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Abstract
The purpose of this study is to examine the perceptions about organizational politics held by
members of different organizations and how these affect their perceptions of organizational justice and decisions relating to employee turnover. For this study, 259 completed surveys were obtained from various public and private sector personnel. After the measures used in the study
were verified through confirmatory factor analysis, correlation and regression analyses were then
conducted in order to determine the relationship between variables. As a result of the study, it
was found out that organizational politics had a significant effect on perceived organizational justice and intention to leave. In addition to those results, a significant relationship was further found
between perceived organizational justice and intention to leave.
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1. Introduction
Organizations should try to derive maximum benefit from their human resources in order to maintain a sustainable competitive advantage and constantly increase their efficiency and productivity. Conversely, organizations
that are incapable of realizing the value of their human resources will find competition harder. While there are
disadvantages relating to competition, the benefits are also indispensably true. Although organizations give due
importance to human resources at the macro level, it can be observed that individuals create competition beHow to cite this paper: Kaya, N., Aydin, S. and Ayhan, O. (2016) The Effects of Organizational Politics on Perceived Organizational Justice and Intention to Leave. American Journal of Industrial and Business Management, 6, 249-258.
http://dx.doi.org/10.4236/ajibm.2016.63022

N. Kaya et al.

tween others in order to increase their personal benefits and gains. The phenomenon of organizational politics
has emerged through the presence of these processes.
Politics, which is concerned with attempting to secure and develop individual benefits [1] [2], can in fact be
accepted as an output of competition. In the family, which is the smallest organization found in the community,
politics is simply discussed; in much larger organizations, more significant political encounters should not be
surprising [3]. Individuals utilize politics as a tool that is necessary for competition. Therefore, thanks to this
tool, they are able to obtain power over their competitors. Although individuals increase their benefits through
politics, the perception of justice is seen as the most important aspect in an organization that is politically structured.
Organizations try to maintain justice internally by establishing rules and following legislation. If organizational politics and organizational justice are handled together, it may be observed that, by establishing justice,
output distribution is conducted in such a way that each individual gets as much as they deserve. Conversely, individuals try to cultivate their individual benefits with politics. Previous studies in organization management
emphasized the effects of organizational politics on employees’ work outcomes such as job satisfaction, job related stress [4], trust in company, and organizational commitment [5] [6]. One of the most important negative
consequences of the oppositional relationship between politics and justice is the increase in employee turnover
[7]-[9]. Many employees do not want to work in an unfair working environment in the long-term, in which a
range of political behaviours is experienced. As a result of such situations, they foster a desire to leave or form a
negative attitude towards the organization [10]-[12]. In contrast, some scholars indicated that organizational politics may also have positive effects if the behaviours are in line with organizational targets [13] [14].
Organizational justice is also reported to have impacts on turnover and job satisfaction [15] [16]. [17] stated
that perceptions about organizational justice make positive impacts on employees’ work outcomes. Some scholars emphasized the relation between organizational politics and organizational justice [10] [17]-[19]. [20] stated
that when organizational justice perceptions are high then the relation of organizational politics and turnover intention becomes weak.
The purpose of this study is to understand how perceptions about organizational politics by individuals impact
upon perceived organizational justice and intention to leave. As [7] stated, employees who decide to leave their
current job may not give enough attention to their current responsibilities. In order to address this purpose, this
study was conducted with various public and private sector personnel in Turkey. In addition to the effects upon
employees’ perceptions about organizational justice and intention to leave, the impact of organizational justice
upon employee turnover was also analyzed.

2. Literature Review
2.1. Organizational Politics
Politics involves a set of influencing behaviours that are displayed in order to secure and develop individual or
group benefits [1]. The politics that is experienced within an organization is a basic reality of life [21]. Firstly,
political presence or perception within an organization should be defined in order to understand and manage this
real life phenomenon in a better way. [3] claimed that each organization is a political structure. Additionally,
gaining power and attempting to influence colleagues using gained power in various ways and means create organizational politics [22].
Reference [23] defined organizational politics as the use of power in order to obtain results that are either not
approved by the organization or use tools that are also not approved by the organization. Although there are
many different definitions of organizational politics, these definitions agree that organizational politics is a set of
social-influencing processes, which are experienced within an organization in order to prevent short-or longterm individual benefits [5] [7] [14] [24] [25].
Organizational politics, which can be defined as converting the results of a specific situation to someone’s
benefit, such as influencing decision-making processes, can prevent or promote individual benefits. While this
process sometimes takes place at an individual level, it can occur at a group level at other times, in which cooperation among individuals takes place in order to increase collective benefits [21]. [23] stated that organizational
politics may be experienced at different levels in any organization, with the caveat that every behaviour ought
not to be categorized as political within an organization. Meanwhile, [13] proposed that, if organizational politics is focused on securing and developing individual benefits, this will be in the overarching interests of the or-
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ganization.
The perception about organizational politics may vary from person to person within an organization [26] [27].
The perception of individuals about their working environment’s political structure may affect how their thinking relates to their employers, managers and colleagues, as well as impact on their productivity levels, job satisfaction and intentions towards leaving the organization [21].
Perceived organization politics could be explored in five dimensions, listed as follows:
 Go Along to Get Ahead: This dimension explains the behaviours exhibited by employees in which they effectively stay silent. Some employees try to secure individual benefits without drawing attention to themselves.
Employees may keep silent or show a passive attitude in order to prevent individual benefits in some circumstances [2].
 General Political Behaviours: This dimension focuses on how employees behave politically and the ways in
which they derive individual benefits. [28], who stated that political behaviours tend to increase in an environment where rules and regulations are not followed, claimed that political behaviours can also be present in situations, such as a shortage of valuable resource.
 Pay and Promotion: This dimension explains the political behaviours in an organization’s politics axis. [29]
stated that this dimension explains why managers tend to prioritize those employees with whom they are closest
and to whom they give higher averages during performance evaluation processes, so that these favoured employees enjoy better prospects of a salary increase and/or promotion. Moreover, employees may adopt certain
political behaviours in order to encourage their managers to behave in the above-mentioned ways.
 Coworkers: This dimension tries to explain the political behaviours of both superiors and colleagues. Some
personnel who are on the receiving end of negative behaviours may not able to respond effectively, and therefore may be the victim of these kinds of political behaviour [30].
 Self-serving Behaviours: This is one of the most important dimensions that can damage organizational efficiency. Self-serving is when individuals put their own interests above those of their colleagues and the organization as awhole [30].
Although it is a common situation that political behaviours are frequently experienced by members in many
organizations, the causes and effects of such behaviours have still not been clearly identified and explained. The
causes behind people displaying political behaviours could be as follows: (1) the presence of some groups who
put their self-interest above others and before the aims of their organization; (2) some employees, who are excluded from and by such groups, think it is necessary to display such behaviours in order to get promoted; and,
(3) the presence of bias towards salary and promotion decisions in organizations [27].
Reference [31] stated that political behaviours are more frequently experienced in higher level executive
management positions, while perceptions about organizational politics held by employees in executive management are stronger than in lower ranks, since they have enough power to obtain and manage resources. That
said, some studies have shown that political perceptions of lower level employees are also important [30]. The
conclusion, then, is that the political perception of employees is affected by factors including centralization [32],
span-of-control [21], job diversity, and existing promotion and development opportunities [30].
Reference [33] stated that, where organizational politics is highly perceived, then friendships in the working
environment will be stronger. It is commonly accepted that employees are closer to each other when uncertainty
is experienced at high levels, because employees are having difficulty in deciding which behaviours will be rewarded and which ones will be rejected [20] [34]. In some cases, securing individual benefits may in turn benefit everyone [14].
Besides, the negative outputs of organizational politics are more dominant [7]. Employees display three different types of behaviour when they regard their organizations as a political structure: (1) leaving the organization; (2) neither leaving the organization nor getting involved in the political structure; and (3) not leaving the
organization and taking an active role in the political structure [21]. [35] Stated that, if the perception of organizational politics is high and employees’ concerns about their jobs increase, their job satisfaction will decrease
and the level of employee turnover will rise. For [5], perceived organizational politics affects commitment to the
organization in negative ways. [7] stated that an environment, which is perceived as a political organization, will
cause unfair situations that can be easily realized by employees. One of the most important negative characteristics of perceived organizational politics is about intentions to leave. [10] suggested that employees may be inclined to leave their organization, in both physical and psychological terms, if they regard it as a structure in
which only the demands of strong members are accepted. In different studies, a correlation between perceived
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organizational politics and job uncertainty [36], job-related stress [4], organizational ambition [34] and intentions to leave [37] has been identified.

2.2. Perceived Organizational Justice
Justice perceived by individuals is very important in organizations in which social-based structures form a
community. In the literature, it can be observed that the concept of organizational justice was first discussed by
[38], and then by [39] and [40]. Moreover, [41] categorized the studies of justice conceptualization according to
his own taxonomy, analyzing his classification in relation to two groups of dimensions: reactive and proactive
dimensions, and process and content dimensions. Reactive justice theories focus on people’s avoidance of and
attempts to escape from perceived unfair situations, whereas proactive justice theories focus on attempts to improve justice conditions. The ways of determining outputs gain importance in the process dimension, while justice conditions are important when experienced during the distribution of outputs.
Organizational justice could be defined as a framework that is created through people’s personal ideas about
resources and methods of reward distribution, in which the distribution processes relate to the phenomena explained by the definitions and classifications of [41]. [42] Defined organizational justice as a perception about
resources and reward distribution, distribution processes and interactions among people in organizations. Organizational justice is divided into three sub-dimensions: (1) distributive justice, (2) procedural justice and (3) interactional justice [42] [43].
Distributive justice emphasizes people’s perceptions towards value and damage distribution [41] [42]. Procedural justice represents the level of justice perceived by employees during decision-making processes [43] [44].
Interactional justice focuses on the social aspects of the processes [43].

2.3. Intention to Leave
Reference [7] stated that employees who decide they wish to leave their current job may direct their energy to
finding a new one, and in turn may not give enough attention to their current responsibilities. Therefore, the intention to leave may have as much impact as an employee actually leaving; this needs to be analyzed [45]. [46]
defined the intention to leave a job in terms of an employee wishing to break away from their current organization. [47] accepted that the intention to leave is the most important indicator of why an employee genuinely
wishes to leave.
The first type of job leaving situation is concerned with factors directly related to the job itself, such as working conditions, work schedule, payments and promotion opportunities over which the employer has complete
control. [48] stated that there is another type, which is concerned with factors that are not directly related to job
itself, but caused by an employee’s personal life and how this affects their performance and attitude at work; as
such, it is difficult for the employer to exercise much control in this regard. Another type of job leaving situation
is derived from the incompatibility between an employee and their organization. [49] stated that one of the most
interesting types of job leaving situation is “voluntarily-involuntarily job leaving”. As the term suggests, it is a
hybrid between voluntarily job leaving, in which an employee chooses to leave a job, and involuntarily job
leaving, which is defined in terms of an employee who is forced to leave a job by their employer.

3. Research Model
The effects of perceived organizational politics over employee attitudes have been repeatedly researched and
such studies show that these kinds of perception lead to job dissatisfaction as well as potential and actual employee turnover [12] [21] [45] [50].
Many employees do not want to work in an environment where many political behaviours are experienced.
Therefore, the risk of employees leaving their job, if they perceive there is a high level of organizational politics,
could be high [45]. Even if an employee is simply thinking about leaving, this could reflect underlying physical
and psychological problems related to organizational politics [4]. The capacity of employees, who suffer from
the political attitudes of highly self-interested colleagues, to cope with work-related stress could decrease to the
point where they feel pressure to quit [50]. According to [10], an employee may be inclined to think about leaving their organization when they regard it as a structure in which only the demands of strong members are accepted. Additionally, an organization’s members may want to leave their jobs if they see that organizational pol-
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itics exclude their friends.
Similar to each individual in the wider community, members in organizations wish to pursue their lives in an
environment where justice can be maintained. Employees may leave an organization in cases where justice is
lacking. [51] Stated that a lack of distribution and procedure justice can have important negative effects in relation to employee retention. [17], meanwhile, determined that employee perceptions of effective organizational
justice can engender a positive impact on attitudes to work.
A strong correlation between perceived organizational justice and perceived organizational politics is therefore established [10]. In particular, employees will regard their working environment as unfair and biased where
promotion is contingent on the politics within an organization, rather than on established rules and regulations,
which in turn will feed the perception that organizational justice is dysfunctional [18]. [20] stated that an employee’s political perceptions are low if their individual perceptions about justice within an organization are high.
Moreover, [17] suggested that the perception of organizational justice will eliminate any negative effect of organizational politics.
Through these definitions, a research model is constructed, as shown in Figure 1.
H1: There is a significantly positive relationship between organizational politics and intention to leave.
H2: There is a significantly negative relationship between organizational politics and perceived organizational
justice.
H3: There is a significantly negative relationship between perceived organizational justice and intention to
leave.

4. Method
Data for the study were collected by the survey method using five-point Likert scales. Organizational politics
was measured using 24 items from [21]. Sample items were: “Employees are encouraged to speak out frankly
even when they are critical of well-established ideas”, “There is no place for yes-men around here; good ideas
are desired even if it means disagreeing with superiors”, and “Agreeing with powerful others is the best alternative in this organization”. Perceived organizational justice was measured using [44] scale. Sample items were
“My work schedule is fair”, “Job decisions are made by my supervisor in unbiased manner”, and “When decisions are made about my job, the supervisor treats me with kindness and consideration”. Intention to leave was
measured using a scale developed by [52] based on [46]’s study. The scale consists of three items including: “I
intend to quit my present job”, “I often think about quitting” and “I am actively searching for an alternative to
my present job”.
The convenience sampling method was used, with a total of 259 employees from five public and four private
companies participating in the study. The demographic characteristics are presented in Table 1. In order to confirm the validity and reliability of the scales, confirmatory factor analysis was conducted. The hypotheses were
tested using regression analysis.
Organizational
Politics

Intention
To
Leave

Go Along to Get Ahead
H1
General Political Behaviours
Perceived
Organizational Justice

Pay and Promotion

Coworkers

Distributive Justice
H2

Self-Serving Behaviours

Procedural Justice

Interactional Justice

Figure 1. Research model.
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Table 1. Demographic characteristics of the sample.

Sector

Age

Sex

Education

f

%

Public

172

66.4

Private

87

33.6

20 - 24

20

7.7

25 - 29

92

35.5

30 - 39

91

35.1

40 - 49

34

13.1

50 - 59

22

8.5

Male

185

71.4

Female

74

28.6

High School

15

5.8

Bachelor’s

136

52.5

Master’s

108

41.7

5. Findings
Confirmatory factor analysis was conducted in order to explore the validity and the reliability of the scales.
Overall, the scales were found to be valid and reliable. Fit indices for organizational politics scale (χ2/df = 2.14 <
3, RMSEA = 0.067 < 0.08, CFI = 0.90, GFI = 0.86, AGFI = 0.82, NFI = 0.83) and perceived justice scale (χ2/df
= 1.87 < 3, RMSEA = 0.058 < 0.08, CFI = 0.96, GFI = 0.89, AGFI = 0.86, NFI = 0.92) were observed in the
acceptable range.
As shown in Table 2, there was a significantly positive relationship between organizational politics and intention to leave (r = 0.310, p < 0.01), while there was a significantly negative relationship between perceived organizational justice and intention to leave (r = −0.351, p < 0.01). Thus the hypotheses H1 and H3 were supported.
In addition, there was a significantly negative relationship between organizational politics and perceived organizational justice (r = −0.581, p < 0.01). Thus the hypothesis H2 was supported.
In order to evaluate the relationship between the sub-dimensions of organizational politics and intention to
leave, regression analysis was conducted. As shown in Table 3, three dimensions; “pay and promotion” (ß =
−0.260, p < 0.01), “self-serving behaviours” (ß = −0.220, p < 0.01), and “coworkers” (ß = −0.184, p < 0.01) had
significant effects on intention to leave. In contrast, other dimensions; “go along to get ahead” (ß = 0.019, p >
0.05) and “general political behaviours” (ß = −0.044, p > 0.05) had insignificant effects (R2 = 0.362).
The relationship between the sub-dimensions of perceived organizational justice and intention to leave was
also evaluated through regression analysis. As shown in Table 4, only “distributive justice” had significant effect on intention to leave (ß = −0.301, p < 0.01, R2 = 0.138).
Finally, by conducting multi-regression analysis the sub-dimensions of organizational politics and their effects on distributive, procedural, and interactional justice were evaluated. As shown in Table 5, only “pay and
promotion” had significant effect on distributive justice (ß = −0.317, p < 0.01, R2 = 0.174). On “procedural justice”; “pay and promotion” (ß = −0.140, p < 0.05), “self-serving behaviours” (ß = −0.280, p < 0.01) and “coworkers” (ß = −0.197, p < 0.01) had significant effects (R2 = 0.397). Similarly, “pay and promotion” (ß =
−0.216, p < 0.01), “self-serving behaviours” (ß = −0.184, p < 0.05) and “coworkers” (ß = −0.222, p < 0.01) had
significant effects on “interactional justice” (R2 = 0.297).

6. Discussion
The aim of this study was to explore the effects of employees’ perceptions about organizational politics upon
perceived organizational justice and intention to leave, as well as the relationship between these variables. As a
result of the study, it was found out that perceptions about organizational politics has a significant correlation
with perceived organizational justice (r = 0.581, p < 0.01). This result is in line with previous studies [10]
[17]-[20]. Employees will feel that their working environment is unfair due to political struggles within the organization. These actions will definitely damage efforts to sustain justice that organizations are trying to establish

254

N. Kaya et al.

Table 2. Correlation analysis.
M

SD

1

2

1 Distributive Justice

3.00

0.85

1

2 Procedural Justice

2.84

0.93

0.557** 1

3 Interactional Justice
Perceived Organizational
4
Justice
5 Intention to Leave

3.16

1.01

0.553** 0.818**

4

5

6

7

8

9

10

11

1

0.84

0.736

**

0.950**

1

2.47

1.09

−0.340 −0.299

−0.309

−0.351** 1

6 Go Along to Get Ahead

3.17

0.70

−0.227** −0.450** −0.352** −0.396** 0.215** 1

7 General Political Behaviours

3.19

1.04

−0.293** −0.515** −0.411** −0.466** 0.280** 0.639** 1

8 Pay and Promotion

2.94

0.76

−0.388** −0.472** −0.450** −0.497** 0.292** 0.501** 0.527** 1

9 Self-Serving Behaviours

3.04

0.86

−0.336** −0.584** −0.475** −0.534** 0.251** 0.624** 0.742** 0.573** 1

10 Coworkers

2.65

0.94

−0.313** −0.547** −0.480** −0.519** 0.259** 0.581** 0.644** 0.555** 0.706** 1

11 Organizational Politics

3.09

0.65

−0.376** −0.616** −0.524** −0.581** 0.310** 0.825** 0.812** 0.781** 0.860** 0.851** 1

3.02

**

3

**

0.913

**

**

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

Table 3. Regression analysis: organizational politics upon intention to leave.
Dependent Variable: Intention to Leave
Independent Variable

ß

p

Go Along to Get Ahead

0.019

0.822

General Political Behaviours

−0.044

0.506

Pay and Promotion

−0.260

0.000

Self-Serving Behaviours

−0.220

0.010

Coworkers

−0.184

0.008

R

0.601

R2

0.362

Table 4. Regression analysis: perceived organizational justice upon intention to leave.
Dependent Variable: Intention to Leave
Independent Variable

ß

p

Distributive Justice

−0.301

0.001

Procedural Justice

−0.078

0.527

Interactional Justice

−0.137

0.226

R

0.372

R2

0.138

Table 5. Regression analysis: organizational politics upon perceived organizational justice.
Dependent Variable

Distributive Justice

Procedural Justice

Interactional Justice

Independent Variable

ß

p

ß

p

ß

p

Go Along to Get Ahead

0.081

0.402

−0.036

0.594

0.020

0.785

General Political Behaviours

−0.032

0.669

−0.083

0.291

−0.031

0.720

Pay and Promotion

−0.317

0.000

−0.140

0.026

−0.216

0.002

Self-Serving Behaviours

−0.132

0.177

−0.280

0.001

−0.184

0.043

Coworkers

−0.070

0.379

−0.197

0.008

−0.222

0.006

R

0.418

0.630

0.545

R2

0.174

0.397

0.297
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with defining rules and regulations. As [20] suggested, political perceptions of employees should be taken into
account because their individual perceptions about justice is related to those.
The results of the analysis indicated that organizational politics also have positive effects on employee’s intention to leave (r = 0.310, p < 0.01). Scholars like [10] [12] [21] [45] [50] have mentioned this fact similarly. In
general, employees want to work in an environment where political behaviours are not experienced. Many of
them choose not to take place in such activities and also get worried about their future in the organization.
Another finding was that a negative relationship existed between organizational justice and intention to leave
(r = −0.581, p < 0.01). This relation was also mentioned by [10] [11] [15] and [16]. Employees will feel safer
and comfortable in a fair environment. They will have less concern about their expectations from the organization. It may also be expected that perceptions of justice will affect their work outcomes positively.
Supervisors who prevent political behaviours are important if employees are to feel that justice exists. This is
because employees highly perceive justice and are encouraged to develop positive behaviours when they do not
consider their organization as political. Moreover, their intention to leave is decreased and so does overall turnover. Conversely, organizations either lose employees or demotivate them, which in turn decreases efficiency
and productivity. It is clear that, if justice is embedded, employees’ intention to leave will decrease. To this extent, then, managers should focus on creating a workplace where justice exists, so that employees are able to
concentrate on giving the maximum to their organizations.
One limitation of this study was that the effects of culture were not taken into account. If a similar study is
conducted on various workplace cultures, then it would improve how the roles found in organizational politics
are understood in relation to other constructs. Another limitation related to the fact that participants in this study
included employees who work in public institutions. These people choose to work in such institutions because of
job security. Further studies, therefore, should focus on the private sector, as well as different types of employees, such as blue- or white-collar.
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