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ABSTRACT

This study was conducted to examine the perceptions of organizational politics
and work outcomes among staff nurses in Samar, Philippines, during the school year
2015 - 2016. A descriptive, cross-sectional design was adopted for this study. Cross-
sectional studies involved a single examination of the phenomena in a certain
population at a given time (Polit and Beck, 2013). The study employed both descriptive
and inferential statistical tools to address the specific questions and hypotheses.
Descriptive statistics included frequencies, means, percentages, and standard deviations.
Inferential statistics such as the Pearson correlation coefficient and Spearman’s Rho
correlations were used to determine correlations between relevant variables and was
complemented by the Fisher’s t - test to test the significance of the relationship. Based
on the findings of this study, the following conclusions were drawn: (a) the majority
nurse - respondents were female, in their early twenties, and had a BSN degree with an
average earnings of Php 7,530.00, (b) he majority nurse - respondents were staff nurses,
in their early career years, and had limited nursing experience, (c) female nurses and
those who were employed in large - sized hospitals perceived their workplace to be
more political than those who are employed in small - sized hospitals, (d) nurses
perceived to be more autonomous over nursing procedures and methods in giving
nursing care to their patients, (e) nurses perceived moderate levels of organizational
commitment and possessed strong emotional attachment to their organization, (f)
nurses performed the technical aspects of their job proficiently, (g) nurses were highly

satisfied with the quality of the working relationships and support from their co-



workers and immediate supervisors, and (h) high perceptions of organizational politics
influence nurses’ stress and burnout experience, turnover intentions, and job
satisfaction. Based on the findings and conclusions, the following recommendations are
made: (1) may adopt the Human Resource Management (HRM) Intervention Plan
presented herein, (2) hospital management should consider review of existing policies
or procedures related to pay and promotion to generate a work environment where
politics is minimized, (3) to further strengthen work autonomy especially in new nurses,
nursing service administrators must develop and implement continuing education
programs and provide comprehensive orientation programs, (4) nurse administrators
must take decisive steps to devise new policies and/or revise the existing policies to
create a work environment where politics is minimized, and (5) future research utilizing
qualitative methods may be conducted to unveil root causes of politicized environment

after in-depth analysis.
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Chapter 1

THE PROBLEM AND ITS SETTING

Introduction

Politics is a fact of life in many organizations and must be dealt with by
employees at every level. The struggle over limited resources, conflicts within
the organization and the need to get over one another for own survival in the

midst of competitive markst have 21l made the existence of politics common in

the workplace. This has made every employes to sither overcome politics or to
2 & b
survive in spite of its existence and its influence. Dubrin (1991: 637) « opined that

the nature of employees’ behavior in an organization is often political and that

no one can escape from the political environment. In fact in a research

conducted among managers, 98.30 percent reported that organizational politics

Organizational Politics (OP) is broadly defined as “actions by individuals
which are directed toward the goal of furthering their own self-interests without
regard for the well-being of others or their organization” (Kacmar & Barron,
1999: 672). These actions are often not included in the formal rules and
but influence or atiempt to influence the

organizations in various ways (Drory & Vigoda-Gadot, 2010: 197). According to



ways of overusing power to attain one’s objectives (Vigoda, 2000: 338; Vigoda -

Gadot, 2007: 665). Examples of these actions include bypassing the chain of
command to get approval for a project, withholding information from
coworkers, failing to enforce policies and procedures appropriately, lobbying

sbtain promotion, using flattery to get favors, shifting
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blame, coalition building, and maligning others to make oneself
(Harris, et al, 2007: 643). Other works treat organizational politics more
narrowly, defining it as an informal means of gaining power through means
other than merit (Dubrin, 2001: 635).

Perceptions of organizational politics {FOPs) have besn sxiensively
researched and have emerged as a major determinant of work oulcomess since the
early 90s (Hagq, 2011; Meisler & Vigoda-Gadot, 2014; Butt, Imran, Shah & Jabbar,
2013; Akandbi & Ofcegbu, 2013; Abbas, Raja, Darr & Bouckenooghe, 2014).

Generally, the research conducted by previous researchers in various sectors,

. ] : . : N < Tl

in negative consequences in employees such as a decrease in therr job

performance level {Afitab 2013; Atinga, et al. 2014), decreased job satsfaction
Lo e 3

(Vigoda-Gadot & Talmud, 2010; Kodisinghe, 2010; Akanhi & Ofoegbu, 2013;
Meisler & Vigoda-Gadot, 2014; Atinga, et al. 2014), decreased organizational

commitment (Aftab, Mughal & Arif, 2013; Koumakh & He, 2014; Atinga et al.
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2U14), lower attendance {Atinga, et al. 2014}, decreased work motivation (Yen
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ZU15n} low morale {Bodla & Danish, 2415}, and negative athitudes and negligent

behaviors such as intent to leave the job and neglect of duty (Aftab, Mughal &
Arif, 2013; Abubakar et al, 2014; Javed, Abrar, Bashir & Shabir, 2014). Perceptions

of OP has also been positively assaciated with negative psychological states such

(2008) on 79 independent samples from 59 published and unpublished studies

involving 25,059 individual participants, the results supported the relationships

among POPs and job satisfaction, ich stress, intent to leave the oreanization and
Politics is a concept not new to the nursing profession. Being the largest
group of professionals in the hospital and health care settings, politics may arise

as a result of conflicting interests and power plays within the ranks of the

nursing profession (World Health Organization, 2007; Atinga, et al. 2014). In the

5 e - fys g
ngo addifional posibions are created in the sovernment
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nationwide {Fring & Roco, 2012}, In Samar Frovines, just |
country, there is also an oversupply of nurses, however, the local hospitals
cannot employ all the nursing graduates, which continue to rise every year

(Philippine Nurses Association, 2014). The increased supply of nurses potentially



increases the phenomenon of OF where power and influsnce are used io

in the organization and has the potential of scaling back individual employees’
efforts and eventually gives rise to many untoward reactions such as work
dissatisfaction, low work commitment level, neglect of duty, low job
performance, and frequent absenteeism. This may even drive th
organization as an end result of workplace politics (V igoda, 2001; Silvester, 2008).

Politics in nursing may also arise as a result of several factors such as
changes in the health care delivery system, decline in the aconomy, and struggle

over limited resources (Vigoda-Gadot & Kapun, 2005; Chen & Fang, 2008;

3 Fa I £ -~ * L kY L a8’ . s - T
Charfeddine, 2012). Given the unigueness and

z

profession, understanding the costs of political behavior in nurses ie essentia
such behaviors can adversely affect healthcare delivery in general, and nursing
care management, in particular (Ringer & Boss, 2000; Atinga et al, 2014).

Knowledge and understanding of the likely effect of OP may provide a sound

ultimately a positive contribution to societal well-being, as a whale.

Several studies have examined the negative implications of perceived OP

for various work attitudes (Vigoda-Gadot, 2003; Vigoda-Gadot, 2007: Vigoda-
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=adot & Drory, 2006; Butt, et al. 2013; Atinga et al. 2014}. However, despite the
abundance of research arcund the world, the bodv of literature lacks
comprehensive attempts at broadening horizons on how politics manifests and
disrupts work processes in the field of nursing. Given the pervasiveness and

importance of OP in the healthcare workplace, nursing in particular, this

phenomenon needs to be examined more com rehensively and extensively. This
study will be the first to be ducted within the couniry and within the

profession in an attempt to examine the impact of OF on work ouicomes in

This study was conducted to examine the perceptions of organizational
politics and work outcomes among staff nurses in Samar, Philippines, during the

ool year 2015 - 2015.

GB

More specifically, this study aimed to answer the following questions:
1. What is the profile of the respondents with regards to:

1.1.  age;

1.2, gender;
1.3.  income;
14,  educationsal attsinment

1.5. job tenure;

1.6. rank:
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1.7.  years of experience in nursing:
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rears of employment on the current unit/ward, ane
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19. relationship to the appointing authority?
& What ig the profile of the respondents along the following
hospitals’ characteristics:
21. hospital category;
3.  hospital bed capacity, and
24. total of nurses employed?
3. What is the perceptions of organizational politic  among

respondents considering the follgwing:

3.1. general political behavior;
32. goalong to getahead, and

3.3. pay and promotion policies?
4. Is there a significant difference in the perceptions of organizational

politics along the following hospitals’ characteristics:

41. Thospital category;
472 hospital level;
43  hospital bed capacity, and

44. total number of nurses employed?
5. Is there a significant relationship between the respondents’

perceptions of organizational politics and their profile, namely:
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21, age:

573 A
3.2, gender;

3.3.  monthly income;
54. educational attainment:

55.  job tenure;
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6. What are the work outcomes of the respondents in terms of:

6.1. work autonomy;
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6.5. job stress;
6.6. burnout

6.7. turnover intention, and

)
i

7. Is there a significant difference in work aufonomy according to

f
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7.1.  hospital category;
7.2.  hospital level;

73.  hospital bed capacity, and



74.  total number of nurses employed

]

Is there a significant difference in organizational commitment
according to hospitals’ characteristics such as:
81.  hospital category;
8.2. hospital level;
8.3.  hospital bed capacity, and
84. total number of nurses employed?
2 Is there a significant difference in job performance according to
hospitals’ characteristics such as:
9.1.  hospital category;
2.2.  hospital level;
9.3.  hospital bed capacity, and
24.  total number of nurses employed?
10. Is there a significant difference in job satisfaction according to
hospitals’ characteristics such as:

10.1. hospital category;

104. total number of nurses employed?
11.  Is there a significant difference in job stress according to hospitals’

characteristics such as:

11.1. hospital category;
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114.
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total number of nurses employed?

12.  Is there a significant difference in job burnout according to

hospitals’ characteristics such as:

12

1.

total number of nurses employed?

13.  Is there a significant difference in turnover intention according to

hospital level;
hospital bed capacity, and

total number of nurses employed?

14.  Is there a significant difference in self - reported absenteeism

hospital bed capacity, and

total number of nurses employed?
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respondents’
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15.1.

15.2.

15.3.

ih4.
1h5.
156

15.7.

15.8.

is

Is there a significant relationship between job performance

profile, namely:

age;
gender;

monthly income;
educational attainment:

years of experience in nursing, and

]

P
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years of employment on the current unit/ward?

monthly income;

educational attainment:
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years of employment on the current unit /ward?

respondents’ profile, namely:

and



18.

monthly income;

educational attainment:

job teniire;

Is there a significant relationship between job

respondents’ profile, namely:

A5,

18.6.
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9. is

there a

educational attainment;

job tenure;
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significant relationship

respondents’ profile, namely:

19.1.

19.2.

ages

gender;

stress

between burnout
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and
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122 monthly income:
134, educational attainment:

19.5. job tenure;
rank;

years of experience in nursing, and

19.8. years of employment on the current unit/ward?

o £

. y
profile, namely:

:

20.1. age;

A

20.2. gender;

3 i3 :

2.5, monthly incoms;

T2 3

204. educational attainment;
L Y 5 W neg Py

205, job tenure:

years of experience in nursing, and
years of employment on the current unit/ward?

Is there a significant relationship between self -

m and respondents’ profile, namely:

211, age:
21.2. gender;

21.3.

214,

monthly income;

ediucational attainment;
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215, job tenure;
T3F 1
216, rank:

21.7. years of experience in nursing, and
21.8. years of employment on the current unit/ward?
22.  Is there a significant relationship between respondents’

e =l n] TS T A e T - e 17 Fe 2
perceplions of organizational politics and their work cutcomes?

predict work outcomes?
24.  What Human Resource Management (HRM) intervention plan may

be developed to address OP based on the findings of the study?

Based on the specific questions above, these hypotheses were tested:
1. There is no significant difference in the perceptions of

organizational politics along the following hospitals’ characteristics:

1.1.  hospital category;

1.2,  hospital level;

L ospital be

prolut

capacity, and
14.  total number of nurses employed.
2 There is no significant relationship between respondents’

perceptions of organizational politice and their profils, namely:



I
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2.3 monthly income;
24.  educational attainment:

25.  job tenure;

26.  rank:
27.  years of experience in nursing, and
28.  years of employment on the current unit/ward

14

& There is no significant difference in work autonomy according to

hospitals’ characteristics such as:

3.1.  hospital category;
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34.  total number of nurses employed.
4. There is no significant difference in organizational commitment
according to hospitals’ characteristics such as:
4.1.  hospital category;
4.2,  hospital level;
4.3, hospital bed capacity, and
44.  total number of nurses employed.
5. There is no significant difference in job performance according to

hospitals’ characteristics such as:

5.1.  hospital category;
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. hospital level;
52, hospital bed capacity, and
54. total number of nurses employed.
6.

There is no significant difference in job satisfaction according to
hospitals’ characteristics such as:

£1.  hospital category:
6.2.  hospital level;
&

3 ST and
64. |

total number of nurses employed.
2

There ie no significant difference in job stress according to
character:

73. hospital bed capacity, and
74.

total number of nurses employed.
8.

There is no significant difference in job burnout according to

tals’ characteristics such as:
81. hospital category:
82. hospital level
83. Thospital bed capacity, and
a4

total number of nurses employed.



hospitals’ characteristics such as:
9.1.  Thospital category;
9.2.  hospital level;
9.3.  hospital bed capacity, and
34.  total number of nurses employed.
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according to hospitals’ characteristics such as:
10.1. hospital category;
10.2. hospital level;
10.3. hospital bed capacity, and
10.4. total number of nurses employed
11,  There is no significant relationship between work autonomy and

respondents’ profile, namely:

11.1. age;

11.6. rank;
11.7. years of experience in nursing, and

11.8. years of employment on the current unit/ward.



12 There is no significant relationship between organizational
commitment and respondents’ profile, namely:
12.1. age;
12.2. gender;

123, monthly income;
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12.7. years of experience in nursing, and

12.8. years of employment on the current unit/ward.
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15. There is no significant relationship between job performance and

13.3. monthly income;

134. educational attainment:
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13.7. years of experience in nursing, and
13.8. years of employment on the current unit/ward.

14.  There is no significant relationship between job stress and

respondents’ profile, namely:



14.5.

job tenure;
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15. There

respondents” profile, namely:

monthly income;

educational attainment:

perience in nursing, and

T T e

13.2. gendern;

L3 3 & S SN\ Lu,
153. monthly income;

job tenure;

rank;

Thera 1
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:

16.

respondents’ profile, namely:
16.1.

age;

16.2. gender;

yvears of experience In nursing, an
o ¢ 3 L

vears of employment on the current unit

educational attainment:

uficant relationship between turnover

f employment on the current unit/ward.

Jward?.
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is no significant relationship between burnout and
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16.3. monthly income;
164, educational attainment;

16.5. job tenure;

16.6. rank:

16.7. years of experience in nursing, and

16.8. years of employment on the current unit/ward.

There iz no significant relationship betwesn self - reported

17 T P
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absenteeism and respondents profile, namely:

18. There is no significant relationship between the respondents

17.1. age;

17.2. gender;

17.3. monthly income;

4. educstional atteinment;

175. jobtenure:

17.6. rank;

17.7. years of experience in nursing, and

17.8. years of employment on the current unit/ward.

perceptions of orgar nizational politics and their wor tk gutcomes.

Respondents’ perceptions of OF predict work outcomes.



Theoretical Framework

The theorstical frameworks guiding this study are: {1} Politics Perceptions
Theory, (2} Conservation of Resources Theory, and (3) Social Exchange Theory.

The Politics Perception Theory (PPT) was the first model to provide a

conceptual understanding of the potential outcomes that are perceived in

P,
3]

coniral), the job/environment {e.g., autonomy, skill

7

hisrarchical level, span

(:

variety, feedback, advancement opportunity), and individual influences (e.g.,
age, sex, self-monitoring).
According to the model, the perceptions individuals hold about the

political nature of their work environment influence the way they do their jobs.
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workers. These perceptions have been found to have
individual outcomes (e.g. higher levels of absenteeism, turnover intentions,
anxiety, and stress) and lower levels of job satisfaction, organizational
commitment, job performance, and organizational citizenship behaviors (Ferris

et al, 2002). Individuals’ perceptions abov
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it politics in the organization also

determine how political the environment will be.
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engage in political behaviors themselves (Ferris, Frink, Galang, Jing, Kacmar &

Howard, 1996). Therefore, organizational culture is influenced by the degree of



political activity found in an organization and how the employees in that
organization react to these activities.

The Conservation of Resources (COR) Model (Hobfoll, 1989) is an
integrated model of stress that encompasses several stress theories. This theory
emphasizes objective elements of threat and loss, and common appraisals held
jointly by people who share the same biclogy and culture. This places a central

emphasis on objective reality and the importance of a greater focus on

bty

e

circumstances where clear stressors are occurring rather than a focus on that o
one’s personal appraisal. Although originally formulated to focus on major and
traumatic stress, the COR theory has also become a major theory in the field of
psychology and management (Hobfall, 1989).

According to the model, individual attains, protects, and retains valuable

g2

regources, including objecis (e -€.. homes, clothes, food), personal characteristics

Er

(e.g., self-esteem), conditions (e.g., being married or living with someone who
provides social support, offering of financial security), and energies (e.g., tHme,

money, and knowledge). Stress occurs when there is a loss of resources or the

threat of a2 Ioss. Faor example, the model p proposes that the work-family conflict

eads to stress because resources {e.g., Hme, energy) "are lost in the process o

£F

by

juggling both work and family roles” (Hobfall, 1989: 352), which in turn leads to
job dissatisfaction, anxiety, and thoughts of resigning from one's job. The four
categories of resources includes: (a) conditions (e.g., job tenure or status in the

organization), (b) energies (e.g., effort, money, and time), (c) objects (e.g.,



material possessions), and {d) personal characteristics (e.g., self-esteem) (Hobioll,

o

Y. COR theory states that adverse outcomes
occur when an individual’s resources are threatened or lost or when the return of
invested resources is less than expected.
The Social Bxchange Theory (SET) is one of the most influential
conceptual paradigms for understanding workplace behavior. The framework

for the theory was formally de veloped in the late 1950s and early 19605 through

psychologists John Thibaut and Harold Kelley (1959) (Cropanzano & Mitchell,
2005). The Social Exchange Theory is focused on the idea that the quality of
relationships among and between employees and the organization is rooted In
the history of mutual exchanges between those enlities.

According to SET, in high-quality exchange relationships, each party in
the relationship contributes to the well-being of the other party is with the
expectation that these efforts will be reciprocated. When individuals perceive
their organizations as being supportive and caring, they are likely to reciprocate

their organizations as being | highly pdlitical, they tend to be unproduchve,
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inefficisnt, and ineffective {Cropanzang, st al, 1997},

The aforecited theories provided the theoretical framework to this study
and were useful in explaining some of the relationships hypothesized in this

study. Since politics is considered as stressors that can threaten employee
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resources, the cited theories were useful in e explaining how politics affects work

gutcomes in nurses.

Conceptual Framework

study. The conceptual framework reflacts entirely the nature of the study. As
identified in the diagram, the study was conducted to examine the impact of
POF on job cutcomes among hospital nurses in Samar, Philippines during the
year 2015 - 2016.

he base of the schema is a frame which represents and reflects on the
respondents of the study and the research environment. The respondents of the
study included staff nurses working in selected hospitals in Western Samar,
Philippines who met the eligibility criteria.

The larger frame contains the major variables examined in the study; (1)
perceptions on organizational politics (POP), (2) demographic profile, (3)
hospitals’ profile, and {4} work outcomes. These variables were measured
through the use of a questionnaire. As shown by the arrow, relationships
between the respondents’ profile, hospitals’ profile, perceptions of OP, and work
outcomes were ascertained using inferential statistics. Moreover, the predictive

ability of the respondents’ POP on work outcomes was examined.



Figure 1. Conceptual Framework of the Study
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The top frame represents the results and recommendations after analysis
of the data. This frams is again connected to the bottom frame which servesasa
feedback mechanism in order to attain the ultimate goal of the study which was

to identify interventions that were tested to improve related issues in the future

related to organizational politics.

This study will be beneficial and useful to the following individuals: the
patients, nurses, nmirse managers/leaders, hospital administrators, and to future

Tessarchers.

The patients. They are the direct recipients of nursing care. Through this

guality nursing care as a

n

study, patients would be assured that they will receiv
result of higher levels of work engagement and job satisfaction in nurses.

The nurses. Findings will increase the nurses’ awareness, understanding,
and warking knowledge of organizational politics from objective and subjective

environment and, eventually, the care they provide
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The nurse managersfleaders. Knowledge gathered from this study will

enable the nurse-managersfleader to better understand, predict and manage
political behaviors encountered in organizations and to foster desirable
employee-work oufcomes, positive organizational work-climate and overall

SUCCEES.



findi

=
B
b
(]
G
3,
ql
0
primt
o]
lﬁ..
E
=
(7]
e
3
ey
[

]
Slﬂ
[
)

b
B
=1
[
=

ngs of this study will help th
hospital administrators understand the social and political processes affecting
work-related attitudes of nurses and, hence, provide a workplace dimate

conducive for nurses to effectively carry out their clinical tasks.

The future researchers. This study will serve the future researchers as a
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:ealth-care-providers who plan to do resea ch about organizational
politics in healthcare and will serve as a reference for those who are working on

similar research oDics.

Scope and Delimitation

The study focused on the impacts of organizational politics on work
outcomes among nursing professionals. This study included 166 registered
nurses working in an acute care teaching fa facilities and community hospitals
Samar Island, Philippines. In the selection of nurse - respondents, the following
criteria were followed: (1) registered nurse, (2) working as a hospital nurse for
more than 3 months, (3) could either be a permanent, casual or contractual, (4)
and consented to participate in the study. Nurses working in rural health units

and academic institutions were excluded. All hospitals in the western part af
Samar were taken as research settings for this study consisting of three private
oepitals (Our Lady of Porzioncola Hospital, Saint Camillus . Hospital, and
Calbayog Sanitarium) and six government — owned hospitals (Camp Lukban

Station Hospital, Tarangnan Municipal Hospital, Basey District Hospital,



Calbayog District Hospital, Hospital Gandara District Hospital, and the Samar
Provingial Hospitall

The primary instrument in the study was a questionnaire. Since the
current study was descriptive, cross sectional research, one important limitation
was that correlation does not equal causation. While correlation is convenient

:

asis for establishing cause and

[

and cost effective, it doss not provide a good

effect relationship. Another limitation of the study was the exclusion of nurses

from other provinces, thus caution should be made when generalizing results.
The study was conducted during the months of September 2015 to

January 2016.

Definition of Terms

L]

The following words are clearly defined conceptually and operationally
for better understanding and for providing a common reference between this

researcher and the readers of this study.

Ahsentesism. This refers to unascheduled absence from work, either

short or long periods (Gaudine & Gregory, 2010: 600). In this study it refers to the
nunber of absences incurred by the nurse in the last 12 months.

Burnout. Thic term is defined as a syndrome of physical and emotional
exhaustion involving the development of a negative self-concept, negative job

attitudes, and a loss of concern and feelings for a patient (Fines & Maslach, 1978).
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specific, desired effect with minimized costs and in strict compliance with initial
requirements (Mouzas, 2006). In this study, it refers to the extent to which
nursing problems are addressed and the degree to which preset nursing goals

and objectives are achieved by the nurse.

e

measured phenomena and derived knowledge from actual experience, rather

than from theory or belief {Goodwin, 2005). In this study, it pertains to research

in nursing which utilizes empirical evidence.

Human Resource Manasement (HRM) InterventHon. This refers to

interventons that aim for sffective utilization of human resources in an

Ingratiation. This refers to the action favor brought about by bringing
one-self into another’s favor (Webster’'s Universal Dictionary and Thesaurus,
2006:269).

Tob performance. Thic refers to the overall expected value from

f . ! "L ; . 2l 5
emplovess’ behaviors carried out over the course of a set period of ume
I z ks 7] % 2 3 3 SRR P - EE a2 T - L%

{(Motowidlo, Borman & Schmidt 1997). In this study, it is defined as ths

effectiveness of the nurse in performing his or her roles and responsibilities

when providing direct patient care.



study, it refers to nurses’ feelings of happiness about the work he/she does.

Job autonomy. This term refers to a practice or a set of practices involving

the delegation of responsibility utilizing that of hierarchy, so as to give
employees increased decision-making-authority in respect to the execution of
their primary work tasks {Leach, Wall & Jackson, 2003). In this study, i

the amount of independence nurses have to make decisions about unit/ward
ii £ di

Oreanizational pelitics (OP). Thic term refers to actions that are

inconsistent with the accepted organizationsl norms, designed to promote self-
interest and are taken without regard to organizational goals (Valle & With,
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Organizational commitment. This refers to a state in which an employee

identifies with a particular organization and its goals and wishes to maintain
membership in the organization (Robbins, Judge & Sanghi, 2008: 91). In this
study, it refers to the nurses’ belief in and acceptance of an organization’s goal
and values, efforts on behalf of the organization to reach these goals objectives

and a strong desire to maintain membership in the organization.

Organizational stress, This refers to harmful physical and emotional

responses that accur when the requirements of the job do not match the

capabilities, resources, or needs of the worker (Shirom, 1982). In this study, it



30
refers to the attributes of the workplace that make nurses to experience
discomfort.

Parsimony. Bxtreme unwillingness to spend money or use resources

(Vandekerckhove, Matzke & Wagenmakers, 2014).

Patient acuity. This term connotes the categorization of patients according

to an assessment of their nursing care requirements (Lazerowith, 1995).

Porceplions, Thess refer to the process by which people translate sensory

F

impressions into a coherent and unified view of the world around them {Fickens,

2005). In this study it means nurses’ discernment about politics in their

aor

Performance evaluation. This term is defined as, “the process of

identifying. evaluating and developing the work performance of the employee in
the organization, so that organizational goals and objectives are effectively
achieved, while at the same Hime, benefiting employees in terms of recognition,
receiving feedback, and offering career guidance” (Lansbury, 1988). In this study,
it refers to the appraisal of the nurses’ clinical nursing performance.

Frimary hospital. Refers to non - departmentalized hospital that provides

clinical care and management on the prevalent diseases in the locality (Bontile,

{

Prognesis. It is a medical term for predicting the likely outcome of one's

current standing (Bates, 1991).
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Somatic tension. This refers to the physical symptoms of stress

a

Staff nurse. A healthcare professional who, in collaboration with other

members of a health care team, is responsible for: treatment, safety, and recovery

within families, communities and populations, and the treatment of life-
threatening emergencies in a wide range of health care settings (Schmalenberg &
Kramer, 2009). In this study it denotes to the staff nurses working in different

hospitals in Samar.

TerHary hospital. Refers to teaching and training hospital that provides

clinical care and management on the prevalent diseases in the locality, as well as

specialized and sub specialized forms of treatment, surgical procedure and

L 1

Turnover intention. This refers to the relative strength of an individual's

intent toward voluntary or permanent withdrawal from an organization
(Griffeth & Hom, 1991). In this study, it refers to the nurses’ conscious and

deliberate desire to leave an organization within the near future.



students in two large public universities in Malaysia. The major measures for the
study were POPS, job ambiguity, scarcity of resources, trust climate, job stress,
job satisfaction and turnover intention. Participants responded to all
questionnaire items for these measures using a rating scale anchored from 0
(totally disagree) to 10 (totally agree). The results of a path analysis on the
survey data showed that job ambiguity, scarcity of resources, and trust climate
were significant predictors of perceptions of OP. Perceptions of organizational
politics, in turn, mediated the effects of these situational antecedents on job
stress, job satisfaction, and twrnover intention. Specifically, employees who
perceived a high level of politics in their workplace reported higher levels of
stress, lower levels of job satisfaction, and higher levels of intention to resign
than did employees who perceived a low level of politics. The researchers
recommended that situational factors such as those examined in this study can
be targeted for intervention. For example, to reduce job ambiguity, management
should ensure that employees were clear about their work objectives, roles and
responsibilities. It was also recommended that management should have clear
and consistent policies and practices, including human resource policies on
promotion and compensation. Finally, management should devise strategies to
develop and maintain a climate of trust within the organization.

Poons’ (2005) study is related to the current study in some respects. First,
both studies employed a descriptive research design. Secondly, the data

collections were done with the use of a survey questionnaire. However, some
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Work outcomes. These refer to the quantifiable indicators that gauge

[

work productivity or work effectiveness (Vigoda - Gadot, 2003). In this stu ty, it
refers to the & constructs: job autonomy, organizational commitment, job

atisfaction, job performance, job burnout, job stress, turnover intention, and

G

abhsentesism.



Chapter 2

REVIEW OF RELATED LITERATURE AND STUDIES

This chapter presents the review of related literature and studies taken
from books, journals, periodicals, published and unpublished dissertations and
thesis, published and unpublished, and other reading materials and information
gathered from the internet in order to build a logical framework for the study
and position the study within a tradition of inquiry and a context of related
studies. Research conducted here and abroad was carefully considered to shed
light and information in this undertaking. All the data gathered provided the

investigator enhanced insights needed in order to conduct this study.

Related Literature

The concept of organizational politics (OP) in the workplace emerged
during the 1990’s, though had its early beginnings in the late 1950s and early
1960’s, and is comsidered to be an essential component in contemporary
organizational practices. Several authors studied this phenomenon and defined
OP incorporating elements of behavior that are formal and informal, sanctioned
and non-sanctioned, focused on the use of power and influence, or based on
coalition building. For instance, Pettigrew (1973), an early management theorist
defined OP as the use of power to influence decision making in the organization.

Meanwhile, Porter, Allen, & Angle (2003) defined OP as behaviors that occur on

33
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an informal basis within an organization and involve intentional acts of influence
that are designed to protect or enhance individuals’ professional careers when
conflicting courses of action are possible. Other authors relate it to the use of
power and influence that primarily occurs outside of formal organizational
processes and procedures in order to obtain one’s preferred outcomes where
there is uncertainty of choices (Kurchner Hawkins & Miller, 2006). According to
Doldor (2007) the term politics is about management and decision-making
processes of social groups.

In general, most authors agreed that OP consists of self-serving actions
taken by an individual or group and is often considered dysfunctional because it
has the potential to destroy organizational efficiency and effectiveness (Drory &
Vigoda-Gadot, 2010; Mathur, Nathani & Dubey, 2013; Lawrence & Ott, 2013;
Cacciattolo, 2015). However, OP may also be targeted at securing or maximizing
collective interests in cases where several decisions are possible that might affect
different interests (Poon, 2002). Individually, positive OP may provide the basis
for competitive advantages, especially when people are politically skillful. It can
improve an individual and the organization’s success, and can facilitate
organizational change and adaptation to the environment (Ladebo, 2006; Fedor,
Maslyn, Farmer & Bettenhausen, 2008; Vredenburgh & Shea-VanFossen, 2010;
Cacciattolo, 2015).

In the conceptualization of how OP is perceived, three dimensions are

made by Kacmar and Carlson (1997). One dimension is, “general political
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behavior”, associated with employee perceptions of their co-workers’ engaging
in political activities. They are also the behaviors of individuals who act in a self-
serving manner to obtain valued outcomes. Another dimension is “go along to
get ahead” which represents influence tactics such as placing oneself purposely
by agreeing to those in power or a lack of action by individuals (e.g., remain
silent) in order to secure valued ocutcomes. The last dimension is, “pay and
promotion” representing an organization behaving politically through the
policies it enacts. Some of the behaviors considered to be political in nature
include discrediting one’s rival at work in order to get ahead, not sharing useful
information with other employees in order to increase one’s power over them,
and doing favors for the boss to secure a higher salary increase.

According to Bhatnagar (1992), there are several factors that influence
perception of OP. Factors contributing to the development of OP have been
mainly categorized into three: (1) organizational factors (e.g. centralization,
formalization and hierarchical level, span of control, scarcity of resources,
organization’s evaluation, promotions and democratic decision making); (2) job
level factors (e.g, job autonomy, job variety, and feedback, job ambiguity, career
development, person-organizational fit, participations in or freedom to making
decisions, interactions with, or relationship to supervisors and peers), and (3)
personal factors (e.g. negative affectivity, locus of control, political skill, age, sex,
self-monitoring, demographic factors, personality, characteristics, attitudes,

needs and values).
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Review of the literature suggests that there are several objectives behind
the use of political behavior in organizations. Most papers reviewed were
classified into two specific areas: personal goals and the goals of the group. In an
earlier paper on OP, Frost and Hayes (1977) argued that the main reason
employees use political behavior is for their personal interest in organizational
processes. Vigoda-Gadot and Drory (2006) concluded that political behavior of
employees in an organization is related to the struggle for being powerful and to
promote individual interests beyond the organizational agenda.

Allen, et al. (1979) suggested that employees tend to manifest political
behaviors to enhance or protect the self-interest of individuals or groups and this
act may be considered a threat to other’s behaviors in the organization (Porter, et
al, 2003). However, personal goals, according to Fedor and Maslyn (2002), are not
necessarily always opposite to the organizational goals. In fact, some personal
goals of employees might be helpful in the achievement of organizational goals.
For instance, a certain manager may use political behavior to enhance his/her
personal reputation, and this eventually would increase his/her leadership
effectiveness. In most cases, managers use political behavior to get the things
done by others (Fedor & Maslyn, 2002).

Employees manifest political behavior in an effort to gain resources of an
organization or to hold key positions in the organization. Gands and Murray
(1980) pointed out that competition for gaining organizational resources or

advantages is one of the most important issues in organizational politics. In an
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organization, resources are not only distributed on the basis of prescribed rules
and regulations of the organization, but also on the basis of hidden agendas. This
is recurrent in higher levels of the organization where the allocation of resources
is a primary responsibility (Zahra, 1985).

Empirical studies show that employees use various methods to influence
techniques, so as to achieve their personal goals within the organization. To
better operationalize the concept of OP, the majority of studies used the word
influence tactics (Vigoda - Gadot, 200b). For instance, in the study conducted by
Allen et al. (1979) about political behavior of managers in organizations, it was
found that eight frequently mentioned categories of influence tactics are
included: attacking or blaming others, use of information, impression
management, support building for ideas, ingratiation, coalitions, association with
influential and creating obligations. In the study by Ralston, Giacalone and
Terprsta (1994), the influence tactics found were: hard work, earning
consideration on the basis of abilities and accomplishments, ingratiation, image
management, personal networking, information control and illegal tactics such
as blackmail.

Meanwhile, Vredenburgh and Maurer (1984) reported eleven influence
tactics used by employees in an attempt to attain personal goals within the
organization such as: dependence on others and instill dependence within
others, accumulate and control resources, bargain, form coalitions/informal

teams, orchestrate events, maintain personal flexibility, engage in conflict,
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anticipate and prepare for others’ actions and reactions, cultivate good
interpersonal relations, exploit others, and manage career.

In an earlier study on OP, Kipnis, et al. (1980) found the following
influence tactics: assertiveness, ingratiation, rationality, sanctions, exchange,
upward-appeal, blocking, and coalition. These tactics proved to be a landmark in
defining the operative use of politics in organizations. The target on which
political tactics are to be used is very important

Using the Perceived Organizational Politics Scale (POPS), Ferris and
Kacmar (1992) found the following influence tactics: favoritism, ingratiation,
withholding or distorting information, coalitions, impression management,
voicing, exchanges and reciprocity. In the study of Judge and Bretz (1994),
ingratiation and self-promotion where found to be frequently-used influence
tactics by the employees.

Zanzi, Arthur and Shamir (1991) found in their study several influence
tactics used by employees in OP such as exchange of favors, cooptation, rituals
and symbols, manipulation, mentoring, organizational placements, persuasion,
coping with uncertainty, intimidation and innuendos, control of information,
rule-oriented tactics, using surrogates, image building, rule-evading tactics,
networking, ingratiation, super-ordinate goals, providing resources, use of
expertise, piggybacking, blaming or attacking others, outside experts and

coalition building,
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Kumar and Ghadially (1989) identified four types of influence tactics:
ingratiation, structure change, cooptation and threat. Meanwhile, Vredenburgh
and Maurer (1984) found eleven influence tactics: “accumulate and control
resources, bargain, form coalitions/informal teams, orchestrate events, maintain
personal flexibility, reduce dependence on others and instill dependence within
others, engage in conflict, anticipate and prepare for others’ actions and
reactions, cultivate good interpersonal relations, exploit others, and manage
career.”

Zanzi and O“Neill (2001) used social desirability as a parameter to
differentiate between political tactics. The more socially desirable influence
tactics were found to be: “use of expertise, super-ordinate goals, image building,
networking, persuasion and coalition building.” The influence tactics disliked by
the political actors were: “intimidation, use of surrogates, blame or attack,
manipulation, organizational placement, cooptation and control of information.”

A rich repertoire of political tactics was found by Buchanan and Badham
(2007) in their study on the political involvement of employees: “selective
information, favoritism, avoiding criticism, using key players to support
initiatives, stimulating debate, self-promotion, rewards, coercion, threat, blaming
others for mistakes, taking credit for the work of others, using others to deliver
bad news, highlighting other peoples’ errors, compromising now to win later,

misinformation, rumor spreading and blackmail.” It seems that the employees
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use a wide range of influence tactics, but many of the tactics found in different
studies are overlapping.

A significant amount of research suggested that there are several factors
causing employees to demonstrate political behavior in an organization. In most
studies, these factors are categorized into two groups: individual and structural
factors (Vigoda-Gadot & Drory, 2006). Structural factors refer to the context of
the organization while individual factors refer to the personality characteristics
that prompt employees to be involved in political activities.

In most studies conducted, the existence of conflict within the workplace
was considered as the most frequent contextual factor leading to political
behavior of employees. These are usually the products of employee
disagreement over the achievement of organizational goals (Zahra, 1989). Other
studies also suggested that employees tend to exhibit political behaviors as a
result of an increase in role ambiguity, and goal ambiguity (Novelli, Flyrn, &
Elloy, 1994). Organizational processes with few prescribed rules and regulations
were also perceived to be more political by the managers in the study conducted
by Gandz and Murray (1980).

Scarce resources were also associated with increased political involvement
of employees while Ferris and Kacmar (1992) found formal organizational
processes to be negatively related to the perceived OP.

Managerial levels have also been proven by empirical studies to be more

political than non-managerial levels. In the study conducted by Madison et al.
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(1980), marketing and finance departments are considered to be more politics-
oriented than other departments in the organization. This is usually evident and
severe, when any employee at the managerial level loses that power or authority
in the organization (Novelli, Flynn & Elloy, 1994).

Individual personality characteristics are found to be of the utmost
importance in the political involvement of employees. Studies have suggested
that the employees” belief about their ability to control the events happening in
an organization is highly related to their desire for political involvement and
engagement (Zahra, 1989, Kirchymeyer, 1990; Doldor, 2007). These beliefs
included employees’ beliefs of having a high level of control over their personal
outcomes and their beliefs that external forces control their life. Empirical studies
have found that the external control was positively associated with a desire for
political engagement.

Status plays an essential role in predicting political behavior. Studies
suggested that employees at the lower level in an organizational hierarchy are
usually negatively affected by OP (Drory, 1993; Doldor, 2007). This type of
negative perception fuels job dissatisfaction and low work engagement in
employees (Drory, 1993; Novelli, Flynn, & Elloy, 1994). The employees with a
high level of need for achievement and power were also found to be more
inclined towards using OP in the organization (Treadway, et al., 2005; Zahra,
1989). Often, managers were found by Porter, Allen, and Angel (1981) to be

specifically hungry for the need for power.
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The role of gender also predicts political involvement of employees. In the
study of Kirchmeyer (1990), findings revealed that the need for the power plays
major role in the women involvement in OP. In one study, those employees who
were the risk takers were found to be more engaged in politics. This is because
they have been found violating the prescribed rules and regulations of the
organization (Darr & Johns, 2004; Porter et al., 1981). Successful users of OP were
found by Allen, et al. (1979) to be tricky and exploitive.

At the organizational level, certain organizational characteristics are
known to foster political behaviors. These behaviors include centralization and
formalization of decision-making. In a highly centralized organization according
to Ferris, Russ, and Fandt (1989), employees have minimal opportunity for input,
experience less control over decisions and, therefore, more often perceive OP.
Organizational politics is particularly common in an organization with few rules
guiding decision-making. According to Kacmar, et al. (1999) and Vigoda (2000),
OP is more likely to be apparent with high-stake decisions.

Mounting studies conducted on organizational politics have conflicting
opinions about its consequences. However, negative outcomes of organizational
politics are more highlighted than positive outcomes. Managers use
organizational politics to get the work done by others efficiently and effectively
(Madison et al., 1980). Engagement in organizational politics is positively related
to the reputation of the employees (Bacharach, 2005), but it can also have

negative impact on personal reputation (Buchanan & Badham, 2007). Positive
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perception about the organizational politics was found to be related to the
satisfaction with job, supervisor, and work environment (Fedor, Maslyn, Farmer,
& Betternhausen, 2008). Madison, et al. (1979) found loss of power, and key
position to be the main dysfunctional effects at individual level because of
involvement in organizational politics. However, stress, dissatisfaction, and
anxiety are the other dysfunctional consequences (Miller, Rutherford, &
Kolodinsky, 2008} of employees’ involvement in organizational politics.

Burgeoning evidence has consistently associated OP with negative
outcomes in employees and organizations, as a whole. Individually, high
perceptions of OP predict negative emotional and psychological states such as
job stress (Ferris, et al., 1996; Kacmar, et al., 1999), burnout, and anxiety (Kacmar
et al. 1999). Other studies have suggested that high perceptions of OP among
employees may be an important determinant why employees decide to quit and
leave their organization (Kacmar, et al, 1999).

Organizational politics was also linked with various negative work
outcomes such as their job performance level (Aftab, Mughal & Arif, 2013;
Atinga et al. 2014) decreased job satisfaction (Meisler & Vigoda-Gadot, 2014;
Atinga et al. 2014; Akanbi & Ofoegbu, 2013), decreased organizational
commitment (Aftab, Mughal & Arif, 2013; Koumakh & He, 2014; Atinga, et al.
2014), lower attendance (Gilmore, Ferris, Dulebohn & Harrell-Cook, 1996;
Atinga, et al. 2014), decreased work motivation (Yen, 2015) low morale (Bodla &

Danish, 2013), and negative attitudes and negligent behaviors such as the intent
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to leave the job and neglect of duty (Javed, Abrar, Bashir & Shabir, 2014; Daskin
& Tezer, 2012; Aftab, Mughal & Arif, 2013; Abubakar, et al, 2014; Daskin & Tezer,
2012). Organizational politics was also found to be negatively related to the
employee perception about the fairness and justice in the organizational
processes (Andrews & Kacmar, 2001).

Perceptions of OP had been associated to employees’ negative emotional
states such as stress (Abbas & Raja, 2014; Aftab, Mughal & Arif, 2013; Danish et
al., 2014), anxiety (Kacmar et al. 1999) and burnout (Aftab, Mughal & Arif, 2013).
Increased negative OP may have negative impacts on the organizational level as
it may reduce employee performance and efficiency and eventually reduce the
organization’s productivity.

As high levels of OP impact individual and organizational productivity,
managers must consider ways to minimize the effect of political behavior. The
review of the literature suggested that there are several approaches, both in the
organizational and employee level, to help employees cope up with workplace
politics and negate the negative consequence of this phenomenon.

Lencioni (2006), a management consultant, recommended four steps to
overcome the negative consequence of politics. These are: (1) create a thematic
goal. The goal should be something that everyone in the organization can believe
in, such as, for a hospital, giving the best care to all patients. This goal should be
a single goal, qualitative, time-bound, and shared; (2) create a set of defining

objectives. This step should include objectives that everyone agrees will help
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bring the thematic goal to fruition; (3) create a set of ongoing standard operating
objectives. This process should be done within each area, so that the best
operating standards are developed. These objectives should also be shared across
the organization so everyone is aware of them, and (4) create metrics to measure
them. Measuring whether the standard operating objectives are met, is a vital
step in the process. Rather than someone else pointing out what is not, all the
people within the department will have the information necessary to come to a
conclusion and correct the problem, because ultimately, everyone in the
organization cares about achieving the thematic goal.

In relation to management of OP, the Civil Service Commission enacted
the Code of Conduct and Ethical Standards for Public Officials and Employees or
also known as Republic ACT No. 6713 which sets out the standards of behavior
expected of all civil servants to uphold the principle of public office being a
public trust. It also gives details of civil servants’ rights, responsibilities in
relation to the Code. Interestingly, some standards outlined in the Code address
organizational politics, explicitly. For instance section four of the CODE provides
the norms of conduct of public officials and employees which shall be observed
in the discharge and execution of their official duties. Example of these standards
of personal conduct include: (1) commitment to public interest — which directs
public officials and employees to always uphold the public interest over and
above personal interest, (2) professionalism — which directs public officials and

employees to perform and discharge their duties with the highest degree of
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excellence, professionalism, intelligence and skill, (3) justness and sincerity —
which directs public officials and employees to remain true to the people at all
times and to respect the rights of others, and refrain from doing acts contrary to
law, good morals, good customs, public policy, public order, public safety and
public interest, and most importantly, (4) political neutrality — which directs
public officials and employees to provide service to everyone without unfair

discrimination and regardless of party affiliation or preference.

Related Studies

This section presents other related studies by people who conducted them
similar to the proponent’s that will help in the completion of the study.

Theoretical arguments suggested that politics often interferes with the
normal organizational processes and affects productivity and performance on
both individual and organizational levels. For instance, Yen (2015) examined the
relationships among perceptions of POPs, work motivation, and salesperson
performance. A questionnaire in the form of a survey was conducted in four
representative companies from the list of product manufacturers and service
providers in Taiwan. The POPs and work motivation questions were answered
by the salespersons, whereas the salespersons’ performance questions were
assessed by the sales managers. A total of 850 questionnaires were distributed
with 510 valid responses returned for hypotheses testing. The results supported

the study hypotheses, suggesting that POPs can lead to improved performance
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of the salesperson and this effect is mediated through work motivation. The
finding disagrees with the previous findings within the literature, which states
that POPs and job performance for office workers are negatively correlated. Yen
(2015) suggested that managers must closely watch the potential workplace
deviant behaviors to prevent OP from damaging the overall organization
benefits.

The work of Yen (2015) is similar to this current study with regards to the
research design and primary instrument utilized. Both studies utilized POP scale
as the focused instrument and employed a descriptive research design. However,
some differences are also present. For instance, the previous study included the
salesperson as participants. In the current study, registered nurses working in
government and in private hospital settings were the respondents in the study.

Abbas and Raja (2014) conducted a study across a diverse sample of
employees working in a variety of organizations such as telecom, manufacturing,
government, and banking sectors to examine the impact of perceived politics on
innovative job performance and job stress in Pakistani context. Statistical analysis
revealed that perceived politics was significantly and negatively related to
supervisory-rated innovative performance, however, it was not significantly
related to job stress. Employees, who perceived high politics in their work
environment, demonstrated low levels of innovative behaviors. In addition,
perceived OP had detrimental effects on supervisory-rated innovative job

performance while perceived politics did not significantly predict job stress.
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Political perceptions did not trigger job stress among individuals in the sample,
The authors suggested that managers need to be aware of the harmful effects of
OP on desirable employee behaviors and attitudes. Particularly, the authors
added that managers should remove all the environmental factors that may
possibly trigger political behaviors in the organization. Future research on the
effects of perceived politics on creativity and innovation related outcomes in
other Asian contexts were recommended.

The present study is similar to that of Abbas and Raja (2014) with regards
to the research design and the primary instrument used. Both studies utilized
descriptive cross - sectional research approach and used POP as the primary
tool. However, both studies diverged in some ways. For example, the Abbas and
Raja (2014) study was conducted abroad and involved diverse employees
working in various organizations as respondents, while the present study
involved nurses working both in the government and in private hospitals,
locally.

Further examination of the impact of OP on job satisfaction,
organizational commitment, and organizational citizenship behavior, Koumakh
and Ye (2014) conducted a study from a sample of 125 individuals working in
diverse organizations in Senegal. Analysis of the data suggested that a significant
negative relationship existed between OP and job satisfaction, OP and
organizational commitment, and OP and organizational citizenship behavior.

The researchers concluded that employees in organizations in Senegal
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experiencing or perceiving higher OP not only tended to be dissatisfied with
their job, but they also tended to display a lower level of organizational
commitment and citizenship behavior. Their recommendation was to conduct
ongoing monitoring for early detection and eradication of dysfunctional political
behavior. Furthermore, the authors suggested that organizational leaders must
fight political behavior, when it is dysfunctional and widely present in
organizations through detection of political behavior and political tactics, and
combating undesirable political behaviors. The authors also added that managers
must conduct an ongoing monitoring of employees’ attitudes or behaviors and
should ensure that information is largely diffused, so that all individuals know
how limited resources are allocated.

The study by Koumakh and Ye (2014) is related to the current study with
respect to the research design and main variables involved. As to the study
population, the previous study included individuals working in diverse
organizations, while the current study focused on nurses. The previous study
examined the relationship between OP and the three work outcomes namely: job
satisfaction, organizational commitment, and organizational citizenship, while
the current study included eight work cutcomes.

Eran Vigoda-Gadot (2014) conducted a study and examined the
relationships between perceived organizational politics (POP) and emotional
intelligence (EI), and their interplay in the context of work attitudes. A sample of

368 employees was used to test a mediation effect of perceived OP on the
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relationship between emotional intelligence and job satisfaction, and turnover
intentions and negligent behavior on the other. Study findings revealed that
emotional intelligence affects how OP is perceived and that POP mediates the
effect of emotional intelligence (EI) on three attitudinal and behavioral outcomes:
job satisfaction, turnover intentions, and mnegligent behavior. A negative
correlation between EI and POP was found. Furthermore, POP was found to
fully mediate the relationship between EI and turnover intentions and to
partially mediate the effects of EI on both job satisfaction and negligent behavior.
The authors recommended EI training as it may enhance employees’
performance and reduce negative outcomes such as turnover. The authors also
recommended conducting future studies expanding the current study and
including other dependent variables, including performance variables such as
task performance, organizational citizenship behavior, and absenteeism.

The current study is related to the work of Eran Vigoda-Gadot (2014) since
both studies employed the same research design. In addition, the same primary
tool/instrument was used in both studies, as developed by Kacmar and
Carlson’s (1997), however, the data in the former study were collected with
employees from a financial organization in Israel, while in the present study, the
data were collected from a group of registered nurses working in the Philippines.

In 2014, Abbas, et al conducted a study entitled “Combined Effects of
Perceived Politics and Psychological Capital on Job Satisfaction, Turnover

Intentions, and Performance”. The study examined the main effects of perceived
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OP and psychological capital on turnover intentions, job satisfaction, and
supervisor-rated job performance. The moderating influence of psychological
capital in the politics-outcomes relationships was also examined. While
perceived OP was associated with all outcomes, psychological capital had a
significant relationship with job satisfaction and supervisor-rated performance
only. As hypothesized, the negative relationship of perceived OP with job
satisfaction and supervisor rated performance was weaker when psychological
capital was high. However, the result for turnover intentions ran counter to
expectations where the politics-turnover intention relationship was stronger
when psychological capital was high. The authors suggested that managers
address potential contributors to POP, such as ambiguous policies and
procedures, poor communication, and lack of proper feedback and guidance, to
minimize the adverse effects on employees. Furthermore, they proposed to
implement training interventions that incorporated methods to help in
enhancing the psychological resources, especially hope and efficacy of
employees, so that they are better equipped to cope with demanding and
stressful work environments.

The study of Abbas, Raja, Darr & Bouckenooghe (2014) is similar to the
present study in regards to research design, but differs in various aspects such
the study population, study locale, and constructs examined. The former study
included employees in six branches of private banks, local offices of two textile-

manufacturing firms, three offices of a government ministry, and customer
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service offices of a telecommunication company in Pakistan. In the current study,
only a group of nurses in one geographical location, Samar, Philippines, was
included. Job satisfaction, job performance, and turnover intentions were the
three constructs measured in the former study, while in the latter study, eights
constructs were included: job autonomy, organizational commitment, job
performance, job satisfaction, job stress, job burnout, turnover intention and
absenteeism was measured using self-reporting instruments, while in the
previous study, job performance was measured using supervisory ratings.

Danish, et al. (2014) examined the employees’ perceptions of OP and
stress in the workplace. In order to obtain the information which was needed for
the research, the questionnaires were distributed in the different sectors, public
as well as private sectors and were filled by 142 administrative staff, faculty
members, employees and managers as respondents. Findings of the study
supported the previous studies that OP had positive relationships with job stress
in the workplace. The findings also revealed that an increase in the job stress
level of the employees led to diminishing organizational commitment and
eventually drove employees to switch to another organization. The authors
recommended providing employee assistance and rehabilitation programs, so
that they can convert their distress into eustress.

The work of Danish, et al (2014) is related to the present study with
regards to research design and measures used. Both studies employed a

descriptive research design and utilized the POP scale as the primary instrument.
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Both studies differed in terms of the study population and in the locale of the
study. The previous study included administrative staff, faculty members,
employees and managers as respondents. The current study included the nurses
working in the private and in the government hospitals in the Philippines.

Javed (2014) conducted a study and explored the combined effects of the
perceptions of OP and core self-evaluation on the work outcome of turnover
intention. The study focused on the use of a moderator named as the core self-
evaluator in the relationship to the perceptions of OP and turnover intention. Self
- administered survey questionnaires were used to collect data from samples
which consisted of doctors working in private and public hospitals in the largest
City of Pakistan. The findings clearly supported the idea that perceptions of OP
clearly increased the intent of an individual to leave the organization. Moreover,
results suggested that when core self —evaluation of an individual was high, then
their intentions of leaving the organization decreased. The authors
recommended that managers should reexamine their hiring and selection
procedures. Selection criteria should include characteristics such as self-efficacy,
locus of control, self-esteem and emotional stability as these characteristics of an
individual give buffering effects to deal with a hindrance stressor like POP.
Additionally, the training materials and the design of training should be
introduced that is helpful for the individuals to enhance their self-concepts in a
positive direction and in return will help them to deal and cope with the stressful

and demanding environments in a more effective manner.
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The study of Javed (2014) is similar to the current study as both studies
employed a descriptive research design. The same primary instrument was also
used, the POP scale. However, in some respects, the studies differed, for
instance, the respondents included in the previous study were doctors in
Pakistan hospitals, while in the present study, and nurse-respondents were
utilized in Samar hospitals in the Philippines.

Akanbi & Ofoegbu (2013) examined the influence of perceptions of OP on
job satisfaction among university workers in Oyo Town, Nigeria. The objective of
the study was to ascertain the relationships between pay and promotion policy
and job satisfaction. In addition, it also examined the primary and interaction
effect of getting ahead in the areas of pay and promotion policy on job
satisfaction. Furthermore, the study sought to examine the significant difference
between the general political behavior and job satisfaction. A survey design was
employed to collect data from two hundred respondents who were employees of
a private university in Oyo. The findings of the study revealed that there was a
significant rtelationship between pay and promotional policies and job
satisfaction. The result also indicated that there was an interactional effect of
excelling to get ahead through pay and promotional policies in job satisfaction.
In addition, there was a significant difference between general political behavior
and job satisfaction. Based on the results obtained from the study, it was

recommended that employees should endeavor to understand and respond
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strategically with the general political behavior in their organizations to
maximize their job satisfaction and minimize the incidence of job frustration.

The present study is related to the study of Akanbi & Ofcegbut (2013)
since both studies employed the same research design, type of instrument to be
used, and the independent variables measured. Both studies employed a self -
report questionnaire as an instrument for data collection and both studies treated
OP as an independent variable, however, in the previous study, only one
dependent variable was measured, job satisfaction. In the present study, eight
dependent variables on work outcomes such as: job autonomy, organizational
commitment, job performance, job satisfaction, job stress, job burnout, turnover
intention and absenteeism were measured. Additionally, the respondents of the
previous study were the employees of a private university in Oyo, Nigeria, while
in the present study, the nurses were the respondents and they were those in
private and in public hospitals in Samar, Philippines.

Aftab, et al. in 2013 evaluated the impact of OP on public and private
employees’ performance. Questionnaires were prepared in a structured format
and distributed among public and private organizations. The findings of the
study showed that the existence of OP had a strong impact on the level of the
employee’s performance. The higher the level of existence of OP resulted in the
lower level of the employee’s performance and vice versa. Furthermore, the
findings showed that the perception of politics and job satisfaction, perception of

politics and organizational commitment, perception of politics and job stress, and
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perception of politics and employee performance had a negative relationship.
The researchers explained that the employee’s performance can be enhanced by
providing them a working environment free of politics in their organizations.
Working environments free of politics will not only help the employees to
perform better and make decisions more freely, but it will also help the
organizations grow by achieving its goals and objectives efficiently and
effectively.

The present study and the study of Aftab, et al. (2013) are related in
several aspects. Both studies utilized a survey research design and employed a
self - reporting questionnaire as the instrument, however, they differed in terms
of samples included and variables examined. For example, in the previous study,
the study population consisted of public and of private employees in various
organizations in Pakistan, while in the present study, nurses were taken as
samples. The variables examined in the previous study were limited only to OP
and job performance. In the present study, aside from OP, seven other constructs
which correlated with OP including job autonomy, organizational commitment,
job satisfaction, job stress, job burnout, turnover intention and absenteeism in
addition to job performance,

Rashid, et al. (2013) conducted a cross-sectional analysis to study the
effects of POP’s on employee’s stress during work. A convenient sampling
techrique was used to collect data from employees of different organizations in

Pakistan. A simple regression analysis was performed to determine the extent to
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which the POP’s explained the variance in job stress of employees. The Linear
Regression Model with two variables had R? of 0,148 expressed in a percentage.
This explained the hypothesized model which perceived that OP is able to
explain that 14.8% of the variance in job stress of employees. The authors
concluded that POP’s showed statistically significant unique contributions in
explaining job stress. He further concluded that when the organization’s
environment was politically charged, employees would face stress at their job
leading to adverse impact on both the employees and the organization. He
recommended that human resource (HR) managers should try to avoid the
accumulation of resources in the hands of some individuals/groups and to
ensure that there is an equitable distribution of resources within all sections of
the organization.

The present study and the work by Rashid et al. (2013) are related in some
aspects. Both studies employed a descriptive approach and utilized the same
scale to measure OP, the POPs which was developed by Kacmar and Ferris
(1991). Distinct differences were noted on the study population and study locale.
The previous work included employees from various organizations abroad,
while in the current study, nurses who worked in the different hospitals in
Samar, Philippines, were utilized.

A sample of 368 employees was used in the study by Meisler & Eran
Vigoda-Gadotto (2013) to test a mediation effect of POP’s on the relationship

between emotional intelligence and job satisfaction, and turnover intentions and
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negligent behaviors. The findings revealed that POP mediates the effect of
emotional intelligence on three attitudinal and behavioral outcomes: job
satisfaction, turnover intentions and negligent behavior. The researchers
concluded that emotional intelligence, not only affects perceptions of politics, but
indirectly affects employees” work attitudes and behaviors through a mediation
effect of POP. It was recommended that EI training should be conducted because
it may enhance employees’ performance and reduce negative outcomes such as
turnover.

The work by Meisler & Fran Vigoda - Gadotto (2013) is related to the
current study as both studies employed the same research descriptive design.
Additionally, both studies examined the influence of OP on work cutcomes.
However, in the current study, EI as a variable is not included. The studies also
differed in terms of the study population. The previous work included
employees from a financial organization, while in the current study, nurses were
the respondents.

Daskin and Tezer (2012) examined the effects of scarcity of resources,
favoritism, and organizational support as antecedents on OP perceptions of
frontline staff and the effect of these perceptions on their turnover intention in
Cypriot hotel. Statistical analysis showed that organizational support was found
to be negatively related with OP, while with frontline supervisors’, politics
perceptions exerted a positive effect on their turnover intentions. Political

perceptions explained 32% of the variance in turnover intention suggesting that
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working environment prevalent with politics led supervisors to harbor thoughts
of leaving their positions. It was recommended that management must revise
the existing policies or take decisive steps to devise new policies and procedures
to generate a work environment where politics is minimized. In addition,
managers should establish a control mechanism in order to efficiently use
organizational resources including new policies and procedures to punish
arrogance and unfair practices.

Daskin & Tezers’ (2012) study is related to the present study with respect
to the research design and the primary measures used. For example, both studies
adopted a descriptive design of research. Moreover, in both studies, POP’s were
measured by the same tool, the POP scale developed by Kacmar and Carlson
(1997). However, in the previous study, the samples consisted of frontline
supervisors in a hospitality industry. In the current study, the samples consisted
of registered nurses working in a hospital.

Atta, Ahmad, Mangla & Farrell (2012) conducted a study to examine the
POP’s, psychological empowerment and organizational commitment. The
sample consisted of part-time graduate students in economics or business. Data
was collected at five universities in Pakistan - three in Lahore and two in
Islamabad. Three standardized tools were used in the study: the 14 - item
organizational commitment scale, the perception of politics scale, and the 16 -
item psychological empowerment scale. Findings revealed that when managers

empowered employees, the effect of OP was moderated. Additionally, OP
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changed from having a negative effect on employee commitment to a strong
positive effect when employees perceived psychological empowerment. Based
on the results, the authors concluded that these effects were strongly supported
by management and leadership styles, provided an increase in employee
autonomy, a perceived meaningfulness of work, perceived self-efficacy, and an
impact of employees’ work within the organization.

The study by Atta, Ahmad, Mangla & Farrell (2012) is similar to the
present study in terms of the research design and the questionnaire used. Both
studies employed a descriptive, cross sectional research design and data were
collected through a self - administered questionnaire. However, some
differences were noted. For instance, the samples selected in the previous study
were part-time graduate students in business and economics in Pakistan, while
in the current study; data were collected from nurses working in the hospital in
Samar, Philippines. Both studies treated OP as an independent variable,
however, the eight constructs in the present study which were job autonomy, job
satisfaction, job performance, job stress, job burnout, turnover intention and
absenteeism were not included in the previous study.

Jam, Sheikh, Igbal, Zaidi, Anis, and Muzaffar (2011) conducted a cross
sectional field survey and explored the direct and combined effects of Ppolitical
skills and political perceptions on employee job outcomes such as job stress,
affective commitment, intention to quit and contextual performance. The study

used a sample of 300 employees from different public and private sector
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organizations in Pakistan. The data were collected through a self-administered
questionnaire from the managerial level employees of the organizations. The
results showed that the perceptions of politics was positively related to job stress,
the intention to quit, contextual performance, and negatively related with
affective commitment, while the political skill was negatively rel<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>