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Abstract 

This study examined the link between reward politics and withdrawal behaviour among 

university lecturers in North-East Nigeria. Data was collected by administering a well-defined 

questionnaire from a total of 371 respondents and a multistage sampling technique was 

employed in conducting the study. The raw data collected were analysed with the aid of the 

Statistical Package for Social Sciences (SPSS) version 25 and statistic software partial least 

squares 4.0. The result of this study has found that reward politics has a strong relationship 

with withdrawal behaviour. The research was conducted through the lenses of the conservation 

of resources theory and social exchange theory. In the context of the conservation of resources 

theory, the study demonstrates that reward politics has a direct relationship with resource gain 

and loss while the social exchange theory suggests that the association between workers and 

their organisation is reciprocal, when workers receive good treatment, their attitude to work 

will also be positive and vice versa. The study has provided University administrators with an 

understanding of reward politics in universities and how it affects the psychological well-being 

of lecturers, often leading to withdrawal behaviour. The study recommends that university 

management shall deploy policies and culture that recognize, manage and control political 

actions to ensure friendliness among lecturers and success in any university system. 

Keywords: Conservation of resources theory, organisational politics, reward politics, 

withdrawal behaviour. 

1. Introduction 

When employees perceive unfair treatment, 

they may withdraw from their workplace 

either mentally or physically. This can 

result in absenteeism, delay in job 

accomplishment, and turnover. Withdrawal 

behaviours are displayed by employees 

when they stay on the job but, for some 

reason, decide to be less active. These 

behaviours are usually influenced by 

organisational politics, which can be 

assessed through employees' political 

behaviour, employees' political inaction 

and reward politics. Universities are 

reservoirs for intellectual capital, creating  

an avenue for knowledge and innovations 

to grow. Universities promote meaningful 

ideas and polite expressions of ideas. 

Withdrawal can be physical or 

psychological. Physical withdrawal relates 

to issues such as absenteeism, delay in job 

accomplishment, and turnover. 

Psychological withdrawal involves lateness 

to work, intention to quit, and lack of 

commitment to work responsibilities (Gaji 

et al., 2021; Okarche, 2020). Withdrawal 

behaviours refer to regular manners display 

by employees when they stay on the job and 

decide to be less active. Such behaviours 

are usually influenced by organisational 

politics (OP). Organisational politics 
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among employees is manifest (Fiaz & 

Qureshi, 2021). When workers perceive 

politics in their work domain such as 

inequitable resource distribution, they 

usually develop strained and feel 

emotionally and psychologically disturbed 

(Haider, S., Fatima, N., & de Pablos-

Heredero, 2020). Organisational politics 

depreciates employee job satisfaction, 

creates an unsettled work climate, 

decreases workers' commitment and 

discriminatory-based personnel actions, job 

stress and withdrawal behaviour among 

others (Bwonya et al., 2020). 

Organisational politics can be assessed 

through employees’ political behaviour, 

employees’ political inaction and reward 

politics (Ugwu & Onyishi, 2013). 

Employees’ political behaviours are the 

general political behaviour of workers 

within the organisation. Employees’ 

political inaction entails not taking part in 

any political antics but maintaining a 

cordial relationship with all stakeholders in 

the organisation while reward politics 

happen daily where promotions, awards, 

pay raises, and other benefits are 

determined through political tactics than 

merit (Hochwarter et al., 2020). In the same 

vein, politics is happening in universities 

across the globe. Universities are 

recognised as a reservoir for intellectual 

capital, creating an avenue for knowledge 

and innovations to grow. Universities are 

institutions that socialize citizens. One of 

the key responsibilities of universities is the 

promotion of meaningful and polite 

expressions of ideas in their societies (Gan, 

2020).  

However, universities in Nigeria are 

bedevilled by an unfair working climate 

which degenerate to the selfish interest 

among staff (Aniefiok et al., 2020). 

Globally politics has affected the 

commitment and job satisfaction of many 

university teachers (Mishra et al., 2016; 

Nnenna & Mbah, 2019; Teelken et al., 

2021a). The reaction of many lecturers in a 

bad political climate includes reduced 

positive attitudes, an increase in unethical 

behaviour more relationship conflict, and 

high turnover/ withdrawal behaviour (Salah 

Ud Din Khan et al., 2017). Despite 

numerous studies on the negative outcomes 

of OP and their possible solutions research 

on OP and withdrawal behaviour is limited 

in the context of Nigerian universities. The 

variables investigated by this study were 

not adequately observed by previous 

studies. The Nigerian university 

environment has seen the least research on 

lecturers' withdrawal behaviour in the event 

of politics in their work environment. This 

study was driven by existing gaps identified 

from the current studies on the topical 

issues Zengtian and Aman (2021). Politics 

in the organisation has three major 

variables that are general employees' 

political behaviour, Political Inaction and 

reward politics This study focused on 

reward politics (pay and promotion 

politics) in 13 public universities in 

Northeast Nigeria. The unit of analysis in 

this research is individual. 

2. Literature Review 

Organizational politics has been prevailing, 

but it appears differently in different 

organisations due to cultural disparity 

among entities.  One of the frequent 

discussed issues in today’s forever-

changing working climate is politics in the 

office, it is behaviour that is happening both 

consciously and subconsciously between 

employees, managers and chief executives 

(Ullah et al., 2019). Political practices in the 

workplace are enacted to promote self-

interest against the interests of others and 

that of the organisation (Cheng et al., 2020). 

Favouritism-based actions in many work 

climates have negatively subdued workers’ 

psychological and physical wellness 

(Akuffo & Kivipõld, 2021). Organizational 

politics has created a stressful environment 

which build uncertainty and obscurity in 

place of work and such issues impede 

organisational productivity and individual 
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employees’ focus on the job (Clercq et al., 

2022). 

Consequently, influence and political 

power play behaviour excel in an 

organization in the absence of clear rules 

and policies (Mishra et al., 2020). 

Individual resort to political behaviour 

when the work environment has an 

ambiguous work process such a workplace 

has promoted self-serving behaviour. 

Uncertainty hurts the decision-making 

process since decision-makers will not have 

a clear basis for their decision  (Koay et al., 

2022). One of the key forces that make 

political behaviour susceptible in the office 

is a lack of goal clarity. Politics distort the 

clarity of information which subjects it to 

misinterpretation by stakeholders. People 

engage in politics because valued resources 

are limited and people struggle to maximize 

benefit from such resources (Olufayo & 

Akinbo, 2022).  

Furthermore, politics sparks conflict 

because policymakers use influence tactics 

for self-interest which often counters the 

interest of other individuals (Lu et al., 

2017). When individuals perceive a clash of 

interests, they retaliate and retaliation 

usually gives rise to conflict (Mishra et al., 

2016). Politics divides the organizations 

into three classes the strong and the weak 

and the third group is workers who don’t 

partake in politics. The strong group also 

known as the ingroup is the individuals who 

have the power to influence decisions and 

resources to their advantage while the weak 

group which is known as the outcome 

group are the individuals in the 

organization who engage in conflict with 

the political activities of the strong group.  

In a politically charged work environment 

workers who don’t take part in politics in 

the office are seen by political actors as 

friendly individuals and they often get 

favours without any hindrance (Olufayo & 

Akinbo, 2022).  

2.1 Reward Politics 

Many supervisors and decision makers 

were cut in some manipulative action in 

implementing reward systems, especially in 

the payment of allowances, bonuses, and 

other non-financial incentives such as 

transfers, placement, training, and 

conferences (Roques, 2022). It was posited 

that many organizational policies on 

employee rewards were designed in a 

manner that promotes self-serving 

behaviour, individualized reward system as 

against organizational-oriented rewards 

normally triggers the rewarding of 

politically induced behaviour meaning 

individuals close to decision makers both 

on the official and personal grounds. They 

tend to get rewarded frequently than those 

who are too official in their relationship 

with their bosses (Chaturvedi, 2021; 

Kapoutsis et al., 2012; Teelken et al., 

2021a). Career success is determined by 

political forces in the work environment 

many supervisors use influence tactics in 

promoting their close ally among 

supervisees. Politics hinders objectivity in 

carrier growth (Teelken et al., 2021b). 

Furthermore, organisational politics may be 

seen in Pay and Promotion Policies (Ugwu 

& Onyishi, 2013). Most human capital 

management policies are planned in a 

manner that promotes political behaviour, 

even though implementers of policies 

normally find themselves in a mix of 

politics unknowingly because human 

resources practices are sometimes designed 

in a manner that gives rise to unfair 

practices which promote individual-centred 

interest against the goals of the organisation 

(Bwonya et al., 2020). 

Policies of pay recognition, appointments 

and promotions have been one of the 

critical means through which workers 

assess the suitability of their workplace 

(Karppinen, 2007). Nowadays promotions, 

pay raises, appointments and other non-

monetary rewards are more politically 

influenced than merit (Olufayo & Akinbo, 

2022). The promotion gives employees job 
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satisfaction but vacancies for promotion in 

many organisations are limited and the 

limitation for career advancement makes 

workers compete with one another thereby 

creating room for politics in the quest to be 

promoted (Imran & Haque, 2018). 

2.2 Withdrawal Behaviour 

Politics in our organisations distort the 

entire administration, management and 

governance processes. It is visible in the 

distribution of resources, forecasting, 

strategy selection and implementation. 

(Shahani et al., 2019). Politics can create 

resistance among management teams and 

slow down the process of decision-making 

(Kaya et al., 2016). Similarly, the negative 

impact of politics on the flow of 

communication and coordination of 

activities in the workplace. The presence of 

politics in the workplace triggers a decline 

in the physical and emotional commitment 

of employees in the organisation (Gaji & 

Galoji, 2022). Withdrawal behaviours are a 

set of attitudes and behaviours seen in 

workers whose productivity on the job is 

deteriorating (Okache, 2020; Shapira-

Lishchinsky & Even-Zohar, 2011; Tian et 

al., 2021). Withdrawal behaviours can be 

psychological or physiological. 

Physiological withdrawal relates to issues 

such as absenteeism, delay in job 

accomplishment and turnover. 

Psychological withdrawal involves job 

anxiety, intention to quit and lack of 

commitment to work responsibilities 

(Serfraz et al., 2022). Therefore, when an 

employee withdraws, he/she may be 

present at their workplace, their mind may 

be elsewhere and lack concentration 

(Mishra et al., 2020). Withdrawal 

behaviours can be detrimental to 

organizations from a human capital 

management perspective, an organization’s 

reputation, relationships with business 

partners, and relationships among 

employees (Bhatti et al., 2019). Withdrawal 

attitudes by employees can be in the shape 

of physical or mental disengagement from 

organizational life. It is the process in 

which workers detach themselves from 

their work environment through deliberate 

negligence, absenteeism, lowered 

commitment, and eventual voluntary 

turnover (Burris et al., 2008). employees 

start withdrawing from their organization 

by reducing work effort, disassociating 

with office colleagues, and late 

accomplishment of tasks given. the first 

step to final withdrawal behaviour is to 

search for a new job (Arshad & Puteh, 

2015). 

2.3 Empirical Review 

Salah, Siddiqui, Zhiqiang, & and Weijun 

(2021) determine the interactive impact of 

political skills and ethics on the connection 

between OP and job attitudes. The study 

was conducted on 310 academic staff of 

selected educational bodies in Pakistan. 

The statistical inference based on the data 

collected has indicated that workplace 

satisfaction has an adverse link with OP. 

The study encouraged managers/leaders of 

organisations to build the political skills of 

their employees to control political 

situations. 

Accordingly, Ahmed & and Patrick (2020) 

study the effect of justice in organisations 

and politics in organisations on workers’ 

dedication at work. The study was 

conducted among faculty members in an 

Indian university and the result from the 

study has indicated a negative link between 

organisational politics perception and 

faculty members’ commitment to work, it 

was further tested that justice in 

organisation promotes favourable workers 

attitudes. Educational institutions should 

encourage fairness in all aspects which can 

result in highly engaged faculty members 

thereby contributing to quality education.  

Ahmed (2018) investigated the relationship 

between three OP antecedents’ favouritism, 

reward system, and limited resources in a 

plan to quit. Organisational politics has a 

strong alliance with the intention to quit. 
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The study found that favouritism, politics in 

reward and resource allocation are 

antecedents to OP and they often lead to 

withdrawal behaviour. Furthermore, Chan 

and James (2020) found that politics in the 

workplace reduces job satisfaction and 

increases emotional exhaustion and 

intention to quit. The scholars further found 

that politics has no affiliation with 

workplace citizenship behaviour and 

performance. Gupta, Singhal, & Chauhan 

(2021) piloted an assessment to evaluate the 

impact of politics on organisational affairs, 

worker turnover and employee 

performance in banks. One of the vital 

outcomes of this study justified that office 

politics was reasonably linked with 

withdrawal behaviour and work stress is 

strongly connected to employee turnover. 

Based on the available empirical evidence 

the study postulates that: 

H1: There is a positive link between 

organisational politics and lecturer 

withdrawal Behaviour 

2.4 Theoretical Framework 

The conservation of resources (COR) 

theory is among the widely cited premises 

in behavioural sciences especially politics 

in organisations (Hobfoll, Halbesleben, 

Neveu, & Westman, 2017). The theory of 

COR is predictive of strain, burnout, 

traumatic stress and withdrawal behaviour. 

The theory forecasts that resource injury is 

the primary element in the process of stress 

building (Xia & Wang, 2019). Gaining 

resources is an important component for 

maintaining sound mental well-being 

among individuals. Resourceful gain is as 

important as resource loss. Loss of useful 

resources can be protected with resources. 

Many stressful situations arise as a result of 

resource loss, people are daily become 

exposed daily to the risk of failure in terms 

of wealth, position, time, energy and even 

well-being. Considering the impact of 

resource loss which has negatively 

impacted the resourcefulness of workers 

(Shapira-Lishchinsky & Even-Zohar, 

2011).  

Similarly, human beings often seek more 

valued resources and avoid loss of 

resources. Workers are motivated by pay 

raises, awards, promotions, and better 

conditions of service (Bon & Shire, 2022). 

When workers have access to a quality 

work climate and better pay their 

performance is at its peak but when they 

perceive a loss of such resource their 

performance declines, job discontentment 

emerges and withdrawal behaviour sets in 

(Hobfoll et al., 2017). In the same vein, this 

theory is generally considered the most 

suitable in stress-related research, It is 

generally believed in numerous 

organizational science research that COR 

theory is fundamental in connecting stress-

related work experience and workplace 

outcomes (Westman et al., 2012).  

According to Bon & Shire (2022), The 

primary pillars of the theory presumed that 

the loss of resources is more impactful than 

resource accumulation. The major resource 

in human life is food, accommodation, a 

sound sense of belonging, and societal 

recognition. The secondary resources are 

needed to protect the main resources 

including suitable work, a caring family, a 

friendly culture, time, and money.Further, 

the function of both resource forfeitures and 

gains in forecasting stress outcomes is also 

considered in Political behaviour, political 

inaction and reward politics are workplace 

stressors which threaten both individual 

and organisational resources (Hobfoll et al., 

2017). 

3. Methodology 

The methodology of this study is 

quantitative in nature and a cross-section 

survey design because data was collected 

within a period of one month through the 

administration of a structured questionnaire 

to 371 respondents. The population in the 

context of this study are the academic staff 

of public universities across the Northeast 

region of Nigeria. North-East region of 
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Nigeria has six states; these states are 

Adamawa, Bauchi, Borno, Gombe, Taraba 

and Yobe with each having two public 

Universities except Borno state which has 

three. Each state has both Federal and State 

universities. This current study has a total 

population of 9047 academic staff of Public 

Universities in North-East Nigeria (staff 

Nominal Roll, February 2023). To cartel 

possible sampling error, the sample size of 

the study was determined using Krejcie and 

Morgan’s (1970) table for determining 

sample size from a given population. The 

study drew samples from thirteen (13) 

public universities in North-East, Nigeria. 

For this reason, the study used multistage 

sampling. The universities were stratified 

into class federal and state universities The 

states were considered as clusters while the 

universities were stratified into two strata 

federal and state universities, because of 

differences in the population sizes of each 

university was categorised as a 

subpopulation and to ensure fair 

representation each subpopulation was 

allocated with the sample in proportion to 

their population. To achieve a fair sample 

for each sampling unit the number of 

populations for the 13 public universities 

was obtained from the establishment office 

of the universities.  

3.1 Measurement of Instrument 

The study has adopted the measurement 

instruments used in determining the 

relationship between the variables under 

study.  To measure reward politics the study 

adapted the perception of the organisational 

political scale on pay and promotion 

developed by Kacmar and Carlos (1997) 

while to measure withdrawal behaviour the 

study also adapted: Croparzano and 

Granday (1997). The study has subjected 

the measurement items to validity and 

reliability tests to ensure that the items can 

test the variables under study. The 

reliability of the measurement instruments 

was ascertained by assessing indicator 

loadings, internal consistency reliability 

using Cronbach’s alpha, reliability 

coefficient and the composite reliability, 

convergent validity employing the average 

variance extracted (AVE) and discriminant 

validity via the Fornell-Larcker criterion  

Table 3.1 indicated all the loadings meet the 

recommended 0.7 and above threshold 

while indicator items with loadings of less 

than 0.7 were deleted. Thus: Reward 

politics (RP) was initially measured by 

eight items but reduced to four items: Items 

RP1, RP2, RP3 and RP8 were deleted 

because they loaded below 0.7, Withdrawal 

Behaviour (WB) is also measured by eight 

items but purified to seven items. Item 

WB3 was discarded due to a low factor 

loading of below 0.7. All these were 

discarded to improve the reliability and 

AVE of the construct. Thus, this showed 

that the indicators of each construct were 

highly correlated with their respective 

construct and also all the AVEs are above 

the critical value of 0.5 (Hair et al., 2014; 

Hair et al., 2017) as presented in Table 3.1 

thus is indicative of convergent validity. 

To further verify the convergent validity of 

the measurement model, further analysis to 

determine the internal consistency 

reliability using Cronbach’s alpha, 

composite reliability and the reliability 

coefficient of the constructs was conducted. 

Table 3.1 shows the Cronbach’s alpha, 

reliability coefficient and composite 

reliability values of the constructs in the 

research model. As indicated by the result, 

the Cronbach’s alpha, reliability coefficient 

and composite reliability values, which 

measure the extent to which the indicators 

depict the construct, all reported values 

higher than the recommended minimum 

threshold of 0.7. Therefore, the requirement 

for convergent validity was achieved.  
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Table 3.1: Convergent Validity of Measurement Instrument 

Construct Item Loadings     CA CR AVE 

Reward_Politics RP4 0.749 0.740 0.912 0.596 

 RP5 0.765    

 RP6 0.720    

 RP7 0.762    

Withdrawal_Behaviour WB1 0.714 0.868 0.898 0.559 

 WB2 0.710    

 WB4 0.734    

 WB5 0.794    

 WB6 0.801    

 WB7 0.731    

 WB8 0.743    

4. Results and Discussion 

The power of prediction is the 

determination of the coefficient (R2) the 

coefficient of determination reveals the 

predictive power of the independent 

Variable (Reward politics,) on the 

dependent construct (Withdrawal 

behaviour). The R2 also signifies the level 

of variance in the dependent construct 

explained by the independent (Hair et al., 

2014). Figure 4:2 indicated that the entire 

four independent constructs in the 

structural model have a moderate effect on 

the endogenous construct with (R2 = 

0.403). This shows that the coll 

independent constructs explains about 40 

per cent of the variance in the endogenous 

construct (i.e., Withdrawal behaviour). 

Table 4.1 reveal that, reward politics 

(f2=0.125) has a moderate effect size on 

WB 

Table 4.1 Effect Size (f2) 

Constructs WB Effect size 

Reward politics 0.125  Moderate effect 

Table 4. 2: Significance Effect of Direct Path Coefficient 

Hypothesis Relationship Original 

sample  

Standard 

beta 

Standard 

deviation  

T statistics  P 

values 

Decision 

H1 RP -> WB 0.341 0.349 0.063 5.430 0.000 Accepted 
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This study hypothesized that there is a 

significant connection between reward 

politics and withdrawal behaviour.” The 

study suggested a positive and significant 

relationship between Reward politics and 

Withdrawal behaviour (β = 0.349, t =5.43, 

p= 0.000).  The result of the study is 

indicated in Tables 4.1 and 4.2, in other 

words, the regression weight for Reward 

politics in the prediction of withdrawal 

behaviour is significantly different from 

zero at the p-value of 0.000. Based on the 

results, it can be concluded that reward 

politics have a positive and significant 

relationship with Withdrawal behaviour. 

Thus, the hypothesis (H1): There is a 

positive relationship between Reward 

politics and Withdrawal behaviour is 

accepted.  

This study asserts that many university 

lecturers in northeast Nigeria have 

demonstrated that preferential treatment in 

rewards is one of the root causes of 

withdrawal behaviours Consequently 

lecturers in Nigerian universities are 

nowadays looking for jobs outside due to 

poor remuneration, incentives, and above 

all unfair conditions of service as well as 

internal office politics which often 

undermines staff wellbeing among 

academic faculties. The finding of this 

study is in line with the findings of (Nwizia 

Tordumbari Julius & and Alagah, 2017) 

and the study by Murtaza et al. (2022) 

which investigated the effect of perceived 

organizational politics and effort imbalance 

on work outcomes.  The study is also in 

accord with Imran and Haque (2018)  also 

ascertained that politics in the employee 

appraisal hurt employees’ job performance 

as well as overall organizational outcomes. 

This study is in tandem with COR theory 

One of the pillars of the theory believes that 

the actions of individuals in any 

organisation are usually driven by resource 

gain or loss, and politics in the workplace is 

usually influenced by self-interest 

promotion especially unfair application of 

rewards in universities has induced one of 

the vital resource losses in terms of 

lecturers’ withdrawal behaviour. Scholars 

usually assess politics in organisations 

through the lenses of COR theory because 

of its applicability in explaining work 

stress-related studies (Abbas et al., 2021; 

Bon & Shire, 2022; Hobfoll et al., 2017).  

5. Conclusion and Recommendations 

Politics in workplaces like universities has 

a multiplier effect not only on the lecturers 

but including the students of the institution. 

Lecturers who perceive negative politics in 

their faculties are less committed to both 

research and teaching assignments which 

by implication affects the quality of 

graduates produced by the universities. 

This study recommends that University 

administrators should put in place strategies 

that will cartel political behaviour when it 

is dysfunctional, especially politics which 

undermines the efforts of others in the 

organisation. Policies by universities in 

terms of pay raises, appointments, 

performance awards, job placement and 

scholarship/conference, attendance shall be 

done fairly. 

5.1 Limitations and Suggestions for 

Future Studies 

Although the scope of this study is wide and 

the result of this study brought new issues 

on politics in universities, notwithstanding, 

it calls for further studies in the field of 

organisational politics because change in 

every organization is inevitable. This 

means that even the phenomena that cause 

politics and withdrawal behaviour equally 

change. This study focused on the negative 

aspects of organisational politics and 

withdrawal behaviour. Therefore, further 

studies should be conducted on the positive 

side of organisational politics. The study is 

cross-sectional and there is a need for a 

longitudinal study as well as a qualitative 

study because much of the empirical 

evidence available are quantitative in their 

approach. 



International Journal of Intellectual Discourse (IJID)   

ISSN: 2636-4832        Volume 6, Issue 3.                              September, 2023 

 

117 
 

References 

Abbas, Z., Ansari, J., Gulzar, S., Zameer, 

U., & Hussain, K. (2021). The Role 

of Workload, Nepotism, Job 

Satisfaction, and Organizational 

Politics on Turnover Intention : A 

Conservation of Resources 

Perspective. Organizacija, 54(3), 

238–251. 

Https://doi.org/10.2478/orga-2021-

0016 

Akuffo, I. N., & Kivipõld, K. (2021). 

Authentic leadership competencies 

and positional favouritism : impact 

on positive and negative 

organisational effectiveness. 

International Journal of Applied 

Decision Sciences, 14(1), 81–104. 

Andrews, M.C.,& Kacmar, K. . (2001). 

Discriminating among organisational 

politics, justice, and support. Journal 

of Organizational Behavior, 347–

366. 

Aniefiok, O. E., Michael, E. A., & James, 

E. O. (2020). Academic Staff 

Perception of the Extent of 

Politicizing Administration of 

Universities : Implications for 

National Development Aniefiok 

Oswald Edet Michael Ekpenyong 

Asuquo. Mediterranean Journal of 

Social Sciences, 11(4), 38–48. 

Arshad, H., & Puteh, F. (2015). 

Determinants of Turnover Intention 

among Employees. Journal of 

Administrative Science, 12(2), 1–15. 

Http:jas.uitm.edu.my 

Bedi, A., & Schat, A. C. H. (2013). 

Perceptions of Organizational 

Politics : A Meta-Analysis of Its 

Attitudinal, Health, and Behavioural 

Consequences. 54(4), 246–259. 

Https://doi.org/10.1037/a0034549 

Bhatti, M. A., Alshagawi, M., Zakariya, A., 

& Juhari, A. S. (2019). Do 

multicultural faculty members 

perform well in higher educational 

institutions?: Examining the roles of 

psychological diversity climate, 

HRM practices and personality traits 

(Big Five). European Journal of 

Training and Development, 43(1–2), 

166–187. 

Https://doi.org/10.1108/EJTD-08-

2018-0081 

Bon, A. T., & Shire, A. M. (2022). Review 

of Conservation of Resources Theory 

in Job Demands and Resources 

Model. International Journal of 

Global Optimization and Its 

Application, 1(4), 236–248. 

Burris, E. R., Detert, J. R., & Chiaburu, D. 

S. (2008). Quitting Before Leaving: 

The Mediating Effects of 

Psychological Attachment and 

Detachment on Voice. Journal of 

Applied Psychology, 93(4), 912–922. 

Https://doi.org/10.1037/0021-

9010.93.4.912 

Bwonya, J. E., Ogutu, M., & Okeye, O. W. 

(2020). Organizational politics and 

performance of state departments in 

kenya. International Journal of 

Management and Leadership Studies, 

2(iii), 52–64. 

Chaturvedi, S. (2021). Evaluating the 

critical enablers of upward influence 

tactics using the DEMATEL 

framework in Indian iron and steel 

industries Shakti Chaturvedi. 

International Journal of Business 

Excellence, 24(2), 143–168. 

Clercq, D., D., Shu, C., & Gu, M. (2022). 

Overcoming organizational politics 

with tenacity and passion for work: 

benefits for helping behaviours. 

Personnel Review. 

Darr, W., & Johns, G. (2004). Political 

decision-making climates theoretical 

processes and multi-level 

antecedents. Human Relations, 57(2), 

169–200. 

Https://doi.org/10.1177/0018726704

042926 

Ferris, Gerald R. And Kacmar, K. . (1992). 

Perceptions of organisational politics. 

Journal of Management, 18(1), 93–

116. 



International Journal of Intellectual Discourse (IJID)   

ISSN: 2636-4832        Volume 6, Issue 3.                              September, 2023 

 

118 
 

Gaji, A. A., & Galoji, S. I. (2022). 

Organisational politics and employee 

withdrawal behaviour : a study of 

public institution in North-East. ACU 

Journal of Social and Management 

Sciences, 3(1), 177–200. 

Gaji, A. A., Madaki, A. A., Bello, M. S., & 

Hussaini, I. (2021). Antecedents of 

Perceived Organisational Politics and 

Psychological Withdrawal. East 

African Scholars Journal of 

Economics, Business and 

Management, 4(7), 138–145. 

Https://doi.org/10.36349/easjebm.20

21.v04i07.001 

Hobfoll, S. E., Halbesleben, J., Neveu, J., & 

Westman, M. (2017). Conservation 

of Resources in the Organizational 

Context : The Reality of Resources 

and Their Consequences. Annual 

Review of Organizational 

Psychology and Organizational 

Behavior, 5, 103–130. 

Hochwarter, W. A., Rosen, C. C., Jordan, S. 

L., Ferris, G. R., & Maher, L. P. 

(2020). Perceptions of Organizational 

Politics Research : Past, Present, and 

Future. Journal of Management, 

XX(X), 1–29. 

Https://doi.org/10.1177/0149206319

898506 

Imran, M., & Haque, A. U. (2018). 

Performance Appraisal Politics and 

Employees’ Performance in 

Distinctive Economies. Polish 

Journal of Management Studies, 

18(2), 135–150. 

Https://doi.org/10.17512/pjms.2018.

18.2.11 

Kacmar, K. M., & Carlos, D. S. (1997). 

Further validation of the perceptions 

of politics scale ( pops ): A multiple 

sample investigation. Journal of 

Management, 23(5), 627–658. 

Kapoutsis, I., Papalexandris, A., Thanos, I. 

C., & Nikolopoulos, A. G. (2012). 

The role of political tactics on the 

organizational context – career 

success relationship. The 

International Journal of Human 

Resource Management, 23(9), 1908–

1929. 

Https://doi.org/10.1080/09585192.20

11.610345 

Karppinen, V. (2007). The Role of 

Organisational Politics in 

Performance Appraisal Process. BIT 

Research Centre, Laboratory of Work 

Psychology and Leadership. 

Http://www.palkitseminen.tkk.fi/pdf

_kansio/RMC2007_Extended 

abstract_Virpi Karppinnen.pdf 

Kaya, N., Aydin, S., & 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. 

Koay, K. Y., Sandhu, M. S., Tjiptono, F., & 

Watabe, M. (2022). Understanding 

employees’ knowledge hiding 

behaviour: the moderating role of 

market culture. Behaviour and 

Information Technology, 41(4), 694–

711. 

Https://doi.org/10.1080/0144929X.2

020.1831073 

Lu, Y., Hu, X., Huang, X., Zhuang, X., & 

Guo, P. (2017). The relationship 

between job satisfaction, work stress, 

work–family conflict, and turnover 

intention among physicians in 

Guangdong, China : a cross-sectional 

study. 1–12. 

Https://doi.org/10.1136/bmjopen-

2016-014894 

Mishra, P., Kodwani, A. D., Sharma, S. K., 

& Swami,  and S. (2020). 

Antecedents and consequents of 

organisational politics: mediating 

role of relationship conflict. 

International Journal of Indian 

Culture and Business Management, 

20(4), 444–466. 

Mishra, P., Sharma, S. K., & Swami, S. 

(2016). Antecedents and 

consequences of organizational 

politics : a select study of a central 



International Journal of Intellectual Discourse (IJID)   

ISSN: 2636-4832        Volume 6, Issue 3.                              September, 2023 

 

119 
 

university. Journal of Advances in 

Management Research, 13(3), 334–

351. Https://doi.org/10.1108/JAMR-

05-2015-0033 

Nnenna, O. G., & Mbah, S. I. (2019). 

Organisational politics and employee 

performance: a study of selected 

tertiary institutions in Anambra State, 

Nigeria. Global Journal of Education, 

Humanities and Management 

Sciences (GOJEHMS), 1(2), 52–74. 

Nwizia Tordumbari Julius, U. O., & 

Alagah, A. D. (2017). Organizational 

politics and employee ’ s job 

satisfaction in the health sector of 

rivers state. International Journal of 

Advanced Academic Research, 3(7), 

88–106. 

Okache, G. O. (2020). Skill Variety and 

Employee Withdrawal Behaviour in 

Telecommunication Firms in Port 

Harcourt, Nigeria. International 

Academic Journal of Management 

and Marketing, 6(5), 32–46. 

Olufayo, B., & Akinbo, T. (2022). 

Determinants of turnover intention 

and organisational politics in selected 

Engineering companies in the Niger 

Delta Region of Nigeria. Applied 

Journal of Economics, Management 

and Social Sciences, 3(2), 1–8. 

Https://doi.org/10.53790/ajmss.v3i2.

32 

Roques, O. (2022). Effects of perceived 

organisational politics and effort–

reward imbalance on work outcomes 

– the moderating role of mindfulness. 

Personnel Review, October, 1–24. 

Https://doi.org/10.1108/PR-09-2020-

0706 

Serfraz, A., Munir, Z., & Mehta, A. M. 

(2022). Nepotism Effects on Job 

Satisfaction and Withdrawal 

Behavior : An Empirical Analysis of 

Social, Ethical and Economic Factors 

from Pakistan *. Journal of Asian 

Finance, Economics and Business 

Vol, 9(3), 311–318. 

Https://doi.org/10.13106/jafeb.2022.

vol9.no3.0311 

Shahani, N., Nawaz, M., Syed, A., & 

Dharejo, N. (2019). Two Facets of 

Organizational Politics, the 

Constructive and Destructive Role of 

Organizational Politics on Employee 

Work-Related Attitudes : A 

Theoretical Study Negative Aspects 

of. Annals of Contemporary 

Developments in Management & HR 

(ACDMHR), 1(1), 15–22. 

Https://doi.org/10.33166/ACDMHR.

2019.01.003 

Shapira-Lishchinsky, O., & Even-Zohar, S. 

(2011). Withdrawal Behaviors 

Syndrome: An Ethical Perspective. 

Journal of Business Ethics, 103(3), 

429–451. 

Https://doi.org/10.1007/s10551-011-

0872-3 

Teelken, C., Taminiau, Y., Rosenmöller, 

C., Taminiau, Y., & Rosenmöller, C. 

(2021a). Studies in Higher Education 

Career mobility from associate to full 

professor in academia : micro-

political practices and implicit gender 

stereotypes micro-political practices 

and implicit gender stereotypes. 

Studies in Higher Education, 46(4), 

836–850. 

Https://doi.org/10.1080/03075079.20

19.1655725 

Teelken, C., Taminiau, Y., Rosenmöller, 

C., Taminiau, Y., & Rosenmöller, C. 

(2021b). Studies in Higher Education 

Career mobility from associate to full 

professor in academia : micro-

political practices and implicit gender 

stereotypes micro-political practices 

and implicit gender stereotypes. 

Https://doi.org/10.1080/03075079.20

19.1655725 

Tian, A. Y., Ahmmad, M. F., Tarba, S. Y., 

Pereira, V., Arslan, A., & Khan, Z. 

(2021). Investigating Employee and 

Organisational Performance in A 

Cross-Border Acquisition: A Case of 



International Journal of Intellectual Discourse (IJID)   

ISSN: 2636-4832        Volume 6, Issue 3.                              September, 2023 

 

120 
 

Withdrawal Behaviour. Human 

Resource Management, 60, 753–769. 

Ugwu, F. O., & Onyishi, I. E. (2013). 

Exploring the Relationship between 

Perceptions of Organizational 

Politics and Work Engagement: An 

Investigation in the Nigerian 

University Context. 7th International 

Technology, Education and 

Development Conference 

(Inted2013), March, 3568–3575. 

Ullah, S., Hasnain, S. A., Khalid, A., 

Aslam, A., & Zealand, N. (2019). 

Effects of Perception of 

Organizational Politics on 

Employee’s Well-Being : The 

Mediating Role of Trust and 

Interpersonal Conflicts. European 

Online Journal of Natural and Social 

Sciences, 8(1), 1–14. 

Westman, M., Davidson, O. B., Hobfoll, S. 

E., & Chen, S. (2012). Organizational 

stress through the lens of 

conservation of resources ( COR ) 

theory. Research in Occupational 

Stress and Well-Being, 4, 167–220. 

 


