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INTRODUCTION
i P PR s
Political behaviour in organizations is an activities that are not required as part ofone’s form:!

gas ang

) ——

R S e . .

digadl'l}anlz ::gapl;atxon but th'ey are actions that influence the distribution of advanta

o g ;y‘;;!wthiml] Cthetargamzatlon. This problem has been nagging many employees for years
like ontinue to nag for years to come. Every now and then, people coinpis.’m ofhow

the mediocre and i
id seemingly lazy employees get promoted and are strategically positioned 1o &

organization while the ¢ :
some underperforming c?nlg?s;zl;;?%?i ?re}ﬁrgotten or not recognized. We often notice or hear of
Iaader_, Why 1s this 507 Why does it Sézw é-%he hard working ones languish at the bottom of
organization one can, but in many OIhCrsm ifficult for one to succeed purely on mert” [n SomE
work in an organization (o be familiar wit’hyou,.ml-j.,st Vi how to play the game. You don't have ©
anywhere, knows that the dynamics amoﬂ‘:“:}“‘"‘llatlon politics. Anyone who has ever had any 100
ir{iponant part in how a business is run. A I,D those who are part of the work environment play 0
aecordxg;f to a study by Accountemps ( Scoﬁ{ dlr ggg)y organizational politics is an increasing problem
anlzation politics is sor - : '
difficult togdc!'mc_ 1?153?;::1:’11: b‘?'“c“,"“g most people recognize when they see it in action, but find
certainly isn't avoidable. 'J'herc)t? lrf]!)]'cfi that organization politics is n l.c.'y‘ Mcn oty o dit
ore we must learn to cope with it / otnecessarily a bddlhu)g and I
pe withit. Another problem that instigated this
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rcscﬂf°h is how tq cope \\‘m‘l\'\ organizational puli}icn knowing that it i unavoidable
order {0 succeed on‘c nu;:t ‘ now l‘h‘c rules and for otganizational politics, the r;tnl«,;«; are quite high;
cucceed and you 8“{)“\’“&&‘? ly(\‘lll.l _l:\l) Iu‘r get promoted -- loge and you may he ru'n'nin;r l,h(. :'trc‘(/;t;
. : Or A nNew aln o) ' . tordl " v TU¢ ) NeC §
mokmg forancw Job. cndeatimg wit rorpganizationa) p()llil(:ﬂ, hnvin;_v, a4t l)f;;”i(ll‘:“ncf; 19 a 5.1',"‘7’“
idea. . " ;

Politics l.\my‘hc posmvg (cnlllnlmmnvc) ornepative (destructive and competitive) but the fact
is that no Ngan}?_&\(lﬂ“ L exist without politics, ‘The main concern of nm;m{'cr:'; nn<l/r))r;'ahi7;ljt|’f;n
pehaviour practitioners is thus how to manage orpanizational politics. That is the focus of this paper
which specifically dwells on how the organization and various citizens can cope with the p,,“”;;,i
Jynamics inthe workplace. e IR

In any game, in

CONCEPTOF ORGANIZATIONALPOLITICS

Politics within O"bi‘f‘i_z‘_“‘i"“s is commonplace because organizations have failed to operate as
expected. Rights, rcsponslbllltlcs and authorities are not clear] y spelt out; resources and privileges
are not distributed rationally and there is little performance reward parity. Organizational ci ane
thus have to jostle, to schcmq and politick so as to make the best out of their work Tifc; to improve their
pay, status or authority yvithm the organization. Organizational politics has been severally defined
from the above perspective.

Organizational politics involves those activities taken within organizations to acquire
develop and use power and other resources to obtain ones preferred outcomes in a situation whers
there is uncertainty or disagreement' (McAfee & Champagne, 1987); it 'consists of intentional acts of
influence undertaken by individuals or group to enhance or protect their interest when conflicting
courses of action are possible' (Muo, 2004); the purpose is to confront others to gain their compliance
by manipulative actions... to shape conscious and unconscious organizational values, beliefs and
practice. Resistance is reduced by political action (Bass, 1990). It is also defined as 'those activities
that are not required as part of one's formal role in organization, but that influence or attempt o
nfluence, the distribution of advantages and disadvantages within the organization (Farrell and
Peterson, 1982). We are thus talking of actions taken to achieve motives that are not disclosed to
othersat that point in time.

There are however other subtle manifestations of power and politics prevalent in
organizations. These include getting extra budgetary approvals, obtaining above average salary
increments and other perquisites of office for one's subordinates, easy and regular access to decision
makers, getting advance information on policy propositions and plans, interceding on behalf of
troubled staff and getting desirable placement for subordinates (Yukl, 1981). These moves may or
may not be for selfish purposes.

o

Ul

FOLITICALACTIONS: OVERALLBENEFITS TO THE ORGANIZATION -
But all political actions are not just selfish; they may well be to the overall ‘:\c\n‘em of the
Organization. Using formal authority to achieve organizational politics; it involves the apphicanon ot
power. Units within an organization also acquire and exercise power over others. This pow ex 1S
“cquired through access to scarce resources, ability to cope with uncertainty and thus be m a posion
10 help others out of that uncertainty, ability to influence the work of others through positions in the
workflow and when they perform essential functions that cannot be performed ar completed by
others (Eze, 2004). In effect, there are two dimensions of organizational poliies namely: L}sm%
lcgi}imalc means and / or manipulating people, processes and mgunuu}imml rcsomcgﬁ o .u%u"\c}
selfish interests, This is selfish, manipulative and mostly seen as negative; and by !“‘”"F_‘b"i"["f:l‘"
channels, persuading, and/ or influencing others or negotiating with them n the process of achieving
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and mostly pereeived as positive (M, y

l[)( 1 1 g l i \‘ 1 J ’ l’ll}()l“(l\'c % I I- 2 sv8y l . . 2 ) 2'“’

af the organization itself jg Slop,
prom Ifish interests. It should also be noted that 1Ilti_"f1:;:' soaEioderivs s(f)IOtapohtlcal (:1‘%
N ! c o ) { s 1 n‘ u' ‘ g "
/ ryt(l)\t'c 5 )l:';iblctohclﬁcnd the govummcn(.md |.|sn| il me ancﬁtsorav%
everything poss bt o i o stivitics. 0
some pains from govemment activitics and in acti X

A TICS
o SANIZATIONALPOLIT I i ) s
ACR“\‘:'S:&[()?;glc:g\"pfw?:'poli(ics in the work place? Some people use political strag, 7i

{o that by destroying or at the expense of others, while some d%) :Z :z ery,

1 S S ¢ do the A ) D ] . . . : Wan,.
m::;L:;ﬁ:f:};?,‘:mmm usc politics to cnlmncc.o.r‘;’:z:nutatl Snsz,x(l) f&r}t]l::;:; ror cch'n tO Protecy mhi,;
members who are being harassed unduly.b.y mhcr_polltlzdhac 0;.; ;m ’crformin P;Jhltlcs 1s g‘f"d b
depends on the type and motive of the political action and t gpch:u t'p N 'dg : € cvaluatigp,

On the one hand, organizational politics 1s seen 2.15 estruc |v;:ru nt th' uals from their duti
promoting wrong values, disorganizing the compensation sy}s)tcrlt:,I : nr]a:e:n% ggd leading ¢, Sub,
optimal stafl’ placements. A study by the Director/ Roffey Park Insti . (2 2) catalogye, the
negative impact of organizational politics as including reduction in productivity, destructiop ¢
morale, heightening competition conflict and dl_strustz d!scouragmg knowledge Sharing and
excluding key people from decision-making, reducing faith in top management, leading t, loss of
valusble talent and improper recognition and reward of merit. Orgaql?atlonal pol
major cause of conflicts in the workplace. In fact, competitive political behaviour is generally
regarded as bad. These are behaviours classified as negative games; played to destroy or eliminateth
other player, e.g. using dubious means to cause a colleague's dismissal or even death (Eze, 2004),

Mintzberg (1998) summarizes the dysfunctional aspects of organizational politics thy.
Politics is divisive and costly; it burns up cnergies that could instead go into operations. It can als
lead to all kinds of aberrations. Politics is often used to sustain outmoded sys
sometimes to introduce new ones that are not justified. Politics can also paralyze

itics is alsg

tems of power ang
the organizationto

organization, after all, is to produce goods and services, not to provide an arena in which people can
fightone another.

On the other hand, organizational politics keeps the system going through positively oriented

coalitions, negotiations and tradeoffs, which ensure that the organization moves on. [t also enhances

provides alternative channels of information and promo

. | tion, ensures that all sides of an issue are fully
debated, stimulates desired changes that

_ . are usually blocked by legitimate influences and eases the

path for the execution of decisions. Another generalization s to see collaborative politics as good.
These are behaviours classified as positive games: mostly played to achieve survival, of
mutually beneficial goals and without bitterness (Eze, 2004). However, whether we like it or not, itis
impossible to eliminate political behaviours ip organizations, the conc’cm should thus be on how 0
mf'ikc the ?)e:st of the situaliop. As Robbing (2003) argues som‘c people \'ic\;' both power and polit’ics
itics with shady l)chind-thc-sccnc deals and back-stabbing. "E‘"
A 97 o influence others: both can be used ethically Nf
perfectly legitimate ends. Moreoyer since it is difficulf g imagine an ,nr anization that is completeh
free of political behaviour, it makes sense for managers 1o focus on ho ,%k o yolitics to improve the

organization and promote its goals ) il L

rather than on how (o climinate politics.
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political behaviour is an inescapable
jepending on the purpose and nnzlhnﬂ apphied and being efhie
beneficial m.all stakcl‘u.\ldcrs. The issue howeye
with m.ganiza.uonql politics. We shall discugs s 1ssue in (i
orpanization itself, steps that should be takey |y
icader and the managers/ other staft within (lye
reiterate once more that we cannot eliminate

reality in the work place. It may be bad or good
ababout it is one of the ways of making
hs how the various parties should cope
vacgment of the papers as it affects the
allirtespective ofF status, and suggestions for the

('n.p,:uumliun. Bt before doing that, it is important to
politics inthe workplace,

still remng

For the Organization
The major ways for an organization (o m
that create fertile ground for politicking in the w

entitled to and that objective standards are applied in corporate affairs, The organisation should also

ensure that gains trom d‘cstmctwc politicking arc not allowed to stand and that politics-where it must
be played is done cthnically, so as to promote overall

_ corporate interest and goodwill. Specifically,
organizations should manage and minimize politics in the workplace and mitigate the negative
consequences throughout the following steps (Ekpenyong, 1995):

a. The corporate vision, mission, values and objectives should be clearly articulated and
popularized so that everybody knows always, where the company stands and whers it is
going. Getting everybody involved in their articulation ensures general understanding and
acceptance.

b. There should be clarity about roles, authorities, res
thateverybody knows where he stands and what i

anage organizational politics is to reduce the factors

orkplace. This ensures that people get what they are

ponsibilities and relationships. This ensures

s expected of/from him at all times.

c.  The decision making process should be transparent - everybody knows pending decisions:
the decision making policies and criteria should be clear and open; and enough time should
be allowed for decisions except in cases of genuine emergency. Appraisal systems should be
transparent and objective with rewards related to performance.

d. Thedisciplinary procedure should be clearly articulated and popularized.

e.

Resource allocation processes should also be properly articulated so that at any moment,
everybody knows the basis of recent and future resource decisions.

Ineffect, there is need to enthrone /transparency and minimize uncertainty/ ambiguity in all facets of
the organization's operations.

Foreverybody - both the leaders and the led

Ethics has become a critical success factor in today's business environment. But the question
for ethics goodness, fairness, and rightness of actions- is not easy to define. It usually depends on
surrounding circumstances and the ethical mood of the society at the time of action. However, a
manager can measure the fairness of his action by truthfully answering these questions (Eze, 2004).

' . ¢ \'b\\.," e ?
What will your position be if roles were reversed- if you were at the receiving end’

: ; ‘ I ou yse¢ who are
How consistent is your action between those who are close to you and those
not?

Canthe action be applied to everybody?
Cananimpartial spectator approve of your action? ‘ aatest qumber-both
Criterign of utilitarian outcome: the action results in the greatest good for the greates
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sonsent/ speech, privacy, )
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Criteria of distributive justice: e

arily. ss when the action can n

an exception; it applics ‘ .
onpst the criteria (an actl-(m with good and .,
ia (like using a had means ‘l() achieve ;1';;9”(] "rh.J'CCtiVitY) OT inahj| )
aviour based on inaccurate and mcmnp'lctc‘mfOde“‘m)-‘

‘ ver argue that the question 1s not the ethics of politics byt
lied. He is of the opinion that thc five broad Categories
way as not to compromise the ethical Standards ¢

guidelines for ethical use of power populariy.

discriminatorily and arbitt -
rwhelming factors: I'his s

“riterion of ove : .
( ause of conflict am

satisfy these three critena bee \ ‘
sides). conflict within the cnitet e
apply the eriteria like beh
Hodge and Anthony (1991) howe
ensuring that the tactics are cthically app |
h . . - . . - . 1 ’1
power can be utilized in organizations 1n suc L
fairmess and justness. He reiterates the following
Yuki (1981):

d confident; follow up to verify understanding, .

Legitimate Power: Be cordial, polite, clear an . .
son for it; follow proper channels, exercise, DOWer

sure requests are appropriate and explain rea

SUWC 1T

.. e 1
regularly and enforce compliance; be sensitive to subordinates’ concerns.
Reward Power: Make reasonable, feasible ethical and proper requests; verify compliance; offer
rewards as desired by subordinates but these rewards must be credible.

Coercive Power: Inform subordinates of rules and penalties warn before punishing and punish
consistently/ uniformly; understand before acting and maintain credibility; punish in private and
ensure offence-punishment parity.

In coping with politics the following suggestions are useful (Offermann, 2004):
a. Keep vision and values in the front burner, it is easier to be led astray if you are
uncertain about where you are going.
b. Encourage rational dissent so that opinions are tested against each other. Do not
frighten dissenters who may tell you the truth; cultivate truth-tellers.
¢. When delegating, have a clear framework for performance evaluation and feedback;
remember always that delegation is not Synonymous with dereliction.

d. Set goc ¢ ; pe ' ' ' ‘
, go')d cxamplcs, people will manipulate you if you are manipulative. If you
encourage unethical conducts, youreap unethical condu

| sicals 0l cts.
€. Honour your intuition; if you think you

right. Apart from knowi are being manipulated, you are probably
h: = del » .“()ng whom to delegate to, it is also critical to know what and
whalnot to delegate; the boss must perform certain tasks

f. Do not judge people on compete :
' mmpetence and intelligene : e ol
moral fiber, and intelligence alone; consider their ethical and

g. Beware when you are being g¢ ac | i
Y 1g asked to act on (he spur of the moment because it



<a JOURNAL OF HUMANITIES VoL 1 NO.XSEPTEMBER, 2013 199
Z— 1 £

urgent'. Thaturgency may bye contrived|

PRINCIPLES FORMANAGING O« *ANI7Z,

ATIONAL JOLITICY
These principles include the following;: |

: The leader should ensure that the strvucturey put in place to minimize uncertainty and
enthrone transparency are strictly  adhered o and updated in Jine with current
realities.

b. He should realize that whatever he does dictates the

tone in the organization. He should

al behaviours in the organization and this should
ive politics,

therefore model the ideal ethical and politic
notinchude practicing destructive, competit

" He should take steps to reduce competition in the workplace especially as it relates to
resSources.

i The leader should also break or neutralize political freedoms by transfers, relocations,
exiling and other normal administrative procedures.

e Staffs who are political experts should also be

neutralized and efforts made to engure that
they do not benefit from their politicking. Such p

eople should be placed at arms len gth.

£ The leader should also prevent the emergence of future political turfs by striking
preemptively and by dis-empowering extremely political operatives (Beeman & Sharkey,
1987).

o The leader should obtain information for decisions and strategic analysis, choice and

evaluation from various sources.

h. The leader should enthrone an open communication culture so that everybody knows
what is on. Let everybody know what you are planning to do, what you are doing, and

why /how you are doing it. In that case nobody can manipulate information for selfish
purposes (Moorehead & Griffen, 1992).

METHODOLOGY
The research hypothesis state that:

HI: Organizational politics has a significant impact on the achievement of organizations
goals and objectives.

HO: Organizational politics does not have a significant impact on the achievement of
organizations goals and objectives. : .
The data used for this study was primary data generated through structured quch‘ﬂt‘ﬂﬂwc;
stions in the questionnaires were closed ended questions. The response format emp‘loyﬂ‘d.a ‘
point Likert scale as follows: 3 - Strongly Agree; 2 Agree; | Disagree. Three hundred JHEANANHALIGS
were administered to some selected ministries within Benin City metropolis suc.h as Muyssry ,O,I
health, Ministry of Finance, Ministry of Agriculture, Ministry of Commerce and Nilnls'tl’)" ‘ot \\do'r kz
Out of three hundred questionnaires distributed only two hundred and fifty were administered an

. Lo . 5 searcher was
returned. The selection wag based on convenience sampling i.e. those respondents the re
able to penetrate and influenced.

The que



BER, 2012
SAU JOURNAL OF HUMANITIES VOL.1 NO.1 SEPTEM L

Z test at 95% confidence interval wa eIy
sample size is greater than 30 and it is applicable I

Thus, if Z calculated is greater th

. ' 10 .‘ I8

accept the alternative hypothesis (H 1) and vice ve v wetiinilsp delafion
Z= xN where X=sample mean 0=s :

O/vn N = Population mean e
7= Probaility from the table (i 1.96)

ariance is known or

n=sample size

ANALYSISAND DISCUSSION

s used to test the formulated hypotheg;ig becay,

an 7 critical value, we reject the null hypothes;g (o,
t 4 | = 9 "
aifreverse is the case. Ztest formy|, is

u”kr]()‘»’y'

. ahd
gl'/en;“

Organizational politics is a common phenomenon in your organizatigp,

T.\BLE 1:

W“*—“ - | Frequency Percentage (%)
f Strongly Agree 203 80.4

i\grsc 43 17.2

-

| Disagree 4 1.6

Total 250 100

Source: Researcher field work 2012

\

Fromtable 1 above, it was revealed that 98.4% of the respondents agree that organizationa] politics i
Very rampant in their organization while 1.6% disagrees with the statement. With this figure, it is
glaring that organizational politics is predominant in the organization.

TABLE2: Organizational politics has strong link with scarcity of resources.

’ Responses Frequency Percentage (%)

| Strongly A gree 100 40

{

. | Agree 137 54.8

{ Disagree 13 5.2

, |
Total 250 . ;

L 100 |

Source: Researcher fieldwork 2012
Based on the table 2 above, we can

a link exist between organizational politics and scarcity of resources. This Propo
supported by 54.8% of the respondents while 5.2%, disagree.

infer that 40% of the respondents are strongly agreed that

sition was also
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TABLE 3: Poverty and U nemployme

ntasacange oforganisational politics

= Frequey————
[Responses Frequency v
| RE P I 1 . "N(‘t‘nl;lrr' (%) 1
L//______V____ ——— —— ’
| Crro \‘l\' .‘\QI\‘C lj‘)
Strongl) < I 55 6 "
SR SI——
N T ) ‘
Agree LK 10 |
| —t .
Dzsdgcc l l - = ———— - ——]
f, & ‘4 4.4
L 250 —— |
,’ Lo - I =
[ Toual | 100 1
~ Source: Researcher field work 2012

————

Table 3 above shows that 95.6% of the total respondents agree that poverty and unemployment are
very high in our society. Thus, this may be one of the reasons while politics is predominating in most
of our organization.

TABLE 4: Organizational politics cannot be eliminated.

| Responses Frequency Percentage (%) ’,
Strongly Agree 30 20 ﬁl
| Agree 150 60 ﬁl

Disagree 50 20 s]
| Total 250 100 l

Source: Researcher field work 2012

From the table 4 above, it was observed that politics in an organization cannot be eradicated. With

this, manager needs to design strategies and means of using the politics within the organization to
achieve stated goals and objectives.

TABLES: Organizational politics has a significant impact on the achievement of
organizational goals and objectives.

Responses Frequency Percentage (%)
Strongly Agree 195 78
Agree 35 14
T~
Disagree 20 8
Total 250 100 .

Source: Researcher field work 2012
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(i impact on the achjey _
I nizational politics hag a RMI()"P, I jent, Thors Vemen,
' RVO i : sspondent. Thouy this
> ras revealed that org 02% of the resy 4 1 |
b entornten e nl lI iectives. This is supported by 2% , i
iS¢ wnd objee 8. 8N
of enterprise goals ¢ _

. | . it it 3 ’i‘l .I ‘ “ " v
lLI“(\ ‘l' C ll l'“ p(. “‘\ SW Hn e ("’J

‘fvnte gector
TABLE 6: Politicalleaders interferesin to the priv

» . l’(rHllngl (n") | - '
e |-‘“~quvm‘,\' B g = e
Responses i1 8 1.0
S — - 0 HR—— ——
\“\‘-‘\ \\\rd]:\‘ l et e %‘(A/ 4
—_— i ' —
Cordial te “'l 9.2
, Y S——— a4 |\ —
Not cordial
]‘ WL CQOILU ‘31 124
| Can't say . T
i 100
| Total 250

Source: Researcher field work 2012

iti i i ivate sector. This undye
From table 6 above, it was revealed that political leaders interfere in to the private sector. This, .
interference has its strong effect on national economy.

TABLE 7: Organizational politics has its good sides, if its can be effectively manage,
| Responses i:requency Percentage (%) ]
;I Strongly Agree 198 79.2 ]
| Agree 2 0.8
Strongly Disagree 50 16.8 ﬁ
Total 250 100 |

Source: Researcher Sield work 2012

Table 7 above shows that the organizational politics has its positive effect only if the management of

the organization can manage politics effectively. Effective management of organizational politics
can leads to the achievement of organizations goals and objectives.
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TESTOFHYPOTHESIS
To testthe hypothesis, que
of hypothesis is shown in the table below:

2012

stion 5wy chosen, The 7, teatnt 9

&
59

o confidence interval analysis

\ _. ,l | tx XX (x-x)" F(x-x)"
1 R 108 588 0.1 0,00 17.6
. 35 70 0.7 0.4 17.2
| 20 20 1.7 2.80 57,8
N 250 1675 2.6
—— S(;x;rn‘fRc.\\'c'«‘m*h‘(‘r y rdnqﬁ)fu!iuﬁ. 2012
N=3ix=675 = 27 3=V026 =V0.37= 0.6083
Y250 250
N=x2Z@n) = 2.7+1.96 (0.6083/¥250)
=2.7 + 1.96 (0.03848)
=2.7+0.0754
=2.7754 or 2.6246
Going by tgc formulae Z=x-N
D/An
2.7-2.7754 OR 2.7-2.6246
0.03848 0.03848
=-1.964 =1964

From the result obtained above, the z calculated was 1.964 and 7 tabulated at 95% confidence
interval is 1.96. Since z calculated is greater than z tabulated. Thus, it is concluded that

Organizational politics has a significant impact on the achievement of organizational goals and
objectives.

CONCLUSION

Political behaviours are considerations dominant define and redefine the shape of
organizational decisions and actions in Nigeria. The perception of political determinism is such that
even when one obtains anything by merit, there is always the feeling that somebody somewhcrg must
have facilitated it. In fact people start their search for anything in any orgzmizaugzl by_lookmg for
somebody who knows somebody ... and that is even when they are eminently qualified for wha_@wr
they are seeking. Organizational politics is predominant in Nigeria because the Macro political
environment is built and continues to thrive upon intrigues and manipulations; there is acute poverty,
Iesource scarcity and unemployment. Anybody in any position of authority is seen as representing
'his peoples' interest and such, he is expected to favour the group in question; thc. level of corr‘upm?n
and moral decay is very embarrassing with low concern for integrity; the political lcadc.rsl‘np also

ows their weight about and even interferes in the private sector where they enthrone cronies.
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eliminated. For thus l']‘,uld possess  sound  knowledg d the pre determined goa)
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