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Abstract 

The aim of this paper is to examine the impact of perceived organizational politics on employees’ performance in Lahore, 

Pakistan. For this purpose, previous research literature was critically reviewed regarding perceived organizational politics and 

employee’s performance and the data was collected through self-administrative questionnaires. 250 questionnaires were 

distributed among the employees of different private organizations in Lahore, Pakistan and 230 completed questionnaires were 

received giving us a response rate of 92%. The non-probability convenience sampling technique was used for the selection of 

data collection. SPSS 20.0 was used in order to study the impact of perceived organizational politics on employees’ 

performance. Pearson product moment correlation and regression analysis is used. Findings indicated that a negative 

relationship exists between perceived organization politics and employee’s performance. 
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1. Introduction 

Organizational politics has long been discussed in 

organizations and its generally perceived that politics is part 

of the organizational environment. Similarly, there are many 

other studies that focused on employees and their relationship 

to organizations [1]. Consequently, the need for such studies 

is becoming more and more, as organizations in 

contemporary era consider employees for generation of the 

competitive advantage [2]. This paper examined the 

perception of organizational politics and its possible effect on 

employees’ performance. Organizations try to remain 

competitive in contemporary era and many organizations for 

such purposes try to dictate the level of perception of 

organizational politics and employees’ performance [3]. 

According to [4] employees in organizations with politics 

display a tendency to a negative behavior than those that 

have lower level of politics. However, to create a synergy 

between the employees and organization’s goals, politics also 

play an important role [5]. This study has focused on 

explaining the effect of perceived organizational politics on 

employees’ performance. According to [6], workplace 

authority and control plans are also part of the organization 

politics. Organizational politics although has been focus of 

the many studies but recent trend shows that it’s focus is now 

more on the policy level and strong decision making [7]. 

According to [8] perception of organizational politics refers 

to such activity, attitude or behavior by individuals that they 

use for their self-benefit while having no remorse if that 

causes problems for others in the organization. 

Organizational politics not only disrupt the processes in 

organizations but also negatively impact the performance of 

employees, prevalence of justice as well as well-being of 

workers [9]. Employees performance is affected by such 
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processes as it shatters the sense of justice in organization 

and people having more influence and relations with the 

management tend to avail more benefits at the costs of others 

[10]. Many studies have tried to answer whether politics have 

a positive or negative affect or what are its consequences [11, 

12, 13] some has also worked on team level [14]. However, 

there have been no study only about the perception of 

organizational politics and employees’ performance in the 

locale of Lahore, Pakistan. 

In the coming sections, study will discuss literature review on 

the variables under consideration. Hypothesis was developed 

after literature review. Methodology explains the study 

method and findings however at the end of the paper 

discussion and conclusion were placed. 

2. Literature Review 

2.1. Perceived Organizational Politics and 
Employee’s Performance 

Politics has been defined as a behavior by individuals for 

betterment of their own self by using fair basis in the 

organization [15]. According to [8] perception of 

organizational politics can be described as attaining and 

promoting the self-interest on oneself by manipulating the 

working environment and its structure. Individuals engage or 

at least show behavior of politics that might be better able to 

explain the organizational politics in organization [16]. Such 

perception of organizational politics affect many outcomes in 

the organization such as Job Satisfaction, Job Involvement 

and Job Anxiety etc. According to [17] political practices 

becomes a part of the culture of organization whenever there 

is ambiguity about the job responsibilities or environment of 

the organization. In a country with more power distance, 

political activities are more noticeable that might result in 

[18]. According to [19], countries having power distance 

restrict employees such that their remuneration and 

promotion are based on the managers of the organizations. 

Sometimes policies are developed such that the motive of the 

managers isn’t to introduce biasness in organization however 

some employees attain certain options that are not available 

for others [20]. Although perception of organizational 

politics is somewhat common in all organizations but its 

level of engagement varies according to the type of 

organizations as well, such as retail industry which has to 

interact to satisfy customers and not their benefits [21] 

Recent studies have considered perceived organizational 

politics as a predictor of various organizational outcomes 

while also considering environment components and 

employee work outcomes as dependent variables [22, 23]. 

Different researchers studied the field of political opinions 

inside the place of work and relative to its nature and it is 

mostly found that it also affects the working results of 

organization [24, 25]. Recent research study shows that 

personality traits of people also play a role in politics 

engagement and can actually wither reduce or increase the 

effects of organizational politics on job results of employees 

[26]. It has also been found that organizational politics 

negatively affect the job satisfaction of employees. However, 

at the same time it was also pointed out that job performance 

of older employees is poor than the younger employees due 

to a lack of awareness about organizational politics [27] 

which signifies that organizational politics might also predict 

better job performance. [23] also checked a link between 

decision-making policy, obligations of employees and 

organizational politics with worker absenteeism to explain 

the nature of politics in the organization. Perceived 

organizational politics engages a person to attain whatever is 

beneficial from the higher authority or the management of 

the company and same procedure lies in the society as well 

[28]. 

2.2. Hypothesis 

On the basis of the above literature, the following hypothesis 

was developed: 

H1: There is an impact of perceived organizational politics 

on employee performance. 

3. Methodology 

The current study aims to determine the influence of 

perceived organizational politics on employees’ performance. 

The research philosophy in this study was positivism and the 

approach was deductive in nature as the already developed 

knowledge was being tested. Survey method was used for 

collection of data from the respondents. Population included 

all the employees in Lahore Pakistan area that are employed 

in any organization. Perceived organzitional politics was 

measured through scale provided by [29] and employee 

performance scale was adopted from [30]. After satisfactory 

results of pilot testing and having Cronbach alpha higher 

than.7 for both instrument, data collection phase was taken 

place. Data was collected from both the private and public 

organizations. However, there was no sampling frame 

provided so the data was collected on convenience of the 

researchers. The sampling technique used for the study was 

non-probability convenience sampling. The data which 

collected through personal survey of different organizations 

however permission was taken from Top Management. 250 

questionnaires were distributed among the employees of 

different organizations out of which 230 questionnaires were 

received from the respondents at a response rate of 92%. 
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SPSS 20 was used for inferential analysis regarding the 

predictor and dependent variable. 

4. Results and Analysis 

Table 1. Demographics. 

Category Classification (Yrs) Frequency Percentage (%) 

Age 21-30 111 46.25 

 31-40 90 37.50 

 41-50 23 9.58 

 51 and above 6 2.50 

Marital Status Married 91 37.92 

 Single 117 48.75 

 Windowed 19 7.92 

 Divorced 3 1.25 

Gender Male 173 72.08 

 Female 57 23.75 

Total Experience <1 13 5.42 

 >1-5 116 48.33 

 >5-10 59 24.58 

 >10-15 33 13.75 

 >15-20 4 1.67 

 >20-25 4 1.67 

 >25 1 0.42 

Table 1 shows that most of respondents are male (75.2%), 

single (50.9%) and aged between 20-30 years old (48.3%). It 

is also observed that the majority of the respondents have >1-

5 experience (50.4). 

Table 2. Correlations. 

 EP OP 

EP 
Pearson Correlation   

Sig. (2-tailed) 1  

OP 

Pearson Correlation .323** 1 

Sig. (2-tailed) .001  

N 230  

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 2 shows that correlation values between organization 

politics and employees performance. 0.323** that shows that 

both organizational politics and employee performance are 

weakly correlated and highly significant with each other. 

Table 3. Model Summary. 

Model R R Square 
Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .323a .150 .045 .63934 

a. Predictors: (Constant), OP 

Table 3 shows that R is 0.323 which clarifies that 32.3% 

relationship exists between organization politics and 

employees performance. As the value of R square 

(coefficient of determination) is .150 which shows that 15% 

variation exists in employee’s performance due to 

organization politics. 

 

Table 4. ANOVAa. 

Model 
Sum of 

Squares 
Df 

Mean 

Square 
F Sig. 

1 

Regression 4.855 1 4.855 11.877 .001b 

Residual 93.197 228 .409   

Total 98.052 229    

a. Dependent Variable: EP 

b. Predictors: (Constant), OP 

Table 4 of ANOVA shows that the value of F is 11.877 

(greater than 5) which show the overall fitness of the model 

however the level of significance P is .001 which is less 

than.05. So it can also be said that model is highly significant 

as well. 

Table 5. Coefficientsa. 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients T Sig. 

B Std. Error Beta 

1 
(Constant) 3.007 .234  12.865 .000 

OP -.224 .065 .223 3.446 .001 

a. Dependent Variable: EP 

In table 5, Constant is 3.007 which is the average value of 

employee performance when the perception of organizational 

politics is zero however -.224, which is the value of beta, 

indicate that one unit change in perception of organizational 

politics will bring .224 unit decrease in employee 

performance as the impact is inverse in nature. The impact of 

the perceived organizational politics on employee’s 

performance is significant as well (p=.001)  

5. Discussion 

The findings of this study confirm with the findings of [31] 

that organizational politics diminishes the employee 

performance because organizational politics increases the job 

stress of the employee and in the stress, level the employee 

cannot work at its full potential. [11] also endorsed that 

perception of organzitional politics had a negative effect on 

the employees’ performance. Our findings also ensured that 

same findings of [8] and [13]. Increase in organizational 

politics or its perception leads to the development of 

ambiguous environment and culture of the origination. Such 

conditions generate problems not only for organizations but 

for employees as well. A political environment creates stress 

and lack of commitment among the members of the 

organizations which leads towards the decrease in 

employees’ performance. 

6. Conclusion 

Organizational politics is one of the commonly practice in the 

organization. Individual use politicking skills in order to 
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maximize their self-interest. According to the literature, 

organizational politics can be constructive or destructive 

however when the individual goals are synchronized with the 

organizational goals then it will enhance the employee 

performance and help the organization in order to create the 

competitive edge in the market. When the individual goals 

conflict with the organizational goals then in such case use of 

politicking skills will produce a non-effective activity for the 

organization and among the members. This study is helpful 

to managerial level as they can understand that in presence of 

politics employees’ performance deteriorate that ultimately 

affects the level of performance of organization. this study 

has explained that in Pakistan, politics individually is a 

negative factor for employees’ performance. 

7. Limitation and Future 
Directions 

This study has just focused on the impact of perceived 

organizational politics on employees’ performance however 

recent studies have tried to consider many other variables 

such as psychological contract as mediator or moderator. 

Such inclusion of mediator or moderator might better predict 

the results more comprehensively and can explain in what 

conditions politics might explain the negative effect or 

positive one. Longitudinal or qualitative study can also help 

for this purpose. Same findings can be replicated on specific 

sectors while considering other variables. 
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