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Abstract
Objective of research focus to investigate the ichpéorganizational politics on employees’ perfamue in the
private sectors. Qualitative study was chosen u&iagith Bank Plc and Alcon Plc, Nigeria. The choafe
methodology reflects explorative purpose of thiseerch. The data were mainly primary, collectednduface-
to-face interviews with managers and subordinateeetwo firms. Study adopts data categorizatippraach
for the analysis of empirical findings to see tbamection between theory and practice. Researaidfthat bad
political behavior affects negatively employeesifpemance and lowers organizational productivitytile good
political behavior affects positively employees’ rfieemance and increases organizational productivity
Reflecting on the problems identified in this studlye authors recommend that every political maagng
should be managed within reasonable bounds. Ada@,authors hereby recommends seven approaches as
follows; screen out exceedingly any political indivals during recruitment exercise; create an dpmok
management system to keep track of employee’svilmhgeriodic financial and accounting statemetsall
employees should not be politicized; establish fdrroonflict resolution and grievance processes;nlype
identify and reward staff who get real results withpolitical games; disciplinary committee shoblel set up
and defaulters should be apprehended to servedatearent for others to follow; organization shoaldopt
sensitive analysis approach to track and monitgr strange behavior of workers in the work environte
Reflecting on the outcome of this research, firstlye of the problems encountered in carrying bistresearch
was due to difficulty getting enough people to amswnterview questions due to tight schedules @& th
participant; this has implications on the sample sind is considered as one of the study limitati@ased on
this, the author recommends future researcheromsider large sample size when replicating studyise
alternative research methodology to see if the sasdt will be replicated.
Key terms: Influence, Private sector, Organizational pddifiPerformance, Political behavior.

1.0 Introduction

Over the years, the concept of organizational igslihas become a subject of study by many schalads
practitioners within the field of management, doét$ nature of controversy. Sequel to this, ineyf politics
is inevitable because of its applications in evaayt of organizational life. It is also common irosh families,
mostly used to achieve their individual goals. fdiinvolves human element and the relationshép ¢bome out
of it is political which should be managed and Haddvith care, sincerity and maturity before estiagpout of
control (Krietner & Kinicki 2004). One of the majproblems identified in this study is ‘bad politideehavior’
or maneuvering which affects negatively employgmsormance due to conflict, hatred, rancor thaamates
from unfriendly work environment. The implicatios that it results to lower productivity in the waoplace if
not managed well. Based on this, study is necesdit@nd research objective focus to investigatanipact of
organizational politics on employee’s performantehe private sector for selected firms using ctadies of

103



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

Zenith Bank Plc and Alcon Plc, Nigeria. The scopfestudy is geographically limited to Owerri and Ror
Harcourt, Nigeria metropolitan.
Based on study objective, research questions amufated as follows;

. Does organizational politics affects employee’dq@enance at work place?
. Does politics affects organizational productivity?
. Does organizational politics affects the positidsuperior and or subordinates?

Although, several studies have been identifiechia &irea of research. For instance, previous relsea have
focused on: “Organizational Politics and Produtyivh the Public Sector” using single case studgs&l on
research objective stated before, the above gamrémious research is demarcated. Again, this rekesr
conducted using qualitative approach different framavious research studies which conforms to caizgton
process identified by the works of Saunders e2@D7, pp 479). Again, this is another point of deyra for this
research as compared to previous studies. In additilis research is significant because it inveleenpirical
case study and its goal focus to provide the astttbe opportunity to make in-depth observatiobéeoable to
make generalization; ability to contribute own kresdge to existing research; provide solutions ow lio
overcome the short-comings arising from bad palitleehavior; and to see the clearer picture of taad-life
situations in the business world in comparisorhamoty.

Recent study by Robbins, Judge and Sanghi (200853dp highlight that politics has a lot of potehtia
consequences on work outcome and can affects aajamal processes such as; decision making, promot
rewards and among others either positively or riegjst

Concerning decision making process, studies of @eand Jones (2005) have noted that good poltiEiavior
often result to positive effects on work outcomesl @an help organization to achieve its goal. Ba@an®le,
good political behavior exist when different manager groups brainstorm together to offer differsolutions
to a problem and use their position/power to prarbese solutions positively; the ensuing debates this
course of action can help to improve the qualityoafanizational decision making. Apart from thatidées of
Buchanan and Badham (2008) have pointed out thatl glitical behavior plays good significant role i
organizational life than is often recognized, oenly admitted. The authors believe that good malitbehavior
pursues good initiatives in the organization themt doster changes to preserve the power baseslhasv®
influence individuals or groups to deliver corperbenefits.

Related to this, George and Jones (2005) furthessthat bad political behavior on the other haagt not help
organization in situations where some employeesrtiwrganizational resources for one’s personahathge at
the expense of organizational goals. For exampléypical example applies in a case of Jacques iAttal
(managing director of European Bank) who took cagrhead of the bank, took advantage of his position
embezzle the company’s resources. Attali spent $2eb million to change the marble in the bank’'svne
London offices to suit his taste, and spent alnthstsame amount to hire private jets for his pabase.
During his regime at the bank, the organizationnsgetal of $310 million on itself twice the amoutfte
company invested or lent to other countries in &asEurope and other countries. On the other h&oluler,
Rehbein and Cramer (2000) argue that bad politieddavior may thwart organizational decision makimg
situation where managers deliberately influencesitat making to suit their individual interest byepenting
formal discussion of any issue they do not suppwitot putting the issue on the agenda.

On the issue of promotion, George and Jones (28186) argue that most employees may engage ingabliti
behavior to gain promotion or to influence orgati@aal decision to their own favor. Related to thasother
research conducted by (Zeiger, 2013) noted thati®mes who are more closer to the corridor of power
deeply involved in playing the games of organizadiqpolitics performs more than others who aredettof the
loop. Organizational politics may also influence fhower holder (superiors) to determine whetheroterall
culture of the workplace encourages productivity. @ncourage productivity, organization must devejopd
political culture easy for employees to understarstablish clear policies and rules in the worlcelto create
good democratic work environment that encourageslymtivity and team work among employees as well as
preventing conflict and rancor that can reduce petidity at work place.

To explore this research further, the remaining pérthis paper is structured into four major paatsd sub-
sections. The first part discusses theoretical éwaark, the second part also highlight on researethatology.
The third part present and discuss empirical figdjnwhile the fourth part wraps out conclusion and
recommendation on area for further studies.

2.0 Theoretical Framework

As mentioned before that there is no doubt thatrimal politics is a common practice at work platcesvery
organization. The nature and boundary of suchipslis argued differently by many researchers, tjiracers
and even respondents (interviewees) of both ZeBéhk Nigeria Plc and Alcon Nigeria Plc. Organizatib
politics involves intentional acts of influence émhance or protect the self interest of individuaisgroups
(Kreitner & Kinicki 2013: pp 335). In other wordSchuler et al. (2000) point that organizationalitims are
those activities that managers engage in to inerdasir power and use it to influence decision mglgo that
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organization pursues goals that favor their indigid functional, and divisional interests ratherarth
organizational interest.

On the other hand, McShane and Von-Glinow (200038B) defined organizational politics as “attempt t
influence others using discretionary behaviors tonte personal objectives”. Political behaviore athose
“activities that are not required as part of on@snal role in the organization, but that whichlirgnces, or
attempt to influence, the distribution of advantged disadvantages within the organizations” (Rabbt al.
2008: pp 531). The researchers in their own inteiknowledge defined organizational politics as ipalation
of individual self interest to achieve personallgahe expense of organizational goal.

Influence is defined as the ability to change béaef a person or group (Kreitner & Kinicki, 2018p 335).
The authors further stress that various influeotids can change the behavior of a person or grtupugh
the following; rational persuasion, inspirationglpaals, consultation, ingratiation, personal appeatchange,
pressure and legitimating tactics. According to shehors, rational persuasion occurs when an eraploy
trying to convince another person with reason,dagid or facts. Inspirational appeals means gaisupgport by
appealing to others’ emotions, ideals or valuesidDtiation is getting others to participate in piguy, decision
making and changes. Ingratiation involves gettimgaone in a good mood prior to making requestheratt of
being friendly, helpful, and using praise, flattemyhumor to making request. Also, personal appeetsir in
situation when friendship and loyalty is referrelem making a request. In other words, exchangehiago
trading favor in exchange for favor or another gh{Kreitner & Kinicki, 2013: pp 335; Ivencivich, Kopake &
Matteson, 2005: pp 402). Among all the various geneafluence tactics mentioned above, exchangicgacs
best considered among others for the purpose sfsthidy. The reason is that most employees, whsupdr
their personal agenda or interest, most times agxathange tactics through lobbying inform of (caslkind) in
exchange for favor from their boss or superiorhia work place without passing through due proc8ssh
employees’ always get protection from their bossuperior no matter how bad they behave at workeplany
attempt of victimizing them will not prevail.

Apart from influence tactics mentioned above, staddof Schuler et al. (2000) have identified fiv&fedent
political tactics for increasing individual poweseg figure 2.0 below) in the following: Tapping thource of
functional and divisional power; recognizing whoshaower; controlling the agenda; bringing in ansale
expert; and building coalitions and alliances. Goning tapping the source of functional and divisiopower,
the authors stress that managers or employees santhis tactics to make themselves irreplaceable by
developing specialized skills such as knowledgeahputer or special relationship with key custontéest
allow them solve problems in the organization. Again recognizing who has the power, this strategysually
applied by most top level managers who are conscajurising above their position in the organizatim
identify with members of the board of directorspiess them and become loyal to them to get whatvitaeat.
The third factor on controlling the agenda is vegmmon among those managers who devise means of
becoming member of committee to influence decisimaking to suit their individual interest by previegt
formal discussion of any issue they do not suppgmot putting the issue on the agenda (Schulat. €000).
Finally, manager or subordinate can also builditoalwith other managers or subordinates to ineee@ower
or position for the purpose of influencing decisioraking process in their favor. Most often, thisialty
involves trade of favor in return of favor. For exale, manager A agrees to support manager B ossae iof
interest important to manager B, and in return rgan® supports manager A on an issue of interegbitant
to manager A.

On the other hand, Schuler et al (2000: pp 414) alid that organizational politics is also triggerie to
scarcity of job. The author argues that, “the highenanager rises in a hierarchy, the more diffiduis to
continue to rise because fewer and fewer jobs aiahle at the upper levels”. To compete for thesare jobs
and to increase their chances of promotion andeshianrganizational resources, employees try toease their
power and influence through bad political behatinachieve their individual, functional and divisa interest
instead of organizational interest.

Related to this, Kinicki and Kreitner (2013: pp 32drgued that when selfish interests erode or tlefea
organizational interest, organizational politicgriggered and political coalitions are formeds@impressions
are made, and people end up working at cross peypog-of-war between individual and collectiveeirast.
Apart from that, political behavior is also triggdrby uncertainty. Five common sources of uncestaiithin
an organization have been noted as factors thatrilbote to organizational politics as follows; ueat
objectives; vague performance measures; ill-defahecision processes; strong individual or group metition,
and any type of change. Similarly, results of &nésurvey according to Business Week (2006) shaitvatbout
10,000 employees who do a better job get paid nadveut 48% of the responding managers agreed, afere
only 31% of the non-managers agreed. Sequel to #mgployee resort to political games in situatidh o
uncertainties (that is, when they are unsure abait it takes to get ahead at work place) in thst i their
contemporaries.
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Although, the level of political behavior varie®ifn one person to another both in the organizatamijly or
society. For instance, a good political behaviofoisnd in a case of Nelson Mandela of South Afud#o is a
political activist and influencer during his reigs South African president in maintaining peace eodty that
benefited his home country. Frankly speaking, M#mdkstinguished himself from predecessors by aking
advantage of his position at the expense of hisittgmen for good legacies left behind for futuregetions to
follow. This proves to be true for all Nelson Matae fans. Another good political behavior in aganization
is found in a case of Kodak, a global photo firmitie USA. The firm experienced declining perfornadce to
selfish interest of its past managers for failuoeréstructure the company during fierce threat lobal
competition with its rival firm. As mentioned ea@iiby George and Jones (2005); Robbins et al. (208
good political behavior or tactic can help orgati@aor individual to achieve its goal; while badlifical tactics
or behavior cannot help organization to achieveydtal, rather it instills fear, hatred, rancor ag@mployees
and breed unfriendly working environment which daw both employees performance and organization
productivity at large.

On the short-comings arising from organizationditigs, Miller, Rutherford and Kolodinsky (2008, @99) put
it that organizational politics cannot be elimirhnd that managers should expect such outcomeathers
suggested that political maneuvering should be gah@o keep it constructive and within reasonalolenis.
To keep organizational politics within reasonabteiid, studies of Macgregor-Serven (2002: pp 184Hz2@)
suggested six measures in the followings; scre¢mxaeeedingly any political individuals at hirinigne; create
an open-book management system; make sure evetgyeknows how the business works and has a parson
line of sight to key results with corresponding swable objectives for individual accountabilitygvie non-
financial people interpret periodic financial andcaunting statements for all employees; establmimaél
conflict resolution and grievance processes; amtbligly recognize and reward people who get realits
without political games.

Political Tactics such

as:
A 4 A 4 A 4 A 4 A
Tapping the sources Recognizing Controlling the Bringing in an Building
of functional & who has power agenda outside expert coalitions &
divisional power alliances

Y v

!

Allow managers to
develop a power base &
engage in politics
successfully

Figure 2.0: Diagram showing various tactics for@asing individual power in the organization (Seu@dapted
from the work of Pollock, Fischer and Wade, 200210 72-83).

3.0 Research Methodology

Saunders, Lewis and Thornhill (2007, pp. 602) defiresearch methodology as a theory of how resetuamlid
be undertaken including the theoretical and phjpbsmal assumptions upon which research is basedttand
implications of these for the method or methodspiei.

3.1 Research Design

The method adopted in the collection and analysdata is provided in this section. As mentionetbbs the
focus of this research is to investigate impaciOofianizational Politics on Employee’s Performancethie
Private Sector using Zenith Bank Plc and Alcon Rigeria. In other to explore the subject under gtutie
authors adopted qualitative research methodologyoagh. Data for this study was presented and sisaly
through categorization process indentified by therks of Saunders et al, (2007). In addition, thengany’s
representatives were interviewed face-face to gepigcal data. Again, interviews were conducted ago
members of top management, middle management avet lmanagement cadre. On the other hand, multiple
firms with multiple locations in a particular comptvere chosen for the case study.
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3.2. Case Study Selection

This section describes the process involved ins#ection of the firm used as the case for thidysté case
study is a “strategy and method of doing researbichwinvolves an empirical investigation of a peutar
contemporary phenomenon within its real life cohtesing single or multiple sources of evidence” ijRan,
2002, pp. 178). Bryman and Bell (2003, pp 32) arthst a case study entails the detailed exploratioa
specific case, which could be a community, orgaina or person. When an organization is selected aase
study, a research method(s) are needed to colldatuppon an intensive examination. The reasonHoice of
two case studies is due to limited resources tbastcained the researchers from moving from onatiog to
another, and can only study limited cases. Thiviges the burden for the researchers to considigr case
studies that are relevant for study objective tdkengeneralization using Zenith Bank Plc and Alcdo, P
Nigeria.

3.2.1 Background of the case study (Zenith BanleNgPIc).

The company was incorporated as Zenith Internati@zenk Limited on 30 May, 1990 with headquarter in
Lagos, Nigeria. As a private limited liability comupy, the Bank was licensed to carry on the busioEbanking
in June 1990. The Bank's name was changed to ZB8aittk Plc on 20th May 2004 to reflect its statusaas
public limited liability company. The Bank's shamgere listed on the Nigerian Stock Exchange (NSERbst
October 2004 following a highly successful InitRdiblic Offering (IPO). Nigerian institutions anddimiduals
numbering over a million currently hold the shavéthe bank. Again, the bank's main service dejiwhannels
in Nigeria are its business offices which had riszmbout 338 branches and over 125 cash officed 2612.
These are located in prime business and commeeeiattes in all states of the Federation and thesfadd
Capital Territory (FCT), Abuja. Within the first dade of operation, the Bank made its mark in pabfiity and
all other performance indices, and has maintainbds tprime position till date retrieved from:
http://www.zenithbank.com/aboutus.cfm

Over the years, the company’s Corporate Social &espility (CSR) initiatives have been driven by a
significant understanding of its socio-economicismment and a strong knowledge of the resource gayol
pressing needs of communities and people whengeitates with focus on key need areas, includinghwae,
education, ICT and youth empowerment, sports atdi@infrastructure development. Zenith Bank pridteslf
as one of the most decorated corporate organizafiorNigeria, in recognition of its robust CSR wities
through numerous awards, accolades and laurelsy filvee received This Day Award for excellence as th
"Most Socially Responsible Corporate OrganizationNigeria; The African Banker (magazine) Awardthe
"Most Corporate Socially Responsible Bank in Afticiniversity of Lagos Award as "a great supporér
educational development", among others sourced: finbimt//www.zenithbank.com/csr.cfm

3.2.2 Background of Case Study (Alcon Nigeria Plc.)

The company commenced operation on the May 10, B8RIED Construction, incorporated. In March 30,
1984, due to the need to increase its scope antkfrark, it was renamed ALCON Nigeria Limited. Thaim
office is located at, Port Harcourt, Nigeria. Then@any has over 3,000 well trained workforce cosipg both
local and foreign nationals with a Nigerian Shatdlmy of just above 64%. Alcon has a total numbeower
3,000 experienced workforces currently working ariaus disciplines and office as follows: mechahica
welding, logistics, civil, office, and electricaktrieved fromhttp://alcon-nig.com/index.php/laboutusmenu/lhis
ALCON is Engineering, Procurement, Installation &wammissioning (EPIC) contracting company and é&lkig
esteemed organization with the capability of cangyout over 250,000 man-hours for Engineering aachiical
services and in excess of 6,500,000 man-hours dosttuction services in the Civil, Mechanical, Eteal and
Instrumentation Fields. Also, the firm has abouty8@rs of experience with excellent performance sohd
proved records of project executed and under eiatubpart from that, the firm is known for its cplity to
deliver on time highly complex projects to variczl®ents, without compromising quality and with aakted
budgets and time schedule. The quality and bedutg avorks have attracted more potential clierdthtin the
oil and gas, and power industries in Nigeria.

The company’s operations are environmentally frgleich implies that the company manages its oparatio
effectively and efficiently with strong commitmeint measuring and evaluating the amount of nat@wsdurces
used in the day to day operation of its businegmidy the company is actively engage in Corporateich
Responsibility (CSR) where it operates. CSR of Aldocludes; community development projects (such as
building of local community health care centregorssor of Nigerian law company “Green and Akinbita"
participate in her annual conference of Internaiddar Association in Boston, USA between Octobel B,
2013; Scholarship grant to some undergraduates ifsolmcal community among others, sourced frora theb;
http://alcon-nig.com/index.php/corporate-socialp@ssibility/sponsorships
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3.3 Data Collection Method

Data were collected using primary and secondarycgsuto answer research questions and fulfill study
objectives. The primary data were sourced by adit@ring questions and interview sessions with eygas
and management of the company’s representativearéB¢he interview date, the participants receivie
questions via their emails to enable them prepeopeply for the interview session to avoid biagiving wrong
answers. The participants answered the same guesti the interview session lasted for about 4Qutesfor
each respondents.

Another interview session were re-scheduled analhgrto complete the expected number of intervieries.
After each interview session, the researchers yeglaudio tape over and over to get detailed inédion and
further questions arisen were followed up by teteyghto close the gap. In other to measure the acgwf the
data collected, the authors compared the answeendiy different respondents to see whether these ha
connection or answers research questions andysatisly objective. A total number of 11 questiorerevsent
out to the two firms, total number of 10 staffsZ#nith Bank Plc and 8 staffs of Alcon Plc were jo#yated.
Appendix 1 and 2 provides detail information ofeirtiew guidelines and questions. While the secondata
include sources from the company archives, pulitinatin academic and professional journals, bothesis
among others.

3.3 Presentation of Data Analysis

Saunders, Lewis and Thornhill (2007, pp 479) puthdt, qualitative data analysis involves the failog

activities; data categorization, ‘unitizing’ datacognizing relationships and developing the categand lastly
developing and testing theories to reach conclgsibata categorization refers to classificatiomata derived
from theoretical framework or empirical sourcesimieaningful categories in order to create a fimowell

structured and analytical framework to pursue aisalyAccording to the authors, the choice of catiegacan be
derived from research questions and objectivesititiimg’ data refers to attaching relevant ‘bits’ ‘chunks’ of

data to the appropriate categories developed.

Recognizing relationships and developing categoréders to designing suitable matrix and assigriagp
within its cell (Yin, 2003). The author also poitat, there is need to identify or recognize kegniks and
patterns between categories. Developing and tegtiegries refers to testing of apparent relatigmshi

connections between theories to make conclusion.

This study presents and analyzes data accordiribetgrocess of categorization indentified by thelwof

Saunders et al. (2007). Data is organized intogcaies in the following step;

i. First, identify ‘Key words’ and ‘Key terms’ frorthe theories.

ii. ‘Key words’ or ‘key terms’ extracted from emial source (interview).

iii. ‘Key words’ or ‘key terms’ extracted from thbeories was related with empirical source.

iv. After information was extracted between thep@@ad empirical source, an outcome was established.

v. Established outcome between theories and erapsaurce was analyzed in two categories suchrgmdt of
politics on organizational productivity and impadctpolitics on employees’ performance among others.

vi. Lastly, with the information analyzed abovec@nclusion was drawn at a point where organized &am

the empirical data (interview) converge or divewgth the theoretical frame work or literature revie

3.5 Ethical Issues in Data Analysis and Interpretabn

This study takes ethical research practice int@ac One of the ethical guidelines is throughdksign of the
‘consent form’ (appendix 2) to provide the partaip with solid view of this research and the uséhefdata for
the analysis. Given this condition, the particiganwere rest assured in the participation of theriiéw session
without any bias and sentiment with promises officemtiality and anonymity throughout the studygBel to

this, the researchers maintained high level of gmity during data collection process to protect jible and

privacy of the participants’ information by ensugrithat the third party does not have access tanfoemation

stored in the audio tape.

3.5 Validity and Reliability

Validity and reliability are two important comportsrto guarantee the quality of study. Validity reféo the
extent to which data collection method accuratebasures what they were intended to measure. Riliaiso
refers to the extent to which data collection téghe yield consistent findings or result (Saundsral, 2007, pp
609).

Firstly, the author maintained validity by countgyithreat of interviewer’s error that may occur daepoor
instrumentality of the device. The authors ensuhed the audio tape was tested few days beforedheduled
interview time to ascertain that the device wasparfect condition. Secondly, the researcher coedter
participant bias by designing interview schedulestiit participant time to avoid bias coming froneithside
especially when they are not comfortable for inmwquestions may be due to job stress. In viewhisf, the
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researcher adapted to their individual's convergetiime for the purpose of study. Given the aboweditmn,
result obtained was valid, reliable and trustworthy

4.0 Findings and Discussions

As mentioned earlier, discussion of findings isegatized into the following subheadings; impact of
organizational politics on employees performanogact of politics on organizational productivitynpact of
politics on position of superior; impact of orgaatipnal politics on position of subordinate andcdissed in
relation to theoretical framework along with casedies.

4.1 Zenith Bank Nigeria Plc

Impact of organizational politics on employee’sfpanance: Study conducted by Robbins et al, (2p8531)
argues that politics has its potential consequencesiork outcome of employees such as decision mgaki
promotion, rewards and among others either posjtive negatively. Buchanan and Badham (2008) atsed
that good political behavior plays good significaole in organizational life than is often recogrdz or openly
admitted. That is, good political behavior pursgesd initiatives in the organization, foster chastee preserve
the power bases and influence of individuals ardigs to deliver corporate benefits. George andsJ(2@05)
also argue that most employees engage in politiehbvior to gain promotion or to influence orgatiaaal
decision to their own favor. Related to this, stsdof Zeiger (2013) found that employees who aresrotmser
to the corridor of power, or deeply involved in yiteg the games of organizational politics performsre than
others who are left out of the loop.

In the case study of Zenith Bank Nigeria Plc, oh¢he company’s respondent admit that in democnatick
environment, good political behavior motivates emypks to set up high work standard and inspire @yepk to
make decisions to work together towards achiewrdividual's goals . The second, third, fourth,Hifsix and
up to tenth respondent also repeated the same wWhiah support the views of the first responderds&l on
this, there is strong indication that informatiomyided in the theoretical framework agree with &mpirical
findings (case of Zenith Bank PIc).

Impact of politics on organizational productivitgtudies of George and Jones (2005) have pointedytied
political behavior can influence changes in theaoigation towards achieving its goal. For examgés is
applicable when different managers or groups brainstogether to offer different solutions to a lpieom and
uses their power to promote these solutions pe$ytithe ensuing debates over this course of actonhelp to
improve the quality of organizational decision nmakdue to positive interplay of political behaviépart from
that Zeiger (2013) emphasizes that good politicehavior can promote culture easy for employees to
understand, establish clear policies and rulebenatork place to create good democratic work emvirent that
encourages productivity and team work among empgi®yas well as preventing conflict and rancor tlaat c
reduce productivity at work place.

In the case study of Zenith Bank Nigeria Plc, oh¢he company’s respondent also admit that orgésioizal
politics affects productivity of the company. Thespondent opined that organizational productivityréases in
situation where employees have equal and fair piaground to accommodate everyone. The secondhanad t
respondent also add that unnecessary power playdgee superior and subordinate) that hinders thgrpss of
work is balance, everyone feels comfortable workingh each other which increase team work and
productivity. Based on this analysis, there isrggrindication that information stipulated in theony conforms
to the case study, therefore there is no doubtthiesry matches with the empirical findings.

Impact of organizational politics on position ofpswior and subordinatedrganizational politics involves
intentional acts of influence to enhance self igémnf individuals or groups rather than organiai interest
(Kreitner & Kinicki 2013: pp 335; Schuler, RehbénCramer 2000; McShane & Von-Glinow 2000: pp 383).
Studies of Schuler et al. (2000) noted that someagers may use influence tactics to increase iddatipower
to influence decision making to suit their indivadunterest rather than organizational interest. &mample,
controlling the agenda during organizational megihy preventing formal discussion of any issug the not
support by not putting the issue on the agendauertd possession of specialized skills which gibes edge
over others in taking decisions in the organization

In the case study, one the respondent agrees digapdlitical behavior in the work place can createacor,
hatred among staff members due to pursuit of iddizi selfish behavior at the expense organizationetest.
Another respondent opined that interplay of powam cause different factions in the work place whicay
affect the position of the superior or subordinatel productivity if allowed to escalate. The thifdurth,
respondent argue that in most cases, organizaierahway of preventing power tussle to avoid etoaldy
reporting any strange act to relevant authoritylisciplinary committee for immediate action. Simlya fifth,
sixth up to tenth respondent supported the viewth®ffirst respondent and maintain that bad paliti=havior
causes factions which not only affects the positbiboth superior and subordinate in the work plagealso
organizational resources in situation of crises.

109



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

4.2 Alcon Nigeria Plc

Impact of organizational politics on employee’sfpanance: Buchanan and Badham (2008) point thatigsol
has positive impact in organizational life tharoften recognized, or openly admitted. Accordingh® authors,
good political behavior pursues good initiativeghe organization, foster changes to preserve tivgepbases
and influences individuals and groups to delivepooate benefits. On the issue of promotion, GeargkJones
(2005) also argue that most employees may alsogenigapolitical behavior to gain promotion or tdlience
organizational decision to their own favor. Relatedhis, studies of Zeiger (2013) found that ergpks who
are more closer to the corridor of power, or deepllved in playing the games of organizationalitis
performs more than others who are left out of duopl

In the case study of Alcon Nigeria Plc, the firesspondent answer that organization politics dogsaffects
employees’ performance negatively; instead orgéioizal politics is deeply embedded in the cultufette
work place. The second, third and fourth respondésd maintain that, organization dissociate itfelin any
form of pressure coming from labor union or indivadl employees pursuing selfish interest of indigidar
group rather than organizational interest on thelehFifth respondent conclude that good politisahavior
promotes employees performance. The reason ibwtd to the culture of the organization easy fopleyees
to understand, promote hard work and good initestithat foster both individual and organizationahlg
without any form of prejudice. Based on this, therestrong indication that information extractedrfr the
theoretical framework agrees with that of the erglirfindings (case study).

Impact of politics on organizational productivitgchuler et al. (2000) point that managers and eyeplo can
use good political tactics to increase their powase by becoming relevant and domineering thanr othe
colleagues due to possession of specialized skilt competence in solving problems in the orgaioizat
According to Zeiger (2013) good political behav@an promote culture easy for employees and managers
understand, establish clear policies and rulekenatork place to create good democratic work emwrent that
encourages productivity and team work among empi®yaes well as preventing conflict and rancor tlaat c
reduce productivity at work place.

Related to case study of Alcon, one of the respatndeints that organizational politics affects protivity in
positive way. The respondent stress that the coypaculture plays significant impact in promoting
collaborative team work, brainstorming, and sewésmeetings between managers and subordinates which
promotes high productivity in the work place. Anatlrespondent also maintain that organizationaitipsl
improves the morale of employees and largely atfetedl productivity of the firm positively in demiatic work
environment. The same respondent repeats thatcggtibrtrays a healthy culture of their organizatigvhile,
the third respondent maintain that since this ¥iriwrganizational politics) has not being allowedescalate, it
is impossible for it to affect the company’s profivity or success negatively. The fourth and fifdspondent
did not made new comment rather supports the vigwbhe second respondent. Based on this, thergasgs
indication that information provided in the thedarat framework agree with the empirical findingsoaise study.
Impact of organizational politics on position ofpsuior and subordinateOrganizational politics involves
intentional acts of influence or those activitieattmanagers and/employees engage in, to incrieeisgpbwer or
position, to influence decision making so that oigation pursues goals that favor their individdahctional,
and divisional interests rather than organizatiomrest (Kreitner & Kinicki 2013: pp 335; Schul&®ehbein &
Cramer, 2000; McShane & Von- Glinow, 2000: pp 38dhicki and Kreitner (2013: pp 324) argued thaterh
selfish interests erode or defeat organizatiorter@st, organizational politics is triggered anditigal coalitions
are formed, false impressions are made, and pemmpdeup working at cross purpose, tug-of-war between
individual and collective interest. Most often, ghisually involves trade of favor in return for davthrough
exchange political tactics as pointed by (Schuled.e2000).

Related to the case study of Alcon Nigeria Plc, ofthe respondents highlights that politics afeitte position
of the power holder (both superior and subordinated positive way, although it does not affectdarctivity
because it is always managed, controlled and isedddxd in organizational culture. The second andl thi
respondents argue that management intentional sujpmhitical behavior to prevail or exist becausenagement
used it for their own betterment and advantageotdrol, monitor and influence their employees’ beba The
fourth and fifth respondents agree with the secand third respondent, and further add that orgépiza
manage it well by creating room for discussions d&mdinstorming on pressing issues through meetings,
symposium, conferences among others.

4.0 CONCLUSION, RECOMMENDATIONS AND LIMITATION

4.1 Conclusion

This section concludes the result and analysisnolirffigs. As mentioned earlier that the objectiveto$ study
investigates impact of organizational politics anpéoyees’ performance using case studies of prifiates

(Zenith Bank Plc and Alcon PIc) to get empiricatadéor analysis. The major problem identified irstresearch
is implications of bad political behavior or manetimg on employees’ performance. Due to problertestant
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identified, research objective is formulated andeerch questions were asked in the following; does
organizational politics affects employees’ perfontmat work place? Again, does politics affectsaanizational
productivity? Does organizational politics affettie position of superior and or subordinate?

On the issue of organizational politics and empésyg@erformance in the case of Zenith Bank Plajysfound
that good political behavior in democratic work Eomment encourages good performance through
collaborative team work and brainstorming of empkey which leads to high productivity. On the othend,
study also found that bad political behavior hisdemployees’ individual and collaborate effort dioe
unfriendly or unconducive working environment fofl conflict, hatred, and rancor among employeesthin
case study of Alcon Plc, study also found that gpolitical behavior promotes employees performauethe
other hand, study also noted that bad politicabb#hr does not affect negatively employee’s perfamoe. This
information is contrary to the case of Zenith B&&. Again, study also found that the culture & &icon Plc
has a system of managing and controlling bad palifbehavior that will result to conflict. The awé of the
organization allows politics to prevail in everycg® but management use it for their own bettermand
advantage to increase productivity.

Again, on the issues of organizational politics andductivity in the case study of Zenith Bank Rind Alcon
Plc study also found that good political behavias Ipositive impact on organizational productivitedo equal
and fair playing ground to accommodate everyon¢h(bmployees and subordinate). This is due todbethat
the unnecessary power tussle or play that hindergtogress of work is balanced in the work pl&ze.the
other hand, bad political behavior affect negativa employee’s performance in the case of Zené&hliBdue to
unbalance work environment that causes favoritramcor and hatred. This is contrary to the cas&ladn Plc,
the reason is that the culture of the organizagitmw politics to prevail to certain extent but da®ot allow is to
escalate negatively.

Concerning the impact of organizational politics mosition of superior and subordinate in the cstsdy of
Zenith Bank Plc, findings show that interplay ofwss and politics create different factions in therkvplace
which also affect the position of both superiotd@dinate and productivity negatively if alloweddscalate. In
the case study of Alcon Plc, this situation isafiéint because the culture of the management cemxoksses of
this anomalous behavior. As mentioned before, mamagt curtails it and always use it for own betemtror
advantage.

Based on the above findings, study concludes tloaid gpolitical behavior affects positively employees
performance, productivity and position of supesgabordinate in both Zenith Bank and Alcon Plc. 6m other
hand, bad political behavior also affects negayiveinployees’ performance, organizational produitiand
position of superior/subordinate of Zenith Bank batve insignificant effect on productivity and pasi of
superiors/subordinates of Alcon Plc due to itsurelt In conclusion, the result of findings can lemeyalized
because it takes into consideration multiple cdediess of private sector (banking industry and eegiing
industry). This is supported by the views of Ghaamnd Gronhaug (2005, pp 120); Saunders, Lewis and
Thornhill (2007, pp 140) which says that multiplases are appropriate when a particular case igatrit
especially when testing an established theoryffer an opportunity to observe and analyze a phe&ammn that
few people have considered before.

4.2 Recommendations

Reflecting on the outcome of the conclusion, thihans have the following recommendations. Firgtlye of the
theoretical problems identified in this research(@rganizational politics) and these problems haeen
empirically analyzed using case studies. Basedhenptoblems identified, the authors recommend goaid
political behavior should be encouraged sinceféc$ positively employees’ performance, produtti@mong
others.

Secondly, the practical relevance of study is #atr new insight into existing research. On prattevel, this
research can be helpful to both future practitisnend professional teachers within this field afdgt to
understand the short-comings arising from orgaiuat politics and lessons to be learned in suttfagons. On
the short-comings arising from organizational podit bad political maneuvering should be managdtwithin
reasonable bounds. To deal with this situationatithor recommends seven approaches in the folipwtreen
out exceedingly every political individuals durirgcruitment period; create an open-book managepystém;
make sure every employee knows how the busineskswanrd has a personal line of sight to key reswilts
corresponding measurable objectives for individa@ountability; periodic financial and accountingtesments
for all employees should not be politicized; estbformal conflict resolution and grievance preess publicly
recognize and reward people who get real resulfsowi political games; disciplinary committee slibbke set
up and defaulters should be apprehended to seraadaterrent for others to follow; organization woadopt
sensitive analysis approach to track and monitgrséirange behavior of workers in the work environime
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4.3 Study Limitations

Firstly, the researchers have limited resourcedabla to procure recent scientific articles, atssise to collect
and analyze data and financial incentive for masenganies to participate in this research. The fir@n
constrains have implications on the quality of dataesult obtained in this study. Secondly, treeegcher also
experienced poor communication network during phfotlew up process which serves as an opportuwitget

more clarification in certain areas of interviewegtions that require urgent attention. This hadigagon also

on the aspect of data analysis. Thirdly, due td ltigst of transportation involved in moving fromeollocation

to another in Nigeria, selected firms were considdyecause of financial constraint, this studyniitéd only to

Owerri and Port Harcourt with multiple locationarparticular country in collection of primary data.

Finally, the author recommends future researctensse alternative research methodology to seeeifsdime
result will be replicated. Finally, professionahthers or other academicians in this field of stsitiguld explore
this study further based on study limitation eithsing same or different industry, (that is bankimdustry or

Engineering industry) to be able to contributeststng research.
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APPENDIX 1 INTERVIEW GUIDELINES
Fedddaliversity of Technology

PMB 1526 Owerri,

Imo State, Nigeria

March 22, 2014
TO WHOM IT MAY CONCERN
Dear Respondents,
| am a young researcher and academician, curr@tiyg research titled onOfrganization Politics and
Employee’s performance in the private sector”. Please | have administered interview questiongoto for
your kind consideration, the questionnaires arg ardant for the purpose of this study only (plesese attached
questions below). Sequel to this, | will not inyamay jeopardize with your private information amemise to
treat this with high level of confidentiality.
Thanks for your maximum cooperation. Thanks incpdtion.
Yours faithfully,
Kelechi Ugwu (PD Candidate, Nnamdi Azikiwe University Awka)
08132897791
APPENDIZ 2: INTERVIEW QUESTIONS
INTERVIEW QUESTIONS DESIGNED FOR ZENITH BANK NIG. P LC
Q.1. what are the objectives of Zenith Bank PLC?
Q.2. To what extent do you observe organizatiopétips in your firm
Q3. Does organizational politics affect the prddiiy or success of your company, yes or no?
Q.4. If yes, to what extent does politics affebis productivity of either (superior or subordinateyour firm?
Q.5. How does politics affects the position of @tiqr or subordinate) in your firm?
Q.6 Does politics creates conflict, rancor thagetffproductivity in your firm, yes or no?
Q.7. How do politics creates conflict s, rancott thfects Zenith Bank PLC, yes or no?
Q.8. Describe the level of organizational politicat occur in your firm?
Q.9. how do you manage or deal with organizatigaditics or bad political behavior in your firm?
Q. 10. Does good political behavior contributesitganizational productivity, yes or no?
Q.11. If yes, how does good political behavior Halprganization productivity?

APPENDIX 2;: CONSENT FORM
Federal University of Technology

PMB 1526 Owerri,

Imo State, Nigeria

March 22, 2014
TO WHOM IT MAY CONCERN
Dear Respondents,
| am a young researcher and academician, curr@ttiyg research titled onOfrganization Politics and
Employee’s performance in the private sector”. Please | have administered interview questiongoto for
your kind consideration, the questionnaires arg ar@ant for the purpose of this study only (plesese attached
questions below). Sequel to this, | will not inyamay jeopardize with your private information amemise to
treat this with high level of confidentiality.
Thanks for your maximum cooperation. Thanks incpdtion.
Yours faithfully,
Kelechi Ugwu (BD Candidate, Nnamdi Azikiwe University Awka)
08132897791
INTERVIEW QUESTIONS DESIGNED FOR ALCON NIG. PLC
Q.1. what are the objectives of ALCON NIG. PLC?
Q.2. To what extent do you observe organizatiopétips in your firm
Q3. Does organizational politics affect the prddiity or success of your company, yes or no?
Q.4. If yes, to what extent does politics affetis productivity of either (superior or subordinateyour firm?
Q.5. How does politics affects the position of @tir or subordinate) in your firm?
Q.6 Does politics creates conflict, rancor thagetffproductivity in your firm, yes or no?
Q.7. How do politics creates conflict s, rancott thffects AICON NIG. PLC, yes or no?
Q.8. Describe the level of organizational politicat occur in your firm?
Q.9. how do you manage or deal with organizatipaditics or bad political behavior in your firm?
Q. 10. Does good political behavior contributestganizational productivity, yes or no?
Q.11. If yes, how does good political behavior Halprganization productivity?
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