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sampling technique, data was collected from 493 faculty members who were
working in public sector universities of Punjab. Structural Equation Model-
ing (SEM) was applied to test the proposed hypothesized relationships. Re-
sults of the structural equation modeling analysis demonstrated that em-
ployees who are part of in-group have higher levels of perceptions of orga-
nizational politics but lower levels of perceptions of organizational justice.
Furthermore, employee who perceives high degree of organizational politics
has shown lower levels of perceptions of organizational justice. Results of the
study postulated that for more positive perceptions of organizational justice
among the employees a leader should develop a high quality relationship
with more employees by limiting the usage of more political behavior within
the organization. This study is one of its type in Indian context as we find no
empirical evidence which examines the effect of quality of leader-member ex-
change relationship on the perceptions of organizational justice which is being
mediated through the perceptions of organizational politics of faculty members.
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1. Introduction

In this competitive era of global business scenario, which is characterized by
complexities and volatility, organizations are under constant pressure to retain
and attract talented employees who can play a vital role in acquiring and main-
taining the competitive advantage of the organization. In context of this, differ-
ent researchers have acknowledged the importance of perceptions of organiza-
tional justice as it has various individual and organizational consequences such
as, organizational commitment [1] [2] [3] [4]; withdrawal behavior [5] [6]; job
satisfaction [4] [7]; trust [2]; turnover intension [8] [9] [10] [11] [12]; job per-
formance [13] [14] [15] and organizational citizenship behavior [16] [17] [18]
[19] [20]. For instance, previous empirical results have shown that employees
perceptions of fair treatment within the organization [21], their perceptions of
fairness in the enactment of procedures [13] and their motivation to have fair
consequences [22] effect their work performance to a greater extent. As a result
of these findings, several human resource practices are being reviewed and
re-examined [23] [24] [25]. The assumptions of social exchange theory play a
vital role in explaining many of these results [26]. More specifically, it is believed
that perceptions of organizational justice (particularly interactional justice and
procedural justice) help in initial formations of dyadic relationship [27] [28].
Furthermore, this perceived fairness by an employee is reciprocated in the way
of favorable workplace behavior and attitude [29]. Furthermore, it has also been
manifested that the perceptions of organizational justice are not only affected by
the quality of leader-member exchange [17] [30] [31] [32] but also by the degree
of one’s perceptions of organizational politics [33] [34] [35] [36] [37]. Therefore,
it is important to know how and why the perceptions of employees vary in re-
spect of organizational justice despite providing same working environment as
these perceptions have both individual and organizational consequences.

The purpose of the present study is to examine the mediating role of percep-
tions of organizational politics on the relationship between the quality of lead-
er-member exchange and four dimensions of perceptions of organizational jus-
tice. The results of the present study contribute immensely to the existing litera-
ture. As the result of the present study renders that in-group member perceives
high level of organizational politics as compared to employees who are part of
out-group members. Till now, only one study has shown this type of results [38].
Therefore, the results contribute to the present literature by postulating the im-
portance of individual differences in perceiving the political environment. Apart
from this, results also manifest that perceptions of organizational politics have
negative relationship with three types of perceptions of organizational justice
(procedural, distributive and informational justice) whereas interactional justice
was positively associated with perceptions of organizational politics. This study
endeavored a new insight on how leader-member exchange perspectives and at-
tributions contribute in eliciting negative affective and cognitive responses to the

perceptions of political environment. The study argues that quality of LMX en-
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hance one’s understanding of these organizational reactions and processes in a
political environment. Therefore, leader plays a vital role in molding the percep-
tions of employees regarding organizational politics.

The present study is organized in a systematic manner in which the researcher
first talks about the introduction part. In the introduction section, a brief de-
scription regarding the topic is provided along with the theoretical contribution
of this research paper. The second section is devoted towards literature review
and the research gap. Then detailed information is given regarding participants
and procedure used to collect the data. After that detailed information is given
pertaining to research instrument used to measure the quality of leader-member
exchange, perceptions of organizational justice and perceptions of organizational
politics. The next section is devoted to data analysis and results. After that, a de-
tailed discussion is given pertaining to the results of the present study and their

practical implications along with their limitations is also discussed.

2. Review of Literature

2.1. Leader-Member Exchange and Perceptions of Organizational
Politics

The perception of organizational politics is pervasive in organizational setting
and it has been linked with various organizational behavioral and attitudinal
consequences [39]. Ferris, G. R., & Kacmar, K. M. [40] termed the perceptions of
organizational politics as a state of mind which is subjective experience of an in-
dividual. Similarly, the quality of leader-member exchange relationship is a sub-
jective aspect of similarity among leader and subordinates. So, the quality of
dyadic relationship among subordinate and leader can affect the perceptions of
employees regarding organizational politics. Employees who have lower quality
relationships with their supervisor perceive that the in-group members receive
more rewards, more chances of interaction with their supervisor and higher job
performance not because of objectivity but because of political factors [41]. So,
individuals who are part of out-group are more likely to have a higher level of
perceptions of organizational politics as compared to individuals who are part
of high quality relationship (in-group). Valle, et al [42] and [40] also sup-
ported this by demonstrating a significant inverse relationship between the per-
ceptions of organizational politics and the quality of leader-member exchange.
So, out-group members might perceive that in-group members are given favor
based on political factor rather than objective factors [40] [41]. On the contrary,
Andrews, M. C. & Kacmar, K. M. [38] demonstrated a positive relationship be-
tween the perceptions of organizational politics and the quality of lead-
er-member exchange. They suggested that individual who is part of high quality
relationship will have “in-the-know” regarding the machinations of organiza-
tional politics. On the contrary, researchers like Valle et al [40] [42] [43] have
demonstrated a significant negative relationship between perceptions of organi-

zational politics and the leader-member exchange relationship. Ferris, G. R,
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Perrewé, P. L., & Douglas, C. [44] proposed that the perceptions of in-group
members regarding organizational politics will be less as they enjoy more con-
trol over situations than out-group members. As the quality of leader-member
exchange is relational in nature, it is expected that individuals who either hav-
ing high political skills or are part of high quality relationship will be having
same type of organizational outcomes. Previous research has associated lead-
er-member exchange to promotions [45], performance rating [46] [47] [48] and
alliance formation [49]. These all organizational outcomes are also the outcomes
of high political skilled individuals [50]. So, it makes no major changes in the
organizational outcome if either you are part of in-group member or you have
high political skills. However, individuals who are not part of high quality rela-
tionship should possess these high political skills in order to have desired out-
comes as that of high-quality members enjoy.

H1: Leader-member exchange is negatively related with perceptions of orga-

nizational politics.

2.2. Perceptions of Organizational Politics and Perceptions of
Organizational Justice

Organizational justice refers to an individual’s perception or evaluation of the
appropriateness of some process or outcome [51]. Organizational justice de-
scribes the perception of the fairness of distribution, processes, and personal in-
teractions in the workplace [52] [53]. Thus, perceptions of organizational justice
can be defined as “the degree to which individuals believe the outcomes they re-
ceive and the way they are treated within organizations are fair, equitable, and in
line with expected moral and ethical standards” [54], which have been used to
examine different pertinent organizational behaviors and attitudes [2] [55] [56].
In organizational research, organizational justice is conceived as social construct
[57] [58] that is, perceptions of organizational justice are not developed or ori-
ginated in isolation [51]. It means that an action is considered as “just” if major-
ity of individuals are perceiving it as fair or just [51]. That is, “what is fair” is ex-
tracted from previous research associating subjective perception of justice with
objective aspects which are being considered while making an organizational de-
cision [56]. Previous research has demonstrated that an individual’s perception
of organizational politics affects their perceptions regarding organizational jus-
tice [33] [34] [35] [36] [37]. Byrne, Z. [35] tested the proposition that interac-
tional and procedural fairness mitigates the negative effects of perceived organi-
zational politics on organizational citizenship behavior, turnover intentions and
in-role job performance. Results of the study revealed that perceived high levels
of procedural justice significantly moderate the relationship between covert po-
litical behavior (go along to get ahead) and turnover intentions but not with
general political behavior (overt) and turnover intentions. However, the rela-
tionship between covert behavior and interactional justice was in opposite direc-

tion. Neither the perceptions of interactional nor the perceptions of procedural
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justice moderated the perceptions of two types of organizational politics on OBC
beneficial to supervisors and supervisors rated job performance. Study finally
depicted that both interactional and procedural justice had moderating effects
on covert but not on overt political behavior. Amah, O., & Okafor, C. [36] stu-
died the interactive effects of perceptions of organizational politics on the rela-
tionship between organizational justice, organizational support and job satisfac-
tion. Results indicated that job satisfaction had significant positive relationship
with organizational justice and organizational support and had a negative rela-
tionship with organizational politics. Results also showed that organizational
politics interact with both procedural and interactional justice but not with dis-
tributive justice to predict job satisfaction and further this interaction was sig-
nificant for participant who had high perceptions of organizational politics than
those with low perceptions.

H2: Perceptions of organizational politics is negatively related with four di-

mensions of perceptions of organizational justice.

2.3. Leader-Member Exchange and Perceptions of Organizational
Justice

The relationship between the quality of leader-member exchange and employee’s
perception regarding organizational justice has been well established by different
researchers in prior empirical work. Previous research suggested that employee’s
perceptions regarding organizational justice is affected by the process of lead-
er-member exchange [30], such that in-group members perceptions regarding
fairness will be more as compared to employees who are not part of in-group
(out-group) members [17] [31] [32]. Furthermore, [59] found that employees
who are part of high quality relationships (in-group members) receive higher
ratings from their supervisors as compared to employees who are members of
out-group members. The reason for such type of high rating despite the fact that
whether these members are performing well or not might be that the supervisor
want to protect their relationship. Research has found that if the allocations of
resources within the organization are perceived to be fair then it will contribute
in positive social-exchange relationships [60].

H3: Leader-member exchange is positively related with four dimensions of

perceptions of organizational justice.

2.4. Mediating Role of Perceptions of Organizational Politics

On the basis of above mentioned relationships, it can be purposed that high
quality relationship among employee and employees leads to higher levels of
perceptions of organizational justice. But the mechanism through which the
quality of leader-member exchange had an influence on the perceptions of em-
ployees regarding organizational justice has not been well established. So,
another objective of the present study to examine the mechanism which affects
the relationship between leader-member exchange and perceptions of organiza-
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tional justice. The scrutiny of above literature revealed that the quality of lead-
er-member exchange and perceptions of organizational politics had a negative
relationship [40] [41] [42] [43] [44] [50]. Furthermore, high perceptions of or-
ganizational politics lead to lower levels of perceptions of organizational justice
among the employees [33] [34] [35] [36] [37]. Therefore, in the present study
researcher examines the mediating role of perceptions of organizational politics
on the relationship between leader-member exchange and perceptions of orga-
nizational justice as there are very few studies which examines the mediating
role of perceptions of organizational politics [30] [42] [61]. In line with results of
the study by Valle, M. & Perrewé, P. L. [42], the present study also try to find out
what are the factors that affects the employee’s perceptions of organizational
politics and what are its consequences. Valle, M. & Perrewé, P. L. [42] examined
the antecedents and consequences of perceptions of organizational politics. Re-
sults of the multiple regression and moderated regression analysis revealed that
defensive/reactive behavior by the employees aggravate the negative effects of
perceptions of organizational politics on different outcomes such as job satisfac-
tion, job stress and turnover intensions. Furthermore, results of the study de-
picted that work/job environmental factors (job autonomy, skill variety, feed-
back, supervisor/co-worker influence) explained more variance in perceptions of
employees pertaining to organizational politics rather than organizational influ-
ence (centralization, formalization, hierarchical level and span of control) or per-
sonal factors (need for power or locus of control). An interesting finding of the
study was significant negative relationship between internal locus of control and
perceptions of organizational politics, such that employees who have internal locus
of control will have high levels of perceptions of organizational politics. Finally,
results of the study demonstrated that perceptions of organizational politics me-
diate the relationship between all the proposed antecedents and consequences.

H4a: Perceptions of organizational politics mediates the relationship between
leader-member exchange and perceptions of procedural justice.

H4b: Perceptions of organizational politics mediates the relationship between
leader-member exchange and perceptions of distributive justice.

H4c: Perceptions of organizational politics mediates the relationship between
leader-member exchange and perceptions of interpersonal justice.

H4d: Perceptions of organizational politics mediates the relationship between
leader-member exchange and perceptions of informational justice.

The scrutiny of the above literature revealed that till now there is not much
clarity on how perceptions of organizational politics is affected by individual
difference and how it further affects the perceptions of organizational justice. As
different authors have purposed different relationships. Apart from this, till now
there is no single study which has been conducted in Indian context that too in
educational sector. Therefore, this will be a future avenue for the researcher to
consider this research as base and try to explore the factors that affects the per-
ceptions of organizational politics which further has many individual and orga-

nizational consequences in Indian scenario.
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The proposed conceptual models (Figure 1) depict the relationship between
leader-member exchange, perceptions of organizational politics and perceptions
of organizational justice. The model not only shows the direct relationship be-
tween leader-member exchange and perceptions of organizational justice but also
shows the mediating role of perceptions of organizational politics on the relation-

ship between leader-member exchange and perceptions of organizational justice.

3. Method

3.1. Participants and Procedures

In this cross sectional study, we used multistage random sampling technique to
collect the data from faculty members working at public universities which are
situated in Punjab. Questionnaire was distributed to 1253 out of which 523
questionnaires were returned with a percentage return rate of 41.74 percentage.
Furthermore, out of this 523 questionnaire 30 questionnaires were dropped for
final analysis either due to the reason of missing data or unengaged response
pattern. So, finally 493 questionnaires were used for the final analysis out of
which 239 (48.5%) respondents were male and 254 (51.5%) were females. The
age of the subjects were in the range of 24 to 74 years, which a mean age of 36
years. In term of institute in which these faculty members were working, the
proportion of respondents was quite uniform with 128 respondents from Punja-
bi University Patiala, 117 from Guru Nanak Dev University, 132 from Punjab
Agricultural University and 116 from Panjab University Chandigarh. When it
comes to the designation of the subject, most of the employees were falling in the
category of assistant professor (76.9%), followed by Associate professor (12.00%)
and Professors (11.2%). In terms of educational qualification, there were 96 res-
pondents who have master’s degree, 52 respondents have done M. Phil and 345
respondents have doctorate degree. Out of 493 respondents, 245 respondents

were having experience of 1 to 8 years and 248 respondents have job experience

Organizational Politics

Perceptions of
H2 ()

H1(-)

[ Leader-Member ]

Exchange J

( Perceptions of ]

l Organizational Justice

Control Variables:

Qualification
Experience
Institution
Designation
Gender
Age

Figure 1. Showing the proposed conceptual framework.

DOI: 10.4236/tel.2018.811150

2314 Theoretical Economics Letters


https://doi.org/10.4236/tel.2018.811150

A. Aggarwal et al.

of 9 - 39 years. The present study used Structural Equation Modeling (SEM) for
analyzing the proposed relationships among the variables. According to [62], for
ensuring the representativeness and maintaining the accuracy of estimations,
SEM requires relatively large sample size. Different researchers have suggested
that sample size should be determined in term of number of subjects per esti-
mated parameters in the model [63] [64] [65]. These researchers have proposed a
minimum of five cases per estimated parameters. There are 47 distinct parame-
ters in the proposed conceptual model and data was collected from 493 respon-

dents which show the adequacy of the sample size in the proposed model.

3.2. Measures

3.2.1. Leader-Member Exchange

In order to measure the quality of leader-member exchange, scale by [66] was
used. It is a twelve item multi-dimensional scale measuring the quality of rela-
tionship between subordinate and supervisor with four constructs namely loyal-
ty, affect, contribution and professional respect. Each construct consist of three
statements. High score indicated that employee (faculty member) favorably
perceive high quality relationship with their supervisor (HOD). In the present
study despite having multiple-dimensions in the scale, the researcher treated
LMX as one factor. The reason for such consideration is the high degree of cor-
relation among the different construct of LMX which is also depicted by Graen,
G. B., & Uhl-Bien, M. [67]. The scale was measure on five-point Likert scale
anchoring form strongly disagree (1) to strongly agree (5). The Cronbach’s alpha

of this scale was 0.84.

3.2.2. Perceptions of Organizational Justice

Perception of Organizational Justice was measure with the research instrument
developed by Colquitt, J. A. [52]. This research instrument consists of four con-
structs namely Distributive justice, Procedural justice, Interpersonal justice and
Informational justice. Distributive justice was assessed by four items. Procedural
justice was assessed by seven items that asked individuals to refer to the proce-
dures used to determine things that affect them on their job, like pay raises,
promotions, opportunities for training and so on. Interpersonal justice was as-
sessed by four items and Informational Justice was assessed by five items. The
scale was measure on five-point Likert scale anchoring form strongly disagree
(1) to strongly agree (5). Cronbach’s alpha for distributive justice was 0.85, for
procedural justice was 0.88, for interpersonal justice was 0.87 and for informa-

tional justice was 0.88.

3.2.3. Perceptions of Organizational Politics

Perception of organizational politics was measured in terms of General Political
Behaviour, Go Along to Get Ahead, Pay & Promotion Policy. The perceptions of
organizational politics was measured with the help of research instrument de-

veloped by Kacmar, K. M., & Carlson, D. S. [68], Perception of Organizational
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Politics Scale (POPS). The scale consist of fifteen statements, out of which two
statements measure general political behavior for example “Faculty members
in this institution attempt to build themselves up by letting down others”, sev-
en statements measure go along to get ahead construct for example “Faculty
members are encouraged to speak out frankly even when they are critical of
well-established ideas” and six statements measures pay & promotion policy
construct for example “Since I have worked in this department, I have never
seen the pay and promotion policies applied politically”. The scale was measure
on five-point likert scale anchoring form strongly disagree (1) to strongly agree
(5). The wordings of the statements were slightly modified in context of the
present study. The Cronbach’s alpha of this scale was 0.91.

3.3. Control Variables

In the proposed structural model, educational qualification, job experience, in-
stitution in which employee works, designation of the employee, gender and age
we controlled [69]-[74].

3.4. Data Analysis

In order to analyses the proposed structural model, the researcher used SEM in
AMOS 18.0 version. The structural model assign the causal relationships be-
tween one endogenous variable (perceptions of organizational politics); four
consequence variables (distributive justice, procedural justice, interpersonal jus-
tice and informational justice) and five control variables (gender, institute, edu-
cational qualification, designation, experience). Furthermore, in order to test the
mediating effect of perceptions of organizational politics on the proposed rela-
tionships, the researcher used bootstrapping technique with bias-corrected con-

fidence interval at 95% confidence level.

4. Results

Preliminary Analysis

As mentioned before, the research design of the present was cross-sectional in
nature and further the data was collected through self-reported method. There-
fore, there might be an issue of common method biasness in the study [75]. So,
in order to mitigate the effect of common method biasness, the questionnaires
were selected in such a way that it included negative worded statements. But in
order to test it statistically, the researcher performed one of the most acceptable
methods of eliminating common method variance, that is, Harman’s single fac-
tor analysis. Following the recommendations suggested by [75], an exploratory
factor analysis by including all the statements from all the three different scales
used in the study to see whether any single factor contributes exceptionally large
variance in the factor analysis or not. Results of the exploratory factor analysis
result into 11 different factors, but none of the factor explain the variance to a

large extent. This shows that there was no issue of common method variance in
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the present study.

Further, confirmatory factor analysis was performed with the help of AMOS
18. Result of the CFA shows that four-factor measure of perceptions of organiza-
tional justice (procedural, distributive, interpersonal and informational justice:
X =273.269, D.F. = 127, p > 0.001, CMIN/D.F = 2.152 < 3 [76], GFI = 0.944 >
0.80 [77], CFI = 0.972 > 0.90 [76], RMR = 0.044 < 0.10 [78], AGFI = 0.925 > 0.80
[79], RMSEA = 0.048 < 0.08 [80]) has better model fit than one-factor measure
of perceptions of organizational justice (y* = 304.407, D.F. = 129, p > 0.001,
CMIN/D.F = 2.360 < 3 [76], GFI = 0.938 > 0.80 [77], CFI =0.966 > 0.90 [76],
RMR = 0.055 < 0.10 [78], AGFI = 0.918> 0.80 [79], RMSEA = 0.053 < 0.08 [80])
in which procedural, distributive, interpersonal and informational justices are
combined. Therefore, a decision to go with four-factor model of perceptions of
organizational justice was taken.

Furthermore, results of the CFA were also utilized for determining the dis-
criminant validity of different factors. The hypothesized six-factor model de-
picted better model fit (§* = 1665.33, D.F. = 1006, p > 0.001, CMIN/D.F = 1.65
< 3 [76], GFI = 0.88 = 0.80 [77], CFI =0.96 = 0.90 [76], RMSEA = 0.03 < 0.08
[80]) than competing models. Results of Table 1 show the results of different
model fit indices of all the possible conceptual models. Results depicted that
Model 1 (Hypothesized Model) was significantly superior than the model fit
indices of model 2 (Ay’ from Model 1 = 325.34, p < 0.001). In the similar
manner, model 1 showed better results than model 3 (Ay* from Model 1 =
500.18, p < 0.001). Furthermore, results of Table 1 show that model 1 depicts
better results than models number four, five, six, seven, eight and finally nine.
Therefore, a decision was taken to retain model 1 with six factors.

Table 2 represents the descriptive statistics, inter-construct correlation and

Table 1. Comparison of alternative model.

Ay from

Model 1 adf

Model Description X df y/df CFI GFI RMSEA

Model 1 Hypothesized 1665.33 1006 1.65 0.96 0.88 0.03
Model 2 Five Factor® 1990.67 1011 1.97 094 0.86 0.04 325.34* 5
Model 3 Four Factor® 2165.51 1014 2.14 093 0.85 0.05 500.18* 8

Model 4 Four Factor® 2136.72 1014 2.11 093 0.85 0.05 471.39* 8

Model 5 Four Factor? 214598 1014 2.12 093 0.85 0.05 480.65* 8
Model 6 Four Factor® 2158.66 1014 2.13 0.93 0.85 0.05 493.33* 8
Model 7 Three Factor 1706.17 1014 1.68 0.96 0.88 0.04 40.84* 8

Model 8 Two Factor® 197444 1016 194 094 0.86 0.04 309.11* 10

Model 9 One Factor® 2195.76 1017 2.16 093 0.84 0.05 530.43* 11

Notes: *Five Factor: LMX and POP combined; *Four Factor: LMX, POP and procedural justice combined;
Four Factor: LMX, POP and distributive justice combined; “Four Factor: LMX, POP and interpersonal jus-
tice combined; ‘Four Factor: LMX, POP and informational justice combined; ‘Three Factor: procedural,
distributive, interpersonal and informational combined; ¥Two Factor: LMX and POP combined, and POJ as
one factor; *p <0.001.
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reliability coefficient. Results of Table 2 depicted that perception of organiza-
tional politics was positively correlated with leader-member exchange (r = 0.31,
p < 0.01), informational justice (r = 0.14, p < 0.01), interpersonal justice (r =
0.21, p < 0.01), procedural justice (r=0.15, p < 0.01), and distributive justice (r=
0.11, p < 0.05). Further, results showed that leader-member exchange was sig-
nificantly positively associated with all the four dimensions of perceptions of
organizational justice, that is, informational justice (r= 0.52, p < 0.01), interper-
sonal justice (r= 0.47, p < 0.01), procedural justice (r = 0.50, p < 0.01), and dis-
tributive justice (r= 0.43, p < 0.05). Additionally, informational justice was posi-
tively associated with interpersonal justice (r= 0.73, p < 0.01), procedural justice
(r=0.72, p < 0.01), and distributive justice (r= 0.57, p < 0.01). Apart from this,
results also depicted that interpersonal justice was positively related with proce-
dural justice (r= 0.58, p < 0.01) and distributive justice (= 0.56, p < 0.01). Pro-
cedural justice was significantly positively correlated with distributive justice (r=
0.72, p < 0.01). Finally, results also showed that all the values of Cronbach alpha
coefficient is more than the minimum cut-off criterion value of 0.7 [81].

In order to test the test the proposed hypothesis, the present study make use
of AMOS 18 to determine the relationship between leader-member exchange
and perceptions of organizational politics, leader-member exchange and four
dimensions of perceptions of organizational justice, perceptions of organization-
al politics and four dimensions of perceptions of organizational justice by con-
trolling age, gender, designations, educational qualification, experience and in-
stitution in which employees are working. Results of Table 3 render direct re-
lationships between the examined variables. Critical ratio (CR) of the regres-
sion estimate was used to check the level of significance [82]. Critical ratio
equal to or more than 2.58 indicate a significance level at 0.01; whereas, if the
value of critical ratio is equal to or more than 1.96 but less than 2.58 then it in-
dicates a significance level at 0.05. Results of Table 3 render significant and
positive relationship (8= 0.311, CR = 7.27) relationship between the quality of
leader-member exchange and perceptions of organizational politics such that
in-group members perceives high level of organizational politics whereas em-
ployees who are part of out-group member have shown lower levels of percep-

tions of organizational politics. Further, results showed that perceptions of

Table 2. Descriptive statistics, correlation and reliability.

Mean SD 1 2 3 4 5 6
POP 2.27 0.72 (0.91)
LMX 3.55 0.75 0317 (0.84)

Informational 2.64 0.69  0.14**  0.52** (0.88)
Interpersonal 3.23 0.78  0.21%%  0.47*%* 0.73*%* (0.87)
Procedural 2.59 0.62 0.15%* 0.50%* 0.72*%* 0.58** (0.88)

Distributive 3.23 0.69 0.11* 0.43** 0.57** 0.56** 0.72%*  (0.85)

Source: Author’s Compilation. Note: ** p < 0.01; * p < 0.05. Off-diagonal values represent reliability coeffi-
cients.
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Table 3. Results of the regression estimates.

Hypotheses Relationship ~ Standardized Estimate C.R Hypothesis Accepted

H1 LMX - POP (-) 0.311 7.274%% NO
H2 (a) POP - PJ (-) -0.013 -0.32 YES
H2 (b) POP » DJ (-) -0.033 —0.77 YES
H2 (c) POP - INF (-) ~0.028 -0.71 YES
H2 (d) POP > INT (-) 0.068 1.64 NO
H3 (a) LMX > PJ (+) 0.507 125104 YES
H3 (b) LMX > DJ (+) 0.449 10.60 YES
H3 (c) LMX - INF (+) 0.538 13.59%%* YES
H3 (d) LMX - INT (+) 0.445 10.74%%¢ YES

Notes: *** p-value < 0.01; ** p-value < 0.05.

organizational politics was negatively associated with procedural, distributive
and informational justice and positively related with interpersonal justice. But
these relationships were not statistically significant. Therefore, H2 was not ac-
cepted. Additionally, results of Table 3 also depicted that the quality of lead-
er-member exchange has significant and positive relationship with procedural
justice (= 0.507, CR = 12.51), distributive justice (£ = 0.449, CR = 10.60), in-
formational justice (8= 0.538, CR = 13.59) and interpersonal justice (# = 0.445,
CR =10.74).

Results of the bootstrapped mediation analysis (Table 4) revealed that percep-
tion of organizational politics fully mediates the relationship between lead-
er-member exchange and perceptions of procedural justice. In the similar man-
ner, perception of organizational politics fully mediates the relationship between
leader-member exchange and perceptions of distributive justice. In addition to
this, results of the mediation analysis depicted that the relationship between
leader-member exchange and perception of interpersonal justice was partially
mediated through perceptions of organizational politics. Finally, results mani-
fested that perceptions of organizational politics partially mediates the relation-
ship between the quality of leader-member exchange and perceptions of infor-

mational justice among the employees.

5. Discussion

The purpose of the present study was to examine the mediating role of percep-
tions of organizational politics on the relationship between the quality of lead-
er-member exchange and four dimensions of perceptions of organizational jus-
tice. Results of the study showed positive relationship between the quality of
leader-member exchange and perceptions of organizational politics. It means
that the employee who perceives high quality relationship with their leader has
high level of perceptions of organizational politics. On the other hand, em-

ployees who are part of out-group they perceive lower degree of perceptions of
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Table 4. Results of the Bootstrapped Mediation.

Type of

Mediating Relationshi Estimate* -value Estimate** p-value
J P P P Mediation

Leader-member exchange towards
procedural justice through -0.004 0.767 0.507 0.019 Full
perceptions of organizational politics

Leader-member exchange towards
distributive justice through -0.010 0.413 0.449 0.008 Full
perceptions of organizational politics

Leader-member exchange towards
interpersonal justice through 0.021 0.069 0.445 0.010 Partial
perceptions of organizational politics

Leader-member exchange towards
informational justice through —0.009 0.425 0.538 0.006 Partial
perceptions of organizational politics

Note: *Standardized Indirect Effects; **Standardized Direct Effects.

organizational politics. The probable reason for such kind of results might be
that the employees who are part of in-group, they are more aware about the po-
litical mechanism which is prevailing within the organization. The same results
were demonstrated by Andrews, M. C. & Kacmar, K. M. [38], in which results
depicted positive relationship between the perceptions of organizational politics
and the quality of leader-member exchange. They suggested that individual who

>

is part of high quality relationship will have “in-the-know” regarding the ma-
chinations of organizational politics. Furthermore, Davis, W. D. & Gardner, W.
L. [41] argued that leadership is progressively seen as political process as orga-
nizational perspectives of politics gain acceptance due to the changing organiza-
tional environment. Many researchers have commenced to shun the belief that
organizational politics should be considered as negative and unwanted, but still
it is usually considered as negative aspect of organizational environment. This
study endeavored a new insight how leader-member exchange perspectives and
attributions contribute in eliciting negative affective and cognitive responses to
the perceptions of political environment. The study argues that quality of LMX
enhances one’s understanding of these organizational reactions and processes in
a political environment. Study also explored how quality of LMX and attribu-
tional processes impact the perceptions of organizational politics and organiza-
tional cynicism. On the contrary, researchers like Ferris et al [40] [42] [43] [44]
have demonstrated a significant negative relationship between perceptions of
organizational politics and the LMX relationship. Results of the present study
also demonstrated that perception of organizational politics has negative rela-
tionship with three types of perceptions of organizational justice (procedural,
distributive and informational justice) whereas interactional justice is positively
associated with perceptions of organizational politics. In the similar manner [34]
[36] [37] [38] demonstrated the inverse relationship between perceptions of or-

ganizational politics and perceptions of organizational justice. In one such study,
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Byrne, Z. [35] tested the proposition that interactional and procedural fairness
mitigates the negative effects of perceived organizational politics on organiza-
tional citizenship behavior, turnover intentions and in-role job performance.
Results of the study revealed that perceived high levels of procedural justice sig-
nificantly moderate the relationship between covert political behavior (go along
to get ahead) and turnover intentions but not with general political behavior
(overt) and turnover intentions. However, the relationship between covert beha-
vior and interactional justice was in opposite direction. Neither the perceptions
of interactional nor the perceptions of procedural justice moderated the percep-
tions of two types of organizational politics on OBC beneficial to supervisors
and supervisors rated job performance. Study finally depicted that both interac-
tional and procedural justice had moderating effects on covert but not on overt
political behavior. Furthermore, results of the present study depicted that the
quality of leader-member exchange has positive effect on the employee’s percep-
tion regarding organizational justice [17] [30] [31] [32] [59]. On the contrary,
Andrews, M. C. & Kacmar, K. M. [38] found that there is no relationship be-
tween leader-member exchange and the perceptions of distributive justice. Nev-
ertheless, Wayne, S. J. ef al. [83] demonstrated a significant positive relationship
between the quality of relationship between employee-leader and the perceptions

of distributive justice among employees.

6. Practical Implications

The results of the present study render that high quality leader-member ex-
change at one hand leads to high perceptions of organizational politics and on
other hand it results in high perception of employees regarding organizational
justice. Furthermore, high perceptions of organizational politics results in lower
level of perceptions of organizational justice. Therefore, the best approach for
the managers to reduce the negative effects of high perceptions of organizational
politics will be by giving a more detailed conceptualization of the dual nature of
perceptions of organizational politics [84]. The darker side of the organizational
politics has several harmful effects for the organization such as reduced organi-
zational effectiveness and efficiency which further affects the employees [43]
[85]. Results of the meta-analysis revealed a strong empirical evidence that high
perceptions of organizational politics results in lower levels of task performance,
organizational citizenship behavior, organizational commitment, job satisfaction
and at the same time it results in higher levels of psychological strain [39] [86].
However, there is also a brighter side of organizational politics which suggest
that high levels of organizational politics results in high job commitment [87],
continuance commitment [88], high job involvement [40] and lower turnover
intension [89]. Therefore, the managerial skills and better understanding of the
concept of organizational politics of the manager plays a vital role. As manager
can utilize the political behaviors of the employees in such a way that may lead

to better and positive organizational consequences. From the point of view of the
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results of the present study, for a more positive perception of organizational jus-
tice among the employees a leader should develop a high quality relationship
with more employees by limiting the usage of more political behavior within the
organization. Managers should create such a working environment within the
organization that majority of the employees can perceive that they are also part
of in-group. A manager who knows how to manipulate the perceptions of em-
ployees can lead to more desirable organizational outcomes and at the same time
this would help in preventing the negative organizational outcomes. This high
quality relationship will further benefit the employees as leader will exchange
personal and positional resources (inside information, influence in decision
making, task assignment, job latitude, support, and attention) in return for sub-
ordinate’s performance on unstructured tasks [90]. As a result, research shows
mutual trust, positive support, informal interdependencies, greater job attitude,
common bonds, open communication, high degree of autonomy, satisfaction,
and shared loyalty exist [67] [91] [92]. Previous research has shown that em-
ployees reciprocate this relationship by showing extra-role behavior for the or-
ganization and increased job satisfaction [20] [83] [93]. The realization of the
factors that affects the perceptions of organizational politics will not only help an
employer to understand their employees properly but also help the supervisor to
understand the factors that affects the perceptions of organizational politics
which can ultimately help the supervisor to exert some control over the politi-
cally charged environment. This will further help managers in altering the per-
ceptions of employees and take corrective measures to reduce the negative im-
pact of organizational politics. For instance, a supervisor in order to mitigate the
negative effects of perceptions of organizational politics can provide timely and
appropriate information about decisions that have direct impact on the em-
ployees. Additionally, a manager can include the employees in decision making
process also in order to reduce the negative perceptions of organizational poli-
tics. These steps will help the employees to better understand the decision mak-
ing process of the organization which will ultimately lead to have a harmonious

relationship between leader and member.

7. Limitation of the Study

Despite the useful information provided by the present study, there are some li-
mitations which must be taken into considerations while making generalizations
of the results. The first limitation was pertaining to the way of collecting the da-
ta. A self-reported method was adopted to collect the data from the respondents.
This type of data collection method can cause an issue of common method va-
riance. However, Spector, P. E. [94] has proposed that common method variance
is of less concern in those studies which make use of a well-designed mul-
ti-statement validated questionnaire. In the present study, researcher has used a
well-designed and validate questionnaire. Second limitation is related to the

cross-sectional design, which precludes strong causal relationship among the va-
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riables [95]. That is, we cannot study the causal relationship between the work

locus of control, perceptions of organizational politics and perceptions of orga-

nizational justice. However, according to Serlin, R. C. [96] this limitation is off-

set to some extent by making predictions based on a priori theory which enables

us to make generalizations to the theory but not to the population. In order to

make a causal inference, a researcher should go for a longitudinal study.
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