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Abstract

Since the Reform and Opening-up in China, the rapid development of China’s economy has lasted
for nearly forty years. As the basic units of economic activity, Chinese enterprises also continue to
grow. Especially in recent years, the enterprises have become increasingly scientific and standar-
dized. However, the “Officer Standard”, residual product of thousands of years of Chinese feudal
society and the centralization consciousness in culture, leads to organizational polities existing in
various organizations. Moreover, the inevitable contradiction between the scarcity of resources
and the multiplicity of interests aggravates intrigue and calculation. As a subjective understanding
and evaluation of the degree of Self-Interest behaviors of other people in the organization, percep-
tion of organizational politics has been proved to have an important impact on the attitude and
behavior of employees. As a heated research topic of active organization behavior, work engage-
ment may be affected by the perception of organizational politics of the staff, and has a profound
influence on the organization's vitality and development. Based on the Chinese cultural back-
ground, this research theoretically studies the relationship among the perception of organization-
al politics, perceived organization support, organizational commitment and work engagement. We
adopt the method of literature research and go over the related research results systematically. At
the same time, we put forward the theoretical model of this study by employing Conservation of
Resources theory and Social Exchange theory. Our research result has indicated that the percep-
tion of organizational politics is negatively related to work engagement, in which organizational
commitment plays a mediating role and perceived organization support plays a regulating role.
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1. Introduction

In management practice, because of the scarcity of the organization resources and the multiplicity of interests,
the organization politics is filled in the every process of enterprise management. Burns proposed “micro politics”
in 1961, which was regarded as opening a new chapter in the study of organizational politics by academic circles.
He stated that organizational politics was a behavior that individual utilized organizational resources in order to
obtain better working environment, stronger power and influence. These behaviors might generate adverse ef-
fects on organizational internal competition fairness [1]. Mayes and Allen (1977) thought that organizational
politics was a social impact on the others so as to gain personal interests without recognition, which would in-
fluence organizational management order [2]. Other scholars believed that organizational politics would bring a
positive impact to organizations. Kotter (1985) pointed out that organization politics was the necessary means to
guide the organization change, and it was the main method to solve the conflict [3]. Then because of the diffi-
culty to measure organizational politics accurately, the research achievements of organizational politics reduced
suddenly. Therefore, more and more scholars transformed their research direction to the perception of organiza-
tional politics and made a breakthrough.

Perception belongs to the category of psychology. It is a process of selecting, organizing and explaining the
information that people feel. Lewin (1936) indicated that people reacted to the perception of reality rather than
the reality itself [4]. Different scholars had different opinions on the definition of the perception of organization-
al politics. Ferris and Kacmar (1992) thought that the perception of organizational politics was a subjective psy-
chological process, which was the individual’s perception of the political behavior of others [5]. Hochwarter, W.
et al. (2000) believed that the perception of organizational politics was employees’ perception and estimate of
the activities to maximize self-benefit of individuals, groups, and organizations [6]. Ferris, G. et al. (2000) put
forward the definition that the perception of organizational politics was subjective evaluation of degree of self-
serving behavior of organization members in the working environment [7]. Ferris and Kacmar (1992) found that
the perception of organizational politics could improve work engagements. They explained for the research re-
sult that when people realized the organizational politics, they would take some measures to avoid them and
work with their total dedication [5]. Nevertheless, Cropanzano et al. (1997) made a opposite finding. They ar-
gued that the perception of organizational politics would cut down employees’ work engagements. And they
pointed out there was a premise of error about Ferris and Kacmar’s research that they assumed that employees
would stay on while feeling the organizational politics [8]. The outcome variables of perception of organization-
al politics could be divided into three categories, including psychology, attitude and behavior [9]. Scholars
found that the perception of organizational politics was likely to decrease job satisfaction [10] [11], organiza-
tional commitment [10], work engagements [12], and to increase turnover intention [8] [13]. In general, most of
the related researches showed that the perception of organizational politics would bring about negative effect [14].
However, in the academic field in China, attention had not been paid to organizational politics in Chinese business.

So far, research studying the perception of organizational politics has become matured gradually in Western
countries. Most of researches on perception of organizational politics are based on western cultural background.
A discussion is worthwhile whether present research results are still available in other cultural background.
Moreover, present researches paid more attention on how perception of organizational politics directly influ-
ences on employees’ work engagements and less attention to the internal mechanism between the two variables.
We searched literatures by means of keyword searching method in CNKI and found that there were only 145 re-
levant researches about perception of organizational politics in China. Obviously, it is not enough to provide
millions organizations in China with guidance significance. The progress of the research about perception of or-
ganizational politics in China lagged far behind Chinese economic development.

Hofstede (1980) pointed that national culture did influence employees’ mental programs [15]. There were
different evaluations and expectations on the social exchange relationship among the employees from different
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countries [16]. Consequently, as a subjective evaluation of degree of self-serving behavior of organization mem-
bers, perception of organizational politics would be influenced by national culture. Therefore, it is necessary to
consider the impact of different cultural background.

In the research, we were going to analyze the relationship among perception of organizational politics, orga-
nizational commitment and work engagements so as to explore how perception of organizational politics influ-
ences employees’ work engagements. At the same time, we took employees’ perceived organization support into
our consideration and studied how perceived organization support played its role in our research framework.
Hence, we theoretically discussed the relationship among four variables, including perception of organizational
politics, perceived organization support, organizational commitment and work engagements.

2. Method

Scientific research must be based on a solid theoretical research. Therefore, sufficient analysis of the literature
data is significant. We searched a large amount of literatures both in China and abroad from CNKI and Springer
by keywords searching, including perception of organizational politics, perceived organization support, organi-
zational commitment and work engagements to achieve purpose of our research. We started with summarizing
and analyzing previous research results and come up with our research topic. With the support of theory, we put
forward a hypothesis model with four variables, including perception of organizational politics, perceived or-
ganization support, organizational commitment and work engagements, which contained mediating effect and
moderating effect.

3. Research Model and Hypotheses Development
3.1. Perception of Organizational Politics and Work Engagements

In our research, we preferred adopting definition of perception of organizational politics from Ferris, G. et al.
(2000). They defined perception of organizational politics as a subjective evaluation of degree of self-serving
behavior of organization members in the working environment. Usually, perception of organizational politics is
divided into three dimensions, including general political behavior, going along to get ahead, pay and promotion
policies [17]. General political behavior is employees’ pursuit for self-interest according to their own needs
when the organization lacked clear rules of conduct. Going along to get ahead means that avoiding being in-
volved in organizational politics so as to acquire results beneficial to employees themselves. Pay and promotion
policies reflect how organizational policies led to organizational politics.

Schaufeli, B. et al. (2002) defined work engagements as a positive and enjoyable psychological state related
to work, which was also a persistent and pervasive emotional cognitive state. Its main features included vigor,
dedication and absorption [18]. We did the analysis from the three dimensions of perception of organizational
politics. Firstly, if employees perceive general political behavior, it is likely that forming cliques and factions
has already existed in organization, which would be a threatening political behavior and led to psychological
stress, like anxiety. As a result, employees are not likely to put into work. Secondly, if employees perceive going
along to get ahead, they are convinced that “the outstanding usually bear the brunt of attack”. They believe what
they should do is just avoid doing something wrong, instead of doing something great. Consequently, they
wouldn’t work with their total dedication. Thirdly, if employees have a perception of pay and promotion policies,
it means that they think the performance evaluation system is unfair. In response, employees are likely to de-
crease their work engagements to get a psychological balance. Previous studies also come up with similar con-
clusions [8] [19] [20]. Based on the analysis above, we put forward the following hypothesis.

Hypothesis 1: Perception of organizational politics is negatively related to employees’ work engagements.

3.2. Perception of Organizational Politics and Organizational Commitment

Becker (1960) took the lead to put out organizational commitment theory that organization commitment was
based on the economic benefit on both sides. He thought with working in a same organization longer and longer
and considering the contribution he made to organization, people usually were not willing to leave their organi-
zation. They were scared of losing what they get from the organization now, which made them had to stay on
[21]. Meyer and Allen defined organizational commitment as an emotional connection, which contained em-
ployees’ dependence on the organization and responsibility to organization [22]. Miller, B. K. et al. (2008) dis-
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covered the strong negative relationship between perception of organizational politics and job satisfaction and
between perception of organizational politics and organizational commitment by Meta-analysis [10]. In an en-
vironment employees perceived organizational politics, their dependence on the organization and responsibility
to organization were likely to be destroyed by the organizational politics they perceived. Thus, perception of or-
ganizational politics may harm employees’ organizational commitment.

We also did the analysis from the three dimensions of perception of organizational politics. Firstly, if em-
ployees perceive general political behavior, it reflects that they realized some threatening behaviors are imple-
mented in their organization, suppressing and bullying, for instance. So their emotional relationship with organ-
ization will be damaged. Secondly, if employees perceive going along to get ahead, they are aware that the or-
ganization is hierarchical and seniority-based. In that case, they believe in the unwritten rules that a person of
high position is liable to be attacked. As a result, they have to choose to remain low-key to avoid making mis-
takes. And the psychological burden jeopardizes their dependence on the organization and responsibility to or-
ganization. In other words, perception of organizational politics would result in the reduction of organizational
commitment. Thirdly, they are aware of unfairness among the compensation system and promotion system,
which, in their opinion, fail to reflect their contribution to organization truly. Undoubtedly, they feel dissatisfied
and lose faith in organization and finally they became less committed to the organizations to which they be-
longed. Previous research, including some conducted in China, also have similar conclusions [23]-[25]. Based
on the analysis above, we put forward the following hypothesis.

Hypothesis 2: Perception of organizational politics is negatively related to employees’ organizational com-
mitment.

3.3. The Mediating Role of Organizational Commitment

Hobfoll (1989) put forward Conservation of Resources theory to describe the process of resource interaction
between individual and social environment. The core of the theory was that individuals with more resources
were not vulnerable to the loss of resources, and they had more ability to obtain resources and vice versa [26].
According to the Conservation of Resources theory, if people perceive organizational politics, they need to
spend time and energy to deal with their anxiety and nerves, which lead to the loss of their psychological re-
sources. Actually, organizational commitment can be regarded as one of these psychological resources. Balu
(1964) thought that people would forecast their returns from the other people by their payment for the other
people. Homans (1974) put forward Social Exchange theory and pointed out that the essence of the relationship
among people was social exchange, including exchange of material and immaterial. With the reduction of orga-
nizational commitment, we could infer that employees’ work engagements would also decrease according to
Social Exchange theory. For example, when a staff comes up with a new sharp idea, he is going to share his idea
with his boss and coworkers. But if the atmosphere is filled with bureaucracies and suppression, he is not likely
to share his good idea. Worse still, he might lose his faith in the organization and fail to concentrate on work
because he must be constantly alert to the unwritten rules. Hee, J. et al. (2015) found that a higher level of orga-
nizational commitment brought a lower level of turnover intention [27]. To date, most of researches have proved
that organizational commitment was positively related to employees’ work engagements [28]. Based on the ana-
lysis above, we put forward the following hypothesis.

Hypothesis 3: Organizational Commitment is positively related to employees’ work engagements.

In the practice of research, organizational commitment is also widely used as mediating role to explore the
workplace behavior. It was proved that affective commitment and perceived sacrifice commitment played a fully
mediated role between pay satisfaction and turnover intention [29]. Pang, J. (2013) found that organizational
commitment played a mediating role between perception of corporate social responsibility and job involvement
[30]. Chang, Y. et al. (2010) found that organizational commitment played a mediating role between person-
organization culture fit and work performance [31]. Bai, G. et al. (2011) found that organizational commitment
played a mediating role between career plateau and turnover intention [32]. Zhang, B. (2013) found that organi-
zational commitment played a mediating role between perception of organizational politics and counterproduc-
tive work behavior [33]. Peng, W. (2013) found that organizational commitment played a mediating role be-
tween perceptions of organizational politics and job performance [34]. Louise, T. (2013) et al. revealed that
mediation effect of organizational commitment between emotional exhaustion and job performance [35]. Based
on the analysis above, we put forward the following hypothesis.
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Hypothesis 4: Organizational Commitment played a mediating role in the correlation between perceptions of
organizational politics and employees’ work engagements.

3.4. The Moderating Role of Perceived Organization Support

The theory of perceived organization support was established based on Social Exchange theory, Perfor-
mance-Reward Expectancy, Personification of Organization [36]-[38]. On this basis, Eisenberger, R. et al. (1986)
put forward a definition of perceived organization support that perceived organization support was employees’
overall perception and belief how the organization treated their contribution and care for their benefits. And em-
ployees’ perceived organization support was affected by the way the organization treated them that would pro-
mote them choose which behavior to carry out [39]. Rhoades, L. and Eisenberger, R. (2002) found that em-
ployees’ perceived organization support had an impact on their explanation of organization’s motivation [40].
Robert, R. et al. (2009) did a research by means of Meta-analysis and discovered that perceived organization
support could strongly forecast job satisfaction [41].

Whether the employees believed the compensation, benefits and promotion were fair would influence their
perceived organization support [42]. Yang, F. and Zhang, L. (2012) found that organizational justice positively
affected perceived organization support [43]. Vandenberghe and Stinglhamber (2003) found that perceived or-
ganization support increased employees’ organizational commitment by improving their sense of responsibility,
perception of affiliation and helpfulness [44]. Cevat Celep and Ozge Eler Yilmazturk (2012) did a research
among teachers working in public primary schools and found that there was a positive relationship between
teachers’ perceived organizational support and their organizational commitment [45]. Talat, I. et al. (2013)
found that perceived organization support positively affected affective commitment and normative commitment
[46].

As our previous inference, we thought while employees got perceptions of organizational politics, their orga-
nizational commitment would suffer from destroy. But this negative correlation was likely to be weakened to
those with high perceived organization support. Because perceived organization support encouraged employees
to develop cooperation, which could establish trust relationships among organization. Moreover, perceived or-
ganization support made them feel to be valued [40]. Hence, we speculate that the negative correlation between
perceptions of organizational politics and organizational commitment would recede with a high perceived or-
ganization support.

Perceived organization support was also regarded as a moderating variable in the past research. Gao, Z. et al.
(2012) proved that perceived organization support played a moderating role in the correlation between psycho-
logical capital and role stress [47]. Li, L. (2013) found that perceived organization support played a moderating
role in the relationship between person-organization values fit and career success of female high-level person
[48]. Chang, C. (2015) discovered nurses’ organizational support perception played a regulating effect on the
relationship between their job satisfaction and organizational commitment, which indicated the correlation
would be stronger for those with higher organizational support perception [49]. Based on the analysis above, we
put forward the following hypothesis.

Hypothesis 5: Perceived organization support played a moderating role in the correlation between perceptions
of organizational politics and employees’ organizational commitment in such a way that the correlation would
be weakened for those with higher perceived organization support.

4. The Framework for Research

On the basis of the analysis above, we established the researching framework among perception of organiza-
tional politics, perceived organization support, organizational commitment and work engagement. We put for-
ward five hypothesizes and summarized as follow: 1) Perception of organizational politics is negatively related
to employees’ work engagements; 2) Perception of organizational politics is negatively related to employees’
organizational commitment; 3) Organizational commitment is positively related to employees’ work engage-
ments; 4) Organizational commitment played a mediating role in the correlation between perceptions of organi-
zational politics and employees’ work engagements; 5) Perceived organization support played a moderating role
in the correlation between perceptions of organizational politics and employees’ organizational commitment in
such a way that the correlation would be weakened for those with higher perceived organization support. The
frame diagram of our research was showed in Figure 1.
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Figure 1. The researching framework among perception of organizational politics,
perceived organization support, organizational commitment and work engagement.

5. Conclusion

Organizational politics is common phenomena, which has been proved to bring about negative job attitudes and
workplace behaviors. On the one hand, so far most of the researches are based on the western cultural back-
ground. Whether the results will be available in other cultural background needs further investigations. On the
other hand, researches on organizational politics are still at the beginning stage in China, while that in Western
countries has achieved considerable results. In this context, we carry out our research by literature analysis and
the result indicates that the perception of organizational politics is negatively related to employees’ work en-
gagements, in which organizational commitment plays a mediating role and perceived organization support
plays a regulating role. Moreover, perceived organization support regulates the negative correlation between the
perception of organizational politics and organizational commitment in such a way that the negative correlation
will be weakened for those with higher perceived organization support. Furthermore, if the hypothesizes we put
forward are correct, Chinese enterprises should manage to reduce the frequency and strength of organizational
politics. As analyzed above, we think that the perception of organizational politics will harm employees’ work
engagements by decreasing their organizational commitment. For one thing, the enterprises should take effective
measures to decrease organizational politics. Meanwhile, the management should evaluate results of organiza-
tional politics by implementing new policies, like designing compensation system and promotion system. For
another, while organizational politics is inevitable, the enterprises should provide more support to employees
and care more about their benefits to minimize the negative correlation between the perception of organizational
politics and work engagements. In the end, the limitation of our research is that we adopt theoretical research
method without empirical research method, and we will implement that in the subsequent research.
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