 

Helping 

behavior  

Promotability 

Moderator: 

Political skill 

Mediator: 

POP 

Regression  

 

ELS->POP (-)* 

POP->HB (-)* 

POP->Promt (-)* 

Mediator: 

ELS->pop->HB 

(+)* 

ELS->pop->promt 

(+)* 

Moderate: 

POP->Ps->HB 

Not.s 

POP->Ps->promt 

Not. s 

ELS->HB Not. s 

ELS->promt  Not. s 

H- PS 

47-M. S. 

Tufail et al. 

(2017) 

(Pakistan) 

Pay 

Promotion 

Job security 

Work life 

Organizational 

justice 

 

Organizational 

citizenship 

behavior 

CWB 

 Correlation Pay->CWB (-)* 

Promotion->CWB 

(-)* 

Job sec->CWB (-)* 

WLB->CWB (-)* 

OrgJustic->CWB 

Not. s 

48-Cohen and 

Diamant 

(2017) 

(Israel) 

Organizational 

justice 

Fairness 

POP 

 

CWB 

Burnout 

Mediator: 

Psychological 

contract breach 

Affirmative 

commitment 

Correlation OJ->CWB Not. S 

POP->CWB (+)* 

BO->CWB (+)* 

PerPsyCon->CWB 

Not. s 

AOCmt->CWB 

Not. S 

POP->pcb->CWB 

(+)* 

POP->AOC-

>CWB (+)* 
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49-M. S. 

Tufail et al. 

(2017) 

(Pakistan) 

Challenge stressor 

Hindrance stressor 

Islamic work Ethics 

Job satisfaction 

 

Moderator: 

Islamic work 

Ethics (IWE) 

Correlation 

Regression  

CS->JS Not. S 

HS->JS (-)* 

IWE->JS 

Mod by IWE: 

CS->JS (+)* 

HS->JS Not. S 

50- De 

Clercq, Haq, 

Raja, Azeem, 

and Mahmud 

(2018)  

(Pakistan) 

Islamic work ethics Helping 

behavior 

Moderator: 

Despotics 

Leadership 

Gender 

Regression 

PLS 

IWE->HB (+)* 

Moderator: DLS 

IWE->NB (+)* 

stronger relation 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

Appendix III 

Proofread Letter 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



266 
 

 

 


	FRONT MATTER
	COPYRIGHT PAGE
	TITLE PAGE
	CERTIFICATION
	PERMISSION TO USE
	ABSTRACT
	ABSTRAK
	ACKNOWLEDGEMENT
	TABLE OF CONTENTS
	LIST OF TABLES
	LIST OF ABBREVIATIONS
	LIST OF FIGURES
	LIST OF APPENDICES

	MAIN CHAPTER
	CHAPTER ONE INTRODUCTION AND BACKGROUND
	1.1 Introduction
	1.2 Background of the Study
	1.3 Problem Statement
	1.4 Research Questions
	1.5 Research Objectives
	1.6 Scope of Study
	1.7 Significance of the Study
	1.7.1 Theoretical Significance
	1.7.2 Practical Significance

	1.8 Definitions of key Terms:
	1.8.1 Perception of Organizational Politics (POP)
	1.8.2 Counterproductive Work Behavior (CWB)
	1.8.3 Scarcity of Resources (SOR)
	1.8.4 Workplace Belongingness (WPB)
	1.8.5 Machiavellianism (MACH)
	1.8.6 Islamic Work Ethics (IWE)

	1.9 Organization of Thesis

	CHAPTER TWO LITERATURE REVIEW
	2.1 Introduction
	2.2 Organizational Politics
	2.3 Definitions of Organizational Politics
	2.4 Perception of Organizational Politics (POP)
	2.5 Ferris’ (1989) Model of Perception of Organizational Politics
	2.5.1 Organizational Influences
	2.5.1.1 Formalization
	2.5.1.2 Hierarchical Level
	2.5.1.3 Centralization
	2.5.1.4 Span of Control

	2.5.2 Job/Work Environment Influences
	2.5.2.1 Job Autonomy
	2.5.2.2 Job Variety and Feedback
	2.5.2.3 Advancement Opportunities
	2.5.2.4 Interaction with Others (coworkers/supervisors)

	2.5.3 Personal Influences
	2.5.3.1 Age and Gender
	2.5.3.2 Machiavellianism & Self-Monitoring


	2.6 Evolution and additions to the Model of Perception of Organizational Politics
	2.7 Positive and Negative Perspective of Organizational Politics
	2.8 Antecedents and Consequences of Perception of Organizational Politics (Historical Perspective)
	2.8.1 Antecedents of Perception of Organizational Politics
	2.8.2 Consequences of Perception of Organizational Politics

	2.9 Higher Education Sector of Pakistan (Public Sector Universities)
	2.10 Theoretical Foundation of the Study
	2.10.1 Social Exchange Theory
	2.10.2 The Just World Theory

	2.11 Antecedents of Perception of Organizational Politics (Current Study)
	2.11.1 Scarcity of Resources & Perception of Organizational Politics
	2.11.2 General Belongingness and Workplace Belongingness
	2.11.2.1 Workplace Belongingness and Perception of Organizational Politics

	2.11.3 Machiavellianism
	2.11.3.1 Machiavellianism and Perception of Organizational Politics


	2.12 Consequences of Perception of Organizational Politics (Current Study)
	2.12.1 Counterproductive Work Behavior (CWB)
	2.12.2 Perception of Organizational Politics & Counterproductive Work Behavior

	2.13 Islamic Work Ethics (IWE)
	2.13.1 Moderating Role of Islamic Work Ethics between Perception of Organizational Politics and Counterproductive Work Behavior (CWB)

	2.14 Summary

	CHAPTER THREE RESEARCH METHODOLOGY
	3.1 Introduction
	3.2 The Development of Research Framework
	3.3 Research Hypotheses of the Study
	3.4 Research Design
	3.4.1 Population and Sampling Techniques
	3.4.2 Sampling Frame
	3.4.3 Sample Size

	3.5 Instrument Development
	3.5.1 Perception of Organizational Politics
	3.5.2 Counterproductive Work Behavior
	3.5.3 Scarcity of Resources
	3.5.4 Workplace Belongingness
	3.5.5 Machiavellianism
	3.5.6 Islamic Work Ethics

	3.6 Data Analysis Techniques
	3.6.1 Descriptive Analysis Technique
	3.6.2 Partial Least Square (PLS)
	3.6.2.1 Measurement Model Assessment
	3.6.2.1.1 Factor Loading
	3.6.2.1.2 Convergent Validity
	3.6.2.1.3 Discriminant Validity

	3.6.2.2 Structural Model Assessment
	3.6.2.2.1 Path Coefficient
	3.6.2.2.2 Coefficient of Determination (R2)
	3.6.2.2.3 Assessment of Effect Size (F2)
	3.6.2.2.4 Predictive Relevance (Q2)



	3.7 Pre-Test
	3.8 Summary

	CHAPTER FOUR DATA ANALYSIS
	4.1 Introduction
	4.2 Data Validation and Verification
	4.2.1 Response Rate
	4.2.2 Data Coding and Entry

	4.3 Data Screening and Preliminary Analysis
	4.3.1 Missing Value Analysis
	4.3.2 Treatment of Outliers
	4.3.3 Normality Test
	4.3.4 Multicollinearity Test

	4.4 Descriptive Analysis
	4.4.1 Descriptive Technique
	4.4.2 Descriptive Analysis Result
	4.4.3 Demographic Profile of Respondents

	4.5 Analysis of Data
	4.5.1 Factor Analysis

	4.6 Assessment of PLS-SEM Path Model Results
	4.6.1 Measurement Model Assessment
	4.6.1.1 Individual Item Reliability
	4.6.1.2 Internal Consistency Reliability
	4.6.1.3 Assessment of Convergent Validity
	4.6.1.4 Assessment of Discriminant Validity

	4.6.2 Assessment of the Structural Model (Direct Relationships)
	4.6.2.1 Direct Relationships Explanation

	4.6.3 Assessment of Coefficient of Determination
	4.6.4 Assessment of Effect Size
	4.6.5 Assessment of Predictive Relevance (Q2)
	4.6.6 Assessment of Significance of Structural Model (Moderation Effect)

	4.7 Summary

	CHAPTER FIVE DISCUSSION, CONCLUSION AND RECOMMENDATIONS
	5.1 Introduction
	5.2 Recapitulation of the Study
	5.3 Discussion on Hypotheses Testing
	5.3.1 Scarcity of Resources and Perception of Organizational Politics
	5.3.2 Workplace Belongingness and Perception of Organizational Politics
	5.3.3 Machiavellianism and Perception of Organizational Politics
	5.3.4 Perception of Organizational Politics and Counterproductive Work Behavior
	5.3.5 Islamic Work Ethics and Counterproductive Work Behavior (Moderation)

	5.4 Contributions of the Study
	5.4.1 Theoretical Contributions
	5.4.2 Practical Contribution

	5.5 Implications of the Study
	5.6 Limitations and Future Research Direction
	5.7 Conclusion

	REFERENCES
	APPENDIX




