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Abstract: This study aimedat analyzing %infl uence of perception of organizational politics (POPs) and wark-family conflict (WFC)on job stress (JS)
and intention to quit (ItQ) within the setting of adjunct faculty at Jambi university. POPs and WFC were studied as worel antecedents, with JS being
individual-level antecedentsandItQbeing the consequence of POPs and WFC. An inferential research design through a cross-sectional study was used
sincethe data were collected at one point in time. It was conducted on adjunct faculty from 13 faculties at Jambi university by filing an online
questionnaire. 192 adjunct lecturers were taken as respondents (44% male, 56% female). The findings imply that POPs have a direct influence on JS
and ItQ. POPsalso have an indirect influence onltQ through JS. Similarly, WFC has a direct influence on JS and ItQ. It also has an indirect influence
onltQ through JS while JShas a direct influence onltQ. It suggests university leaders need to reconsider and / or restructure the work environment - and
to start an organization effectiveness program. The work environment is the source of JS and ItQ. Redesigning work and arranging flexible schedules

mai reduce JS and ItQ.
eywords: Perception of organizational politics; Work-family conflict; Job stress; Intention to quit.

1. INTRODUCTION

Higher education institutions have experienced significant
financial difficulties due to economic recession since 2018
(Kelderman, 2009). [1] Such also happened in Indonesia.
To solve it, the Indonesian government has made various
endeavors and launched various regulations and policies.
One of the policies is the Law on Higher Education 2012. It
demands that in addition to academic autonomy,
universities should also have non-academic autonomy such
as eaming money for themselves. Law number 12 year
2012 Article 65 and Government Regulation(PP) number 4
year 2014 article 27 divides the scheme of management of
state universities (PTN) into: a. PTN in general state
financial management schemes or recognized by PTN-
SATKER (Work Unit of State Universities) or PTN PNBP
(State Universities under Non-Tax State Revenue Scheme),
b. PTN with the scheme of financial management of public
service bodies or PTN-BLU, and c. PTN as a legal entity or
PTN-BH. Due to differences (in service tariffs, financial
reporting schemes, study program administration and HR
management), each PTN group has a different
organizational politics, resulting in varied organizational
political perceptio@ro]ected by each university its faculty
(lecturers). Since Ferris et al. (1989) presented a model
about organizational political perceptions (POPs model),

ny of the research results have been gamered. The

Ps model records three general antecedent categories
that influence individual perceptions towards organizational
politics: organizational influence, work / work environment,
and personal influence. [2] Research on organizational
factors gives consistent support to centralization and
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formalization as predictors of political perception. However,
such consistent support frequently does not get attention
within the level of hierarchy and size of the organization.
Besides, the support for control span and trade unions is
also absent. In relation with it, research on the influence of
the work / work environment shows that advancement
opportunities, interactions with supervisors, and interactions
and coworkers are well connected toorganizational political
perceptions.Other important components to POPs are
mixed support for work autonomy relationships, skill
variations, and feedback. Research on personal influence
seems to have produced the fewest significant results. The
only variable of personal influence believed be consistently
related to perceived politics is Machiavellianism. [3] With
regard to outcome measures in the POPs model, political
perceptions appear to indicate a consistent relationship with
job anxiety / job tension and job satisfaction.Nonetheless,
relationships of POPs with organizational withdrawal (i.e.
intentions for turnover, turmnover, absenteeism), political
behavior, and organizational citizenship behavior vary. The
relationship of political perception with results has been
shown to be moderated throughan understanding in the
way originally hypothesized in the Ferris et al.'s Model.
(1989). [4] Age, sex, organizational tenure, race, and
political perception have also been proven to be moderating
the relationship political perception-outcome.Based on
Ferris POPs, this study examined the influence of
organizational political perceptions (POPs) and work-family
conflicts (WFC), on job stress (JS) and intention to quit (ItQ)

he context of adjunct faculty at Jambi university. This
study investigated the relationship between POPs and WFC
on two levels of antecedents and consequences
simultaneously. POPs and WFCs were studied as work-
level antecedents; JS was studied as individual-level
antecedents; and ItQwas considered a consequence of
POPs and WFC.
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2. REVIEW OF LITERATURE

Perception Organization Politics (POPs) Organizational
politics is a prevalent and unavoidable part of an
organization's social order (Pfeffer, 2013). [5] Politics is a
widespread phenomenon in organizations, with 88% of
managers reporting it within their organizations (Buchanan,
2008). [6] Organizational politics is a social impact where
behavior is intended®g) capitalize on short-term or long-term
interests, whether consistent with or at the cost of the
interests of others (Miller et al., 2008a). [7] The way in
which workerscomprehend organizational politics, and the
consequences of perception has been investigated by
examining organizatioq political perceptions (POPs),
defined as individuals, subjective evaluations of the extent
to which the work environment is characterized by
coworkers and supervisors who exhibit selfish behavior
(Ferris and Kacmar, 1992). [8] Based on this definition,
organizational politics belongs to antecedents of perceived
politics. Organizational ffjlitics is the action taken in an
organization to obtain, develop, and use power and other
resources in ways that lead to personal favored results
(Mintzberg, 1985). [9] Highly political organizations reward
employees who: a) engage in powerful influence/self-
promotion tactics, b) take recognition for the work of others,
c) are strong coalition members, and d) have networks with
high-achieving allies. Although there are different
conceptualizations of organizational politics, a theme shows
concern with selfish behavior that is not accepted by an
organization (Valle and Perrewe, 2000). [10] POPs are
employees' perceptions of selfish behavior displayed by

inant  organizational members regarding the
manipulation of organizational rules and policies to serve
some individuals at the cost of others (Kacmar and Ferris,
1991). [11]According to Tlaiss (2013), organizational politics
suggests individual actions that have an influence on the
actions, behavior, and decision-making processes. [12] The
ingenioususage of control by individuals for personal
interests in organizations can be associatedwith
organizational politics (Bouckenooghe et al., 2015). [13]
Monitors can both politically use their power and interfere
with the decision-making process (Baloch et al., 2017). [14]
The results lead to some damaging consequences for the
organization,including decreased job satisfaction,
motivation levels, work-related tensions and high turnover
intentions (Daskin and Tezer, 2012). [15] Elbanna (2016)
sees the importance of organizational politics as a behavior
that is shown because something that is vital is risky for
people who have achieved or lost th tuation. [16]
However, research shows that teamwork can reduce the
detrimental effects of perceived organizational politics (Buit
et al., 2013). [17] Zhonghua and Chen (2014) also describe
organizational politics as a dynamic that impacts social
relations in which employees involve themselves in
expldEg direct opportunities to fuffill their own interests.
[18] Ferris et al., (1989) developed a theoretical POPs
model on the basis of the premise that behavior is driven by
the perception of reality (Kurt Lewin, 1936) rather than by
the occufhce of objective political behavior. The model
implies that organizational factors (e.g. centralization,
delegation of authority, and range of control), workplace
environment, and individual factors contribute to POPs -
which in turn affect individual work attitudes and behaviors.
Further studies scrutinized various relationships proposed
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in the model. Through such model, the effect of POPs on
work stressand intention to was investigated. Although
organizational politics may be healthy, scholars and
practitioners come to an agreement that a politically
motivated work environment causes widespread damage
(Kiewitz et al., 2009). [19] Both single studies and meta-
analyses support the do t view of political perception
as a cause for pressure (LePine et al., 2005) [20] t is
disruptive and demeaning (Chang et al., 2009a). [21]Ferris
et al. (1994) identified organizational politics as a trigger for
environmental stress and suggested t employees who
understand this activity wundergo higher levels of
psychological tension (e.g. anxiety and Pork tension). [22]
In response, many studies suggest that stress is an
explanatory mechanism by which POPs are related to
results (Chang, Rosen, & Levy, 2009). [23] Researchers
have suggested various stress theories to explain the
processes in which [@blitics has an effect, including job
demand resources (Ganster et al., 2011), [24] person-
environment fit (P-E fit) (Christiansen, Villanova, &Mikulay,
1997 ), [25] and assessment and coping (Perrewe’, Rosen,
&Maslach, 2012). [26] However, more often than not,
researchers have shown similariies between political
patterns and the possibility of stress, nlithout explicit
recognition of certain stress theories (Gilmore, Ferris,
Dulebohn, & Harrell-Cook, 1996). [27] Indeed, there is a
great resemblance between organizational politics and
stress. Schuler (1980) suggested that certain environmental
conditions or causes of stress in work stress may result in
tension. Tension is categorized as an effect in the form of
psychological, physical and behavioral stresses.
Psychological effects include anxiety, tension, depression
and boredom while physical effects include cardiovascular
disease, cancer and heart attacks. Further, behavioral
effects include abnormal alcohol intake and aggression.
[28] POPs are work environment stressors, which produce
the most prominent psychological tension, which is work
anxiety. The majority of Organization Politics (OP) scholars
have studied the relationship of OP with work stress
(Vigoda and Talmud, 2010). [29] Hulin (1991) has
introduced two procedures of withdrawal behavior; they are:
psychological withdrawal and physical withdrawal.

chological withdrawal is a condition in which an
employee is physically present at work but mentally absent
(disengagement). Physical withdrawal refers to the actual
withdrawal from an organization. The relationship between
the precursors of employee withdrawal behavior and the
actual employees’ turnover is mediated by their intention for
the turnover itself (Mobley et al., 1978). Higher POPs result
in higher levels of intention for people to leave the
organization (Randall et al., 1999). [30] Although POPsare
positively related to employee intentions to leave office, its
relationship with psychological withdrawal is stronger in
public sector organizations.Many researchers have
examined the effect of POPs on intention to quit, but the
results are inconsistent, with some showing a variety of
positive ffflationships (Hochwarter et al., 1999), [31] no
effect &panzam et al., 1997), [32] and negative

tionship (Larwood et al., 1998). [33] Agarwal (20186)
ound a negative relationship between the perceived
political environment and the intention to quit. [34] Because
politics increasesburden to the environment, people may
feel better leaving the organization (Vigoda-Gadot and
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Drory, 2006). [35] When perceptions about politics are high
and are coupled with the disappointments that accompany
them, higher tumover intentions will emerge@:rris et al.,
1989). [36] From the description above, a hypothesis is
proposed:

Hy: There is a direct influence between POPs and JS.

H.: There is a direct influence between POPs and ItQ.

17
%rk-Family Conflict (WFC) According to Voydanoff (2005),
work-family conflict (WFC) refers to the cognitive evaluation
carried out by an individual from his work, family, resources,
and requirements. [37] French et al., (2018) state that WFC
refers to employee perceptions about conflicts arising from
clashes betwee ork challenges and family problems,
which can occur in two directions: work that interferes with
family ( ) or family that interferes with work (FIW)). [38]
Further, Netemeyer et al. (1996) suggest that work-to-family
conflict refers to a form of inter-role conflict in which general
demands, time devoted to, and pressure cr by work
interfere  with the implementation of family-related
responsibilities. In contrast, family-to-work conflict refers to
a form of inter-role conflict in which general demands, time
devoted to, and pressure created by families interferes with
the implementation of work-related responsibilities." [39]
day, most employees experience work-fa conflicts
due to changing nature work and workforce. There have
been many changes in the workplace over the past three
decades in terms of increased working hours, work shifts,
schedule flexibility, and employers' access to employees
due to technological advances (e.g. access to e-mail after
regular working hours) (Bianchi &Milkie,g@010). [40] In
addition, the current workplace is getting more diverse in
terms of the sex, race, and marital status of ployees
(Perry-Jenkins, Newkirk, &Ghunney, 2013). [41] Greenhaus
and Beutell (1985) further maintain that conflicts can occur
when: the time spent on the requirements of one role
makes it diffflt to fulfill the requirements of the other, the
pressure of participation in one role makes it difficult to fulfil
the requirements of another, or the specific behavior
required by one role makes it difficult to fulfill the
requirements of the other. [42]WFC has been examined in
hundreds of empirical, experimental and analytical studies.
In the literature, various antecedents and consequences of
WFC hav en identified (Frone et al., 1992). [43] A meta-
analysis was conducted to investigate the relationship
between three pairs of antecedents (demand / control,
autonomy / hours spent in the work and family domain as
well as excessive roles / flexibility) and WFC. In addition,
some analyzed how and to what extent WFC influences
employee attitudes (i.e. commitment), behavior (i.e.
performance) towards work, family, and their career
consequences (Eko, et al., (2019). [44] Work and family
demands were found to be positively related to WFC, while
controls held at work or family would be negatively related
to WFC. Excessive roles at work and family were related to
WFC - while those who had flexibility from work schedules
would be negatively related to WFC. Besides, WFC is
negatively relat to employee career development
outcomes. Work-family conflict is a manifestation of inter-
role conflict in the form of negative effects from the work-to-
family domain (Byrne and Barling, 2017). [45] This
essentially determines the level of stress for employees
when they spend more time working, which results in less
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time available to the family. The conflict between both roles
- work and family - isunavoidableas they draw in the
contrarycourse, which is completely dissenting with each
other. It is because the two areas differ in ands,
priorities, norms, expectations and requirements (g;ffer et
al., 2016). [46] Thus, work-family conflict is a stress variable
that emerges when a personspendsaore time at work,
leaving a conflict with family demands. Recent research has
paid much attention to the relationship between work-family
conflict and stress. Indeed, there is ample evidence that
work-family conflict has a significant impact on the physical,
behavioral and cognitive-emotional well-being of individuals
(Kirrane& Buckley, 2004), [47] with one of the most
significant negative results being expressed as a rise in
stress at work (Frone et al., 1992). [48] Similarly, Dewe et
al. (2010, p. 95) stat at worklife conflicts as particular
type of stressor. [49] Likewise, Friedman (2006) explains
how conflict itself creates tension and stress. [50]Hence,
the roles of work and family are inversely proportional to
each other, giving time to one role to cause conflict with
other roles (Hughes et al., 1992). [51] Ahmad (2008) found
that work-family conflict is a stress factor and can reduce
performance and behavior that might quickly cause fatigue
hmad, 2008). [52] This work-family conflict increases
work stress, especially for working mothers who usually
also do mo: the housework (Lam, McHale, &Crouter,
2012). [53] Work-family conflict is positively related
emotional exhaustion - whereasfamily-work conflict is
negatively related to life satisfaction and affective
commitment, yet positively related to intention to move
(Zhang, et.al, 2012). [54] Increased WFC has been shown
to have harmful effects: reduced job satisfaction and
incr@ad turnover (Su-Ying Pan, Ying-Jung Yeh, 2019).
[55] Brunel and Grima (2010) found a positive relationship
between work-school conflict, stress, and tu er
intentions. [56] Lambert, Hogan, and Altheimer (2010)
examined the relationship between work-family flict and
work fatigue. They found that the greater the family-work
conflict is, the greater the work fatigue one experidfiks.
[57] Rupert, Stevanovic and Hunley (2009) found that work-
family conflict and family-work conflict are significantly
mated tothree saturation subscales. In particular, higher
work-family conflicts and work-family conflicts are
associated with lower feelings, personal achievement,
greater emotional exhaustion and gr@r client
depersonalization. [58] Work-family conflict tends to be
positively related to stress (Rabenu. E, etal, 2014). [59]
Froffhe description above, a hypothesis is proposed:

Hs: There is a direct influence between WFC and JS.

H,: There is a direct influence between WFC and ItQ.

Job Stress (JS)The nature of work has transformed since
the 1970s. Economic, technological, legal, political and
other changes have had a substantial effect on work in
organizations; these changes may have implications for the
distribution of work stress een jobs (Tausig, M et.al,
2015). [60] Job stress (JS) refers to the emotional release
of an employee from his job which creates dissatisfaction
with personal and professional lives, achievements and
conflicts of work life (Ben-Porat and ltzhaky, 2015). [61] JS
is generally known as a seriousissue for organizational
managers because job stressors likely contribute to
organizational inefficiency. In addition, it can also cause
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employees to be under a lot of pressure of various work
stressors. Likewise, work stressors cause organizational
inefficiency, high staff turnover, absence due to iliness,
decreased performance quality, increased health care costs
and decreased job satisfaction and job productivity
(AmnaAnjum and Xu Ming, 2018). [62] One of the results of
an organization @kt is affected by work stress is
performance. JS is a mental and physical condition that
affects one's productivity, effectiveness, personfZhealth,
and quality of work. JS victims undergo lower quality of
work life and performance. The perilous and costly
consequences of stress indicate the need for strategies
limit stressors in an organization. Organizations which do
not adopt strategies to reduce stress might find their
employees looking for other better opportunities. Conflicts
of stress due to overwork, long hours at work and work
intensification have a profound effect and often damage
organizations in developed countries (Alarcon, 2011). [63]A
review of the research literature on JS shows that work
stress is an active research topic since it has the potential
to jeopardize personal health and organizational
effectiveness (Louis Tze-NgaiVong et al, 2018). [64]
Although can be caused by many reasons, such
reasons can be broadly divided into two categories:
personal aspectsand organizational aspects (Takahashi
and Takahashi, 2010). [65] Personal factors include - but
not limited to - individual coping abilities (Dhar and Dhar,
2010), [66] locus of control (Huang, 2006), [67] type A
behavior (Jamal, 2005), [68] traits of personality (Kim et al.,
2007) [69] and self-esteem (Lee et al, 2013). [70]
Furthermore, organizational factors include working
conditions (Schreyer and Krause, 2016), [71] job demand
and job control (Chiang et al., 2010), work creativity
requirements (Hon, 2013) and supervisory support (Hon et
al., 2013), [72] to name a few. JS effects cannot be taken
for granted. Many studies have revealed its adverse effects
on employee health and physiological well-being (Sang et
al., 2013). [73] Individuals with a high stress level are found
to suffer from cardiovascular disease (Welker-Hood, 2006),
[74] poor mental health (Park et al., 2016), [75] headaches,
fatigue, ulcers and blood pressure (Krone et al., 1989). [76]
JS is also very detrimental to the psychological well-being
of the employees. Previous studies have shown that
stressed workers are more likely to suffer from low self-
esteem, resulting in feelings of helplessness and
hopelessness (Cooper et al., 2001). [77] They are also
more likely to experience depression (Reed, 2014), [78] as
well as anxiety, frustration and emotional exhaustion (Kim,
2008). [79] In addition, when emffJjees cannot take
advantage of work stress, they are more likely to
experience work-family conflict (Lui et al., 2017). [80]
Family-work conflict and organizational and operational
factors impact work stress (Jessica C.M. et al., 2018).
[81]The negative effect of JS on organizational performance
is also widely noted. Common types of organizational
dysfunction caused by stress include health care costs
(Guthrie et al., 2010), [82] workplace accidents (Salminen
et al., 2014), [83] job dissatisfaction (Rdssler, 2012), [84]
lower organizational commitment (Chiang and Liu, 2017),
[85] poor service quality (Humborstad et al., 2007), [86]
reduced productivity (Singh, 2000) [87] and shifting
intentions (Hwang et al. , 2014). [88] In education domain,
JS is also experienced by teachers. Teacher siress can be
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defined as unpleasant teacher experiences, negative
emotions, such as anger, anxiety, tension, frustration or
depression(Kyriacou, 2001, p. 28) resulting from the
demands of teaching work, as well as the degree of
discrepancy between these demands and one's ability to
overcome them. [89] Stress among teachers is a prevalent
problem, and may get worse (Liu and Onwuegbuzie, 2012).
[90] One study found that up to a quarter of teachers found
their work very stressful (Borg, 1990). [91] According to
Henk M. van der Ploeg, (1989) teachers, administrators,
managers and directors of educational institutions seem to
be among those who have jobs that impose high demands
on individuals, thereby increasing overall stress levels.
Education managers are reported to be most depressed by
overwork, and time pressures and deadlines. School
managers are among the main stressors of their
interpersonal relationships; and university managers seem
to be particularly emphasized by unclear and iEEllicit
decision making. [92] Universities are very prone to the
adverse effects of pressure on staff, mosily due to the
recent dramatic increase in workloads. Similarly, they are
also affected by the last decade of rapid changes in the
form of incorporation and reform due to the goals and
activittes that have accompanied these changes
(Christopher F. et al., 1996). Henk M. van der Ploeg
reported that the general staff was the most agitated;
technical staff and middle and junior administrative staff
were the most disturbed; and junior academic staff
experienced the most work stress. The library staff was
absent almost every day due to iliness and their medical
treatment appointments. Younger staff were more anxious
and disturbed than older staff. Staff aged between 31 and
40 suffered the most from work pressure, perhaps
suggesting they fought in frustration to pursue promotion
opportunities. [93] In addition, JS teachers have been
proven to experience direct and negative influenc job
satisfaction (De Nobile and McCormick, 2008). [94] Liu and
Ramsey (2008), for efffple, found that stress due to poor
working conditions (inadequate time for planning and
preparation and heavy teaching burdens) had the strongest
influence on teacher job satisfaction. [95] High stress levels,
however, are an unavoidable consequence of challenging
conditions. Simple but persistent gender differences in JS
are generally found, with female teachers reportedly having
greater stress than male teachers. It is possibly due to
higher overall workloads and greater conflicts between work
and family roles (Greenglass and Burke, 2003). [96] With
regard to JS, many studies provide consistent evidence
showing that JS is stro relatedto the wish of employees
to keep working (Gilles et al., 2014; Vong and Tang, 2017;
Brom et al., 2016; Hwang et al., 2014). Specifically, they
consistently reported a negative relationship between these
two variables, which means that the higher the JS, the less
the employee's desire to stay with the organization. From
the description above, a hypothesis is proposed:

Hs: There is a direct influence between JS and ItQ.

Intention to Quit (tQ)Employees' intentional and
unintentional desires to leave their organization are
generally defined as intention to quit (ItQ) - and are a
significant precursor to turnover decisions (Griffeth et al.,
2000). [97] Based on Ajzen's planned behavioffgheory
(2002), several tumover models suggest that turnover
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intention is a reliable proxy and predictor of turnover
behavior (Cohen et al., 2016). [98] Recent research also
reports a consistent relationship betweenintention to move
out from a current job and actual turnover (e.g.Peltokorpi et
al.,, 2015). [99] One might argue that such intention has not
yet been realized, but may have a negative effect on
organizational effectiveness. Therefore, by identifying
antecedents of turnover, employers can better monitor their
employees’ attitudes and perceptions and develop
preventive mechanisms to better manage direct and indirect
costs. Employee retention, especially skilled or professional
workers, seems to be a al problem in several different
fields. Employers must consider the risk of losing their
trained employees who might leave better prospects in
other organizations (Dedffwatanapaisal. D, 2018). [100]
Discharge of employees not only affects normal operation
and quality of work but also increases economic costs -
both in terms of direct costs (e.g. replacement, recruitment
and selection, resources, time management) and, perhaps
more importantly, in terms of indirect costs (i.e. enthusiasm
work, cohesion, commitment, pressure on the remaining
staff, organizational memory). This is called as a loss of
social capital (Boxall and Purcell, 2008). [101]
Employee'sitQ has been widelyexplored. This shows that
this variable is very important for organizational success
and labor productivity. The results of such research can
help manageent to evaluate the suitabilty of
organizational structure, human resource management
(HR) and management policies and strategies for
preservation (Bernthal and W , 2001). [102] In addition,
Employee's [tQ can occur due to inadequate compensation,
benefits, working conditions, low morale, and unsatisfactory
recruitment a'actices (Aladwan, et al. 2013). [103] In
addition, it Is associated with the direct costs relatedto
replacement, employment, management, recruitment and
selection, as well as indirect costs resulting from low
morale, pressure on other employees, training, service
quality, and loss of social capital (Griffin and Moorhead,
2011). [104] Currently, there are many aspects that impact
the ItQ variable. A study investigating the cormrelation
between organizational environm employee personality
and ltQshows that organizational climate has a significant
connection with an employee's [tQ.  Structure,
responsibilities, rewards and support are negatively related
to Q. In addition, they found that dominant and sociable
personality significantly influence the relationship between
organizational climate and ItQ (Liew and Sharan, 2008).
[105] Work attitudes, promotion opportunities, and
supervisory Elipport predict employee KQ (Fadi, et al.,
2009). [106] Demographic characteristics such as age and
experience have a pos relationship with tQ (Mathis and
Jackson, 2010). [107]Stressors such as work overload,
organizational environment and job uncertaintylead to ItQ
(Leontaridi and Ward, 2002). [108] In addition, institutional
factors, labor composition, differences in compensation,
efficiencywage, and incentives and benefits affect RQ
(Organizatioffor Economic Cooperation and Development,
2008). [109] On the other hand, work-family conflict préicts
job satisfaction and employee'sitQ. As well as other
variables such as organizational tenure, supervisor support,
overtime and shift time affect ItQ (Hajar et al., 2011). [110]
Theydrew a conclusionthat organizational mastery and
employer's support to his employees’ work performance
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can minimize family-work conflict.tQ with family-work
conflict are insignificant influences (Karatepe, 2009). Job
opportunities will most Iil?l influence the level of RQ.
Personal responsibility has the lowest impact on
employees’ ItQ. Furthermore, demographic variables such
as gender, age and educational background show a
significant role as well ashave a positive and significant
relationship with employee'sltQ (Aladwan, et al. 2013).
Supervision is strongly connected to employee’sltQ. The
study also revealed that female employees intended to
leave the organization more often than their male
counterparts, especiallywhen they considered their
ployersbad-mannered (Pradhan, etal, 2018). [112]
istributive justice, trust in the organization, and job
urity negatively affect turover intentions. In addition,
affective commitment mediates the effect of job security on
tumover intentions (Wong & Wong, 2017). [113] Although
there are many factors that influence the ItQ v%:ble,
further research on employee's ItQis needed to identify
appropriate steps to resolve this problem and provide more
definitive  information  important to  organizational
management and HBM as well. From the description
above, a hypothesis is proposed:
Hjg: There is an indirect effect of POPs on itQ through JS
H>: There is an indirect effect of WFC on ItQ through JS

3. METHOD

Data collection procedure This studyemployed survey
method. The survey was conducted on the population of
Jambi university, particularly adjunct faculty comprised of
404 respondents from 13 different faculties: from small
faculties to large faculties. Respondent participation was
voluntary and strict anonymity was ensured for all
respondents. A total of 404 people was asked to fill out an
online-gquestionnaire through the academic information
system of the Institute of Information and Communication
Technology Development of the Jambi university for 3
months (June-July 2019). It turned out thatonly 192 of them
(47.52%) filled out the online-questionnaireentirely. Thus,
192 data were available for statistical analysis. The
qualifications of respondents ranged from master's degree
(S-2) by 96% and doctoral degree (S-3) by 4%. The
respondents were comprised of 56% women and 44% men,
which showed that female adjunct lecturers still dominated
the entire adjunct culty at Jambi university.
MeasuresPerception of rgaroational Politics. This variable
was measured to adopt the Perception of Organizational
Politics Scale (POPs) that was first developed by Kacmar
and Ferris (1991) and later re-examined by Kacmar and
Carlson (1994), which had been adjusted to respondent's
condition. 6 items were used while the sample items were:
"Favoritism rat€@r than merit determines who gets ahead
around here". Respondents reported the degree to which
they agreed with the items. The scale ranged from 1
(strongly disagree) to 4 (strongly agree), so that a higher
score [BFgant a stronger perception of organizational
politics.Work-Family ~Conflict (WFC).This vafiZble was
measured to adopt WFC scales developed by Netemeyer,
R.G., Boles, J.S. and McMurrian, R. (1996), which had
been adapted to the conditions of the respondents. 5 items
were used while sample items were: "The d nds of my
work interfere with my home and family". Respondents
reported the degree to which they agreed with the items.
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The scale ranged from 1 (strongly disagree) to 4 (strongly
agree), so ti§Za higher score meant a stronger WFC.Job
Stress (JS). This variable wa§&¥lleasured with the job stress
scale (JSS) developed by Lambert, E.G., Hogan, N.L.,
Camp, S.D. and Ventura, L.A. (2006), which had been
adjusted to the condition of the respondent. 5 items were
used while sample items were: Iot of time my job makes
me very frustrated or angry". Respondents reported the
degree to which they agreed with the items. The scale
ranged from 1 (strongly disagree) to 4 (strongly agree),
respondents who scored high on these scales can be
interpreted as the ones who exhibited higffffevels of job
stress.Intention to Quit (ItQ). This variable was measured
using three items modified from the three items proposed
by Hunt et al. (1981) and was once used by Mauricio A.
Valle Gonzalo A. Ruz Samuel Varas. (2015). The options
this question were: | would rather keep working here
anyway; | might keep working here; It is not something that
worries me at all; Maybe | will stop workingfiere; In any
case | would prefer to stop working here. Respondents
reported the degree to which they agreed with the items.
The scale ranged from 1 (strongly disagree) to 4 (strongly
agree), so that a higher score meant a stronger intention to
quit.Data analysisTo test the causality relationship between
iables, a path analysis was employed. The research
data were analyzed using the Statistical Package for Social
Sciences version 22.0 (IBM SPSS StaffZcs). To determine
reliability, each item on each variable was assessed using
the Cronbach's Alpha coefficient. To test hypotheses about

ect and indirect effects, a path analysis was used through

OS (Analysis of Moment Structure) software version
18.00.

4. RESULTS =

Sample characteristicsCharacteristics of the sample are
presented in TABLE 1. The sample is dominated by women
(54%); this reflects the characteristics of adjunct faculty at
the Jambi university is dominated by females. As many as
98% of respondents aged over 26 years, 72% of them
experienced more than 26 years as an adjunct lecturer -
and 96% of them had a master's degree.

TABLE1. Summary of Descriptive Statistic Sample
Characteristics

Variable Obs. Number | Percestage | Cumulative
Male T “ “
Cender | 192

Female 108 L7 100
5 | . 4 | n | n

Age r 1 19 T T
26 188 9% 100
1.2 Year b . | p.
Experience r - 1 192 r T - T -
-3 Year 138 2 100
Master 14 % %

Educational Qualifikations 192 T
Doctorate § 7] 100

Assumption Test Normal P-P plot of Standardized Residual
plot of regression shows the distribution of dafl around the
diagonal line and it is diagonally distributed (bottom left to
top), so that the assumption of normal data distribution is
fulfiled. The analysis shows that each independent variable
has an inflation factor variance (VIF) value of less than 5
(POPs 4.282, WFC 1.585, JS 6.456, and 1tQ 1.781). Thus,
it can be stated that all variables did not occur with
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multicollinearity symptoms. In the autocorrelation test it was
known that the Durbin Watson value was 2,680. Thus, it
can be concluded that there are no autocorrelation
symptoms. Furthermore, based on the Park's test results to
see whether there were heteroscedasticity problems, the
results showed there was noheteroscedasticity.Validity and
ReliabilityThe results of the validity and rgability tests are
presented in TABLE 2.The results of the validity test using
the corrected item-total correction approacla;how that all
items used in this study are valideft the 0.01 level.lt is
indicated by the calculated 'r' value for each item that is the
same and greater than the critical ' of 0.1184. Thus, all
empirical indic?r items can be used in further data
analysis. Then, based on the Cronbach alpha (a) value, it
shows that all the variables studied fulfilled the reliability
element with the Cronbach alpha value (a) because it is
greater than 0.60 (Now 2000).

TABLE2.Summary of test validity & reliability results

Varlable Toem Carrelation Heliabiliny
v Sig. | Stwtus Alpha Cronbach Statws
POPs-1 0,686 00
POPy.2 | 0012 90
_— on of -3 0,008 00 N
Orgemsritbon Posies popes T8N 0] Ve Ralabe
POPs.3 4,722 00
POPs-6 0,367 00
WFC-1 0884 1 00
WFC-2 0,911 00
Work-family conflik WFC-3 0.938 00 | Vakid 0,907 Febable
WFC-4 0,926 )
WFC-5 0.628 00
75-1 0.539 00
15-2 .73 | 00
Job stress 15-3 0,802 00 | Vald a1 Peliable
5.4 0358 | 00
153 0,76 | 00
e 60 | 00
Intention to Quit Q-2 9,731 00 | Vakd 656 Raliable
[ 5] 0,802 00

Hypothesis testingTo test the hypotheses about the direct
and indirect effects of POPs and WFC tQ through JS, a
path analysis technique was used using OS (Analysis of
Moment Structure) version 18.00 softf. Before
conducting a path analysis, a correlation analysis was
performed to determine the nature of the relationship
between each variable studie he correlation matrix
presented in TABLE 3shows that there is a positive
relationship between the predictor variables and the
dependent variables. The correlation coefficient between
POPs and JS is 0.362, POPs and ItQ 0.638, WFC and JS is
0.980, WFC and ItQ 0.538, JS and 1tQ are 0.669, indicating
all are positive and significant. A summary of the analysis
results from testing the seven proposed hypothEEBs is
presented in TABLE 5, and FIGURE 1.POPs have a
positive and si ant direct effect on JS (.651) and Q
(504). WFC has a positive and sigi@¥ant direct effect on JS
(.999) also on Q (.408). JS has a positive and significant
direct effect on Q. POPshave an indirect effect on ItQ
(.270) through JS. Similarly, WFC has an indirect effect on
ITQ (.012) through JS. This shows that JS is an intervening
variable between POPs and WFC on Q.
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mBLE 3.Summary of correlations between variables

POPs WFC IS I
Pearson 1 408" 3624 635"
Correlation
POPs Sig. (2-tailed) 000 001 000
N 192 192 192 192
Pearson 408%* | S80== 538
Corelation
WFC Sig. (2-tailed) 000 000 000
N 192 192 192 192
Pearson 362 opo** 1 669"
Correlation
5 Sig. (2-tailed) 001 000 000
N 192 192 192 192
Pearson P - I .
Correlation
hQ Sig. (2-tailed) .000 000 000
N 192 192 192 192

**_Correlation is significant at the 0.01 level (2-tailed)
Goodness of Fit (GOF) Analysis of the results of data
processing at the full SEM model stage was ca out by
conducting a suitability test and a statistical test. results
of the goodness-of-fit model are explained in TABLE 4. The
CMIN / DF value of 1.788 shows a good structural equation
model. The RSMEA measurement index is in the expected
range of values that is < 0.08, which is 0.077 in spite of chi-
square, probability level, CFl, TLI are accepted marginally.
From several model feasibility tests, the model is said to be
feasible if at least one of the model's feasibility test methods
is met. These results indicate that the model used is
acceptable.
TABLE 4.Goodness-of-fit Model Test Results

No Index Critical Value The Results Biod Eveiestion
| Chi-Square Near pero 203 873
| Probabilin level | 2005 |
i CMINDF 100 | 1788
4 :('H 095 | o4
5 RMSEA 0,08 0%
6 | T [>050 |36
1 GHl [>0% [ 361 | Mar
§ AGFI >0.90 L] Marpwal

TABLE 5.A summary of the effects of the path analysis
model variables

Type of Influence
Influence between Variables Direct Indirect Total
effects | effects | effects
Hy: POPs (X)) »JS(Y) 651 | - | 681
Hz: POPs (X1} » 110 (Z) sS4 | . | 504
Hi: WEC (Xa) pJS(Y) 9 | - | 9%
Hi: WFC (X2) »1Q(7) 408 | . | 408
Hy: IS (Y} » [1Q(Z) 63 | - | 65
Hs: POPs (X1} » 110 (Z) through IS (Y) S04 270 174
Hr: WFC (X2) —»11Q (Z) through IS (Y) A08 | 012 | 42
&2
&1 707
194
POPs | _""——l—-___ ) J
(X:) 651 504 —
Y 15 » [i{e}
. ] o (2
FWC 999 408 od

(%z) '__------""

FIGURE 1.Empirical causal models of variables X1, X2, Y
and Z
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5. ﬁscussion and Conclusion

The purpose of this study was to study theffffects of
organizational political perceptions (POPs), and family-work
conflict (WFC) on job stress (JS) and the intention to quit
(ItQ). POPs and WFC are antecedents of behavioral
outcomes, that isdS. By doing this, this study seeks to
correlate different research streams within organizational
behavior such as organizational political perception, work
stress, and inte to quit. Exploration of political variables
and conflicts is an important contribution to the literature of
organizational behavior. First, this study provides strong
empirical evidence that POPs and WFCs produce
behaviors such as JS and ItQ. Second, by linking POPs
and WFC with JS, this study has found a tendency that
POPs lead to WFC and create JS that has hamful
consequences for individuals as well as for organizations,
namely [Q.Even though there are many potentially risky
cons ces of organizational politics (Vigoda 2000,
2002; Ferris et al., 1996; Kacmar& Carlson, 1997), the
relationship between conflict and politics has almost never
been investigated. Conflict and politics function as stressors
and create a stressful environment that negatively impacts
behaviors such as increased employee turnover and
absenteeism (Jackson &Maslach, 1982; Shirom, 1989;
Ganster&Schaubroeck, 1991; GollLeiter&Maslach, 1988).
The implication of the research findings is that whena
lecturer has both a negative perception of organizational
politics and severe family-work conflict within an
organization, then his behavior will lead to negative
consequences. The current study covers relevant topics
that can explain variations in workplaces and work attitudes
of lecturers through politics and conflict. The political
environment is where the lecturer feels he has a higher
level of conflict, and in this political environment he must
face a higher level of stress that can inspire them to leave
the organization. This research will certainly motivate other
researchers in the study of organizational behavior to
reexamine conflicts and politics in different social contexts -
and will implement them for the improvement of individuals
and organizations in the future.People who deal with high
pressure at work may experience severe stress, show
nervous behavior and have intolerant behavior with others;
such indicators can also lead to various kinds of deviations
in the workplace (Vigoda, 2002). Political behavior is
involvement in social interactions that politically damage
individuals which includes gossip, favoritism and the spread
of rumors.Such phenomena are one of the important
dimensions of workplace irregularities (Robinson & Bennett,
1995). Organizational politics leads to negative
consequences such as stress and fatigue; and stress may
move towards several other dimensions of deviation in the
workplace. If we look at the organizational politics literature,
it gives some indication of the potential for emergence of
workplace iregularities in anenvironment that is very
political. Gilmore et al., (1996) used the word "hostile
environment" as a reference foran environment shaped by
organizational politics.Hypotheses 1, 2 and 6 validate the
result that POPsdirectly influences JS. It also influences
both directly and indirectly through JS on Q. This shows
that the adjunct faculty feel that the politics of the existing
organization have a social influence - where each adjunct
lecturer prioritizes their own self-interest for long-term and
short-term goals. Such action is done in accordance with
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others’ approvals— and at times it is done at the expense
others’ interests. This is inf@le with what the previous
researchers put forward (e.g.Kacmar, M.K. and Ferris, G.R.
1991;Zhonghua and Chen, 2014;Bouckenooghe et al.,
2015). The result shows thatPOPs increase JS and the
tendency for ItQ. This is consistent with what the previous
researchers stated that POPs lead to some damaging
consequences for organizations such as decreased job
satisfaction, decreased motivation levels, increased work-
related tensions and high turnover intentions (Daskin and
Tezer, 2012). A perception of high politics and the
accompanying disappointments results in higher turnover
intentions (Ferris et al., 1989). Hypotheses 3, 4 and 7
validatethat WFC directly influences JS and directly
influences ItQ whileit has an indirect effect through JS. This
shows that respondents have perceptions of conflict that
arise from the conflict between career and household
problems, which can appear both ways: when a career
interferes with the household or theffusehold interferes
with a career. Respondents feel that demands of work
interfered with the household and family - and the amount
of the working time made it difficult for them to fuffill family
responsibilities. Further, household chores were delayed or
canceled because of the demands of the work@us, it all
gives pressures in fulfilling tasks in the family. This finding
is in line with previous research (e.g. Ahmad, 2008; Brunel
and Grima, 2010; Lam, McHale, &Crouter; 2012, Zhang,
etal, 2012; Su-Ying Pan, Ying-Jung Yeh, 2019). WFC is a
source of work stress, which results in the emergenc
work fatigue (physical and emotional), reduced jo
satisfaction, affective commitment, depersonalization, and
increased intention to move or quit.Hypothesis 5 supports
that JS directly influences KQ. This shows that when
adjunct faculty feel very frustrated, angry, and under
pressure,they often feel tense and depressed. In
addition,various things in their work that make them
annoyed will result in the emergence of a deliberate and
without coercion on an organization member to get out of
the institution (the desire to stop working). It may be said as
an early sign of intention to quit. From the description
above, the conclusion is that POPs, WFC and JS are the
main predictors of the emergence of ItQ. JS is an
intervening variable between POPs and WFC against ItQ.

6. PRACTICAL IMPLICATIONS

The research findings show that POPs and WFC have a
direct effect on JS and IQ, implying that university leaders
need to reconsider and / or restructure the work
environment and start organizational effectiveness
programs. The work environment is a source of JS and tQ.
Redesigning work, arranging flexible teaching schedules is
the first step to reduce the emergence of JS and ItQ. To
reduce the impact of POPs and WFC on JS and prevent
ItQ, efforts are needed to increase adjunct lecturers’
involvement, which is a treatment that makes them feel
included in the organization's activities. That way, it will
make them feel more responsible for the actions that have
been and will be done. Efforts that need to be made
includem) empowerment: the process of enabling adjunct
faculty 1o haw ut and control over their work and be able
to be openly able to share suggestions and ideas about
their work, (b) team work (team orientation): show the
effectiveness of teamwork at the time contribute to an
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organization in which the process is an effort to solve a
problem and improve the innovation of its members, and (c)
capability of development (ability development): the ability
of an organization to be able to improve the ability of its
adjunct faculty so that they can compete and achieve
organizational goals. Finally, it is necessary to develop a
culture of consistency, which is consistent with core values,
agreements and coordination and integration. Although it is
not possible to eliminate the emergence of conflict and
politics in the workplace, this research will be beneficial for
management to better manage the consequences of this
construction.

7. FUTURE RESEARCH DIRECTIONS

This research model is based on political-conflict with
output in the form of JS and outcomes in the form of ItQ.
This model needs to be tested in the future with other
outcomes such as work creativity, work commitment,
anxiety, fatigue, organizational behavior, aggressive
behavior and workplace violations. This model can open up
new streams of antecedents that may arise from
organizational politics and other possible consequences of
conflict and politics. In addition, moderate variables that
might be related to political conflict must be investigated.
Although it is not possible to eliminate the emergence of
conflict and politics in the workplace, this research will
benefit university leaders to better manage the
consequences of this construction.

Limitation of Study

Is study has several limitations. First, this study is cross
sectional — while it is believed that longitudinal studies will
better expm this relationship. Second, all of the findings
are based on self-reported data so there is a possibility of a
method error although previous studie so used self-
reported measures (Vigoda, 2002; Ferris et al., 1996). The
findings of this study are limited to one institution classified
as the largest university in Jambi province - and only a
ion of adjunct faculty at Jambi university was involved.
urther research is needed to investigate whether these
findings can be generalized to public universities in

Indonesia, including private universities.

REFERENCES

11 Kelderman E. (2009). Colleges press new ideas as

they brace for bumpy state-budget sessions.
Chronicle of Higher Education. 2009 Jan 9; 55:A18.

[2] Ferris, G. R., Garry Adams, Robert W Kolodinsky,

Wayne A Hochwarter, Anthony P Ammeter. (2002).
"Perceptions of organizational politics: Theory and
research directions" In The many faces of multi-level
issues. Published online: 2002; 179-254.
http://dx.doi.org/10.1016/51475-9144(02)01034-2

[3] Dipboye, Robert L and Jessica Bigazzi Foster. (2015).

"Multilevel  theorizing about perceptions  of
organizational politics" In The many faces of multi-
level issues Volume 1: pp. 255-270.. Published online:
09 Mar 2015; 255-270.
http://dx.doi.org/10.1016/51475-9144(02)01035-4

4] Ferris, G. R., &Kacmar, K. M. (1989). Politics in

organizations. In: R. A. Giacalone& P. Rosenfeld
(Eds), Impression Management in the Organization
(pp- 143-170). Hillsdale, NJ: Lawrence Erlbaum.

329

IUSTR©2019
www.ijstr.org




INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 10, OCTOBER 2019

(5]

(6]

[7]

(8]

(9]

(10]

(1]

[12]

[13]

(14]

(18]

[16]

(17]

(18]

Pfeffer, J. (2013), “You're still the same: Why theories
of power hold over time and across contexts”, The
Academy of Management Perspectives, Vol. 27 No. 4,
pp. 269-280.

Buchanan, D.A. (2008), “You stab my back, I'll stab
yours: Management experience and perceptions of
organization political behaviour”, British Joumal of
Management, Vol. 19 No. 1, pp. 49-64.

Miller, B.K., Rutherford, M.A. and Kolodinsky, R.W.
(2008a), “Perceptions of organizational politics: A
meta-analysis of outcomes”, Journal of Business and
Psychology, Vol. 22 No. 3, pp. 209-222.

Ferris, G.R. and Kacmar, K.M. (1992), “Perceptions of
organizational politics”, Journal of management, Vol.
18 No. 1, pp. 93-116.

Mintzberg, H. (1985), “The organization as political
arena’, Journal of management studies, Vol. 22 No. 2,
pp. 133-154.

Valle, M. and Perrewe, P.L. (2000), "Do politics
perceptions relate to political behaviors? Tests of an
implicit assumption and expanded model”, Human
Relations, Vol. 53 No. 3, pp. 359-386.

Kacmar, K.M. and Ferris, G.R. (1991), “Perceptions of
organizational politcs scale (POPS): Development
and construct validation”, Educational  and
Psychological Measurement, Vol. 51 No. 1, pp. 193—
205.

Tlaiss, H. (2013), "“Job satisfaction of women
managers in Lebanon: the effect of organizational
factors in the services industry”, International Joumnal
of Cross Cultural Management, Vol. 13 No. 3, pp. 279-
298, doi: 10.1177/1470595813484309

Bouckenooghe, D., Zafar, A. and Raja, U. (2015),
‘How ethical leadership shapes employees’ job
performance: the mediating roles of goal congruence
and psychological capital”, Journal of Business Ethics,
Vol. 129 No. 2, pp. 251-264, doi: 10.1007/s10551-
014-2162-3

Baloch, M.A., Meng, F., Xu, Z., Cepeda-Carrion, |. and
Bari, M.W. (2017), "Dark triad, perceptions of
organisational politics and counterproductive work
behaviors: the moderating effect of political skills”,
Frontiers in Psychology, Vol. 8, pp. 1-14, doi:
10.3389/fpsyg.2017.01972

Daskin, M. and Tezer, M. (2012), “"Organizational
politics and turnover: an empirical research from
hospitality industry”, Tourism, Vol. 60 No. 3, pp. 273-
291.

Elbanna, S. (2016), “Managers’ autonomy, strategic
control, organizational politics and strategic planning
effectiveness: an empirical investigation into missing
links in the hotel sector”, Tourism Management, Vol.
52, pp. 210-220, doi: 10.1016/).tourman.2015.06.025
Butt, M.R., Imran, A., Shah, F.T. and Jabbar, A.
(2013), "Perception of organizational politics and job
outcomes in a public sector organization: the
moderating role of teamwork”, Middle-East Journal of
Scientific Research, Vol. 18 No. 9, pp. 1268-1276, doi:
10.5829/idosi.mejsr.2013.18.9.12083

Zhonghua, G. and Chen, Z (2014), "Does
organizational politics at the workplace harm
employees’ job performance? A Person-Organization
fit perspective”, ActaPsychologicaSinica, Vol. 46 No.

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

IUSTR©2019
www.ijstr.org

ISSN 2277-8616

8, pp. 11-24, doi: 10.3724/SP.J.1041.2014.01124
Kiewitz, C., Restubog, S.L.D., Zagenczyk, T. and
Hochwarter, W. (2009), “The interactive effects of
psychological contract breach and organizational
politics on perceived organizational support: Evidence
from two longitudinal studies”, Journal of Management
Studies, Vol. 46 No. 5, pp. 806-834.

LePine, J.A., Podsakoff, N.P. and LePine, M.A.
(2005), "A meta-analytic test of the challenge
stressor-hindrance stressor framework: An
explanation for inconsistent relationships among
stressors and performance”, Academy of
Management Journal, Vol. 48 No. 5, pp. 764-775.
Chang, C.H., Rosen, C.C. and Levy, P.E. (2009a),
“The relationship between perceptions of
organizational politics and employee attitudes, strain,
and behavior: A meta-analytic examination”, Academy
of Management Journal, Vol. 52 No. 4, pp. 779-801.
Ferris, G. R., Frink, D. D., Gilmore, D. C., &Kacmar, K.
M. (1994). Understanding as an antidote for the
dysfunctional consequences of organizational politics
as a stressor. Journal of Applied Social Psychology,
24, 1204-1220.

Chang, C. H., Rosen, C. C., & Levy, P. E. (2009). The
relationship between perceptions of organizational
politics and employee attitudes, strain, and behavior:
A meta-analytic examination. Academy of
Management Journal, 52, 779-801.

Ganster, D. C., Rosen, C. C., & Mayes, B. T. (2011).
Organizational politics and blood pressure: Divergent
effects of political behavior and political climate. Paper
presented at the  American Psychological
Association's 9th Intemational Conference on
Occupational Stress and Health. Orlando, FL.
Christiansen, N., Villanova, P., &Mikulay, S. (1997).
Political influence compatibility: Fitting the person to
the climate. Joumal of Organizational Behavior, 18,
709-730.

Perrewe’ , P. L., Rosen, C. C., &Maslach, C. (2012).
Organizational politics and stress: The development of
a process model. In G. R. Ferris & D. C. Treadway
(Eds.), Politics in organizations: Theory and research
considerations. New York, NY: Routledge/Taylor &
Francis.

Gilmore, D. C., Ferris, G. R., Dulebohn, J. H., &
Harrell-Cook, G. (1996). Organizational politics and
employee attendance. Group and Organization
Management, 21, 481—-494.

Schuler, R.S. (1980), "Definition and conceptualization
of stress in organizations”, Organizational Behavior
and Human Performance, Vol. 25 No. 2, pp. 184-215.
Vigoda, E. and Talmud, |. (2010), "Organizational
politics and job outcomes: the moderating effect of
trust and social support’, Journal of Applied
Psychology, Vol. 40 No. 11, pp. 2829-2861.

Randall, M.L., Cropanzano, R., Bormann, C.A. and
Birjulin, A. (1999), "Organizational politics and
organizational support as predictors of work attitudes,
job performance, and organizational citizenship
behavior”, Journal ofOrganizational Behavior, Vol. 20
No. 2, pp. 1569-174.

Hochwarter, W.A., Perrewe, P.L., Femris, G.R. and
Guercio, R. (1999), “Commitment as an antidote to the

330




INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 10, OCTOBER 2019

(32

[33]

[34]

[35]

[36]

[37]

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

tension and turnover consequences of organizational
politics”, Journal of Vocational Behavior, Vol. 55 No. 3,
pp. 277-297.

Cropanzano, R., Howes, J.C., Grandey, A.A. and
Toth, P. (1997), “The relationship of organizational
politics and support to work behaviors, attitudes, and
stress”, Journal of OrganizationalBehavior, Vol. 18 No.
2, pp. 159-180.

Larwood, L., Wright, T.A., Desrochers, S. and Dahir,
V. (1998), "Extending latent role and psychological
contract theories to predict intent to turnover and
politics  in business  organizations”, Group
&0rganization Management, Vol. 23 No. 2, pp. 100—
123.

Upasna A Agarwal , (2016),"Examining perceived
organizational politics among Indian managers:
engagement as mediator and locus of control as
moderator", International Journal of Organizational
Analysis, Vol. 24 Iss 3 pp.1-40. -
http://dx.doi.org/10.1108/JOA-07-2014-0786
Vigoda-Gadot, E. and Drory, A. (2006), Handbook of
organizational politics, Edward Elgar Publishing.
Ferris, G.R. and Kacmar, K.M. (1992), “Perceptions of
organizational politics”, Journal of management, Vol.
18 No. 1, pp. 93—-116.

Voydanoff, P. (2005),"Work Demands and Work-to-
Family and Family-to-Work Conflict Direct and Indirect
Relationships”, Journal of Family Issues, Vol. 26 No.6
, pp. 707-726.

French, K.A.,, Dumani, S., Allen, T.D. and Shockley,
K.M. (2018), "A meta-analysis of work—family conflict
and social support”, Psychological Bulletin, Vol. 144
No. 3, p. 284.

Netemeyer, R.G., Boles, J.5. and McMurrian, R.
(1996), "Development and validation of work — family
conflict and family — work conflict scales”, Journal of
Applied Psychology, Vol. 81 No. 4, pp. 400-410.
Bianchi, S. M., &Milkie, M. A. (2010). Work and family
research in the first decade of the 21st century.
Journal of Marriage and Family, 72, 705-725.
doi:10.1111/.1741-3737.2010.00726.x

Perry-Jenkins, M., Newkirk, K., &Ghunney, A. K.
(2013). Family work through time and space: An
ecological perspective. Journal of Family Theory &
Review, 5, 105-123. doi:10.1111/jftr.12011
Greenhaus, J. and Beutell, N. (1985), "Sources of
conflict between work and family roles”, Academy of
Management Review, Vol. 10 No. 1, pp. 76-88.

Frone, M.R., Russell, M. and Cooper, M.L. (1992),
‘Antecedents and outcomes of work—family conflict:
testing a model of the work—family interface”, Journal
of Applied Psychology, Vol. 77 No. 1, pp. 65-78.

Eko Yi Liao, Victor P. Lau, Ray Tak-yin Hui,
KayleeHao Kong, (2019) "A resource-based
perspective on work—family conflict: meta-analytical
findings", Career  Development International,
https://doi.org/10.1108/CDI-12-2017-0236

Byme, A. and Barling, J. (2017), "When She Brings
Home the Job Status: Wives' Job Status, Status
Leakage, and Marital Instability”, Organization
Science, Vol. 28 No. 2, pp. 177-192.

Shaffer, M.A., Sebastian Reiche, B., Dimitrova, M.,
Lazarova, M., Chen, S., Westman, M., Wurtz, O.

[47]

[48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]

[56]

[57]

(58]

[59]

[60]

[61]

IUSTR©2019
www.ijstr.org

ISSN 2277-8616

(2016), "Work and family role adjustment of different
types of global professionals: Scale development and
validation”, Journal of Intermational Business studies,
Vol. 47 No. 2, pp. 113-139.
Kirrane, M., & Buckley, F. (2004). "The influence of
support relationships on work-family conflict:
Differentiating emotional from instrumental support".
Equal Opportunities International, 23, 78-96.
Frone, M.R., Russell, M., & Cooper, M.L. (1992).
"Antecedents and outcomes of work-family conflict:
Testing a model of the work-family interface". Journal
of Applied Psychology, 77, 65-78.
Dewe, P. J., O'Driscoll, M. P., & Cooper, C. L. (2010).
Coping with work stress: A review and critique. Wiley-
Blackwell, Chichester.
Friedman, S. D. (2006). "Learning to lead in all
domains of life". The American Behavioral Scientists,
49, 1270-1297.
Hughes, D., Galinsky, E. and Morris, A. (1992), “The
effects of job characteristics on material quality:
Specifying linking mechanisms”, Journal of Marriage
and Family, Vol 54 No. 1, pp. 31-42.
Ahmad, A. (2008), “Direct and indirect effects of work-
family conflict on job performance”, The Joumal of
International Management Studies, Vol. 3 No. 2, pp.
176-180.
Lam, C. B., McHale, S. M., &Crouter, A. C. (2012).
Division of household labor: Longitudinal changes and
with-couple variations. Joumal of Marriage and
Family, 74, 944-952. doi:10.1111/i.1741-
3737.2012.01007.x
Mian Zhang, Rodger W. Griffeth, Javid D. Fried,
(2012),"Work-family conflict and individual
consequences"”, Journal of Managerial Psychology,
361 27 Iss 7 ] 696 - 713.
:ﬁ’dx.doi.orgﬁ 0.1108/02683941211259520
u-Ying Pan, Ying-Jung Yeh, (2019) "The crossover
EFect of work—family conflict among hotel employees",
International Joumal of Contemporary Hospitality
Management, https://doi.org/10.1108/ IJCHM-11-
2017-0742
Brunel, O., &Grima, F. (2010). Dealing with Work-
School Conflict: An analysis of coping Strategies.
Management, 13, 172-204.
Lambert, E., Hogan, N. L..,&Altheimer, I. (2010). The
gsociation between work-family conflict and job
burnout among correctional staff: A preliminary study.
gnerican Journal of Criminal Justice, 35, 37-55.
upert,P.A., Stevanovic,P.,&Hunley,H.A.
(2009).Work—Family Conflict and Bumout Among
Practicing Psychologists. Professional Psychology:
Research and Practice, 40, 54-61.
Edna Rabenu, AharonTziner, Gil Sharoni. (2014).
"The relationship between work-family conflict, stress,
and work attitudes", International Journal of
?npower, https://doi.org/10.1108/1JM-01-2014-0014
ark Tausig, Rudy Fenwick, Steven L. Sauter,
Lawrence R. Murphy, CorinaGraif, (2015) "The
Changing Nature Of Job Stress: Risk And Resources"

In Exploring Interpersonal Dynamics. Published
ERline: 10 Mar 2015; 93-126.

https://doi.org/10.1016/S1479-3555(04)04003-X
Ben-Porat, A. and ltzhaky, H. (2015), “Burnout among

331




INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 10, OCTOBER 2019

[62]

[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]

[71]

[72]

(73]

[74]

[75]

frauma social workers: the contribution of personal
and environmental resources”, Journal of Social Work,
Vol. 15 No. 6, pp. 606-620.

AmnaAnjum, Xu Ming, (2018) "Combating toxic
workplace environment: empirical study in the
context of Pakistan", Journal of Modelling in
Management, https://doi.org/10.1108/JM2-02-2017-
0023

Alarcon, G.M. (2011), "A Meta-analysis of burnout with
job demands, resources, and attitudes”, Journal of
VocationalBehavior, Vol. 79 No. 2, pp. 549-562.

Louis Tze-NgaiVong, Henrique FatimaBoyolNgan,
Patrick Chun-Pong Lo, (2018) "Does organizational
climate moderate the relationship between job stress
and inte@o stay?: Evidence from Macau SAR,
China", Journal of Chinese Human Resource
Management, Vol. 9 Issue: 1, pp.2-20,
https://doi.org/10.1108/JCHRM-09-2017-0022
Takahashi, A.M. and Takahashi, S. (2010),
‘Determinants of job-related stress of academic
economists in Japan®, Japanese Economy, Vol. 37
No. 2, pp. 120-127.

Dhar, RL. and Dhar, M. (2010), “Job stress, coping
process and intentions to leave: a study of information
technology professionalsworking in India", Social
Science Journal, Vol. 47 No. 3, pp. 560-577.

Huang, H.. (2006), “Understanding culinary arts
workers: locus of control, job satisfaction, work stress
and turnover intention”, Journal of Foodservice
Business Research, Vol. 9 Nos 2/3, pp. 151-168.
Jamal, M. (2005), “Short communication: personal and
organizational outcomes related to job stress and
NType-a behavior: a study of Canadian and Chinese
employees”, Stress and Health, Vol. 21 No. 2, pp.
129-137.

Kim, H.J., Shin, K.H. and Umbreit, W.T. (2007), "Hotel
job burnout: the role of personality characteristics”,
International Journal of Hospitality Management, Vol
26 No. 2, pp. 421-434.

Lee, J.S., Joo, E.J. and Choi, K.S. (2013), “Perceived
stress and self-esteem mediate the effects of
workrelated stress on depression”, Stress Health, Vol.
29 No. 1, pp. 75-81.

Schreyer, |. and Krause, M. (2016), “Pedagogical staff
in children’s day care centres in Germany — links
between conditions, job satisfaction, commitment and
work-related stress”, Early Years: An Intemational
Journal of Research and Development, Vol. 36 No. 2,
pp. 132-147.

Hon, H.Y., Chan, WH. and Lu, L. (2013),
“Overcoming work-related stress and promoting
employee creativity in hotel industry: the role of task
feedback from supervisor’, Intemational Journal of
Hospitality Management, Vol. 33, pp. 416-424.

Sang, X., Teo, T.T., Cooper, C.L. and Bohle, P.
(2013), "Modelling occupational stress and employee
health and wellbeing in a Chinese higher education
institution”, Higher Education Quarterly, \Vol. 67 No. 1,
pp. 15-39.

Welker-Hood, K. (2006), “Does workplace stress lead
to accident or error?”, The American Journal of
Nursing, Vol. 106 No. 9, p. 104.

Park, S.K., Rhee, M.K. and Barak, M.M. (2016), “Job

[76]

[77]

[78]

[79]

[80]

(81]

(82]

(83]

[84]

(85]

(86]

(87]

(88]

IUSTR©2019
www.ijstr.org

ISSN 2277-8616

stress and mental health among Nonregular workers
in Korea: what dimensions of job stress are
associated with mental health?", Archives of
Environmental& Occupational Health, Vol. 71 No. 2,
pp. 111-118.

Krone, C., Tabacchi, M. and Farber, B. (1989),
“Manger burnout’, Cornell Hotel and Restaurant
Administration Quarterly, Vol. 30 No. 3, pp. 58-63.
Cooper, C.L., Dewe, P.J. and O'Driscoll, M. (2001),
Stress and Work Organizations: A Review and
Critique of Theory, Research and Applications, Sage,
California.

Reed, T. (2014), "Nearly 25% of workers have been
diagnosed with depression”, Washington Business
Journal, available at:
www.bizjournals.com/washington/blog/2014/11/nearly-
25-of-workershave-been-diagnosed-
with.html?page=all (accessed 1 December 2017).
Kim, J. (2008), "Psychological distress and
occupational injury: findings from the national health
interview survey 2000-2003", Joumal of Preventive
Medicine and Public Health, Vol. 41 No. 3, pp. 200-
207.

Lui, J., Lambert, G., Jiang, S. and Zhang, J. (2017), “A
research note on the association between workfamily
conflict and job stress among Chinese prison staff”,
Psychology, Crime & Law, Vol. 23 No. 7, pp. 633-646.
Jessica C.M. Li, Jacky C.K. Cheung, Ivan Y. Sun,
(2018) "The impact of job and family factors on work
stress and engagement among Hong Kong police
officers", Policing: An Intemational Jourmnal,
https://doi.ora/10.1108/PIJPSM-01-2018-0015

Guthrie, R., Ciccarelli, M. and Babic, A. (2010), "Work-
related stress in Australia: the effects of legislative
interventions and the cost of treatment”, International
Journal of Law & Psychiatry, Vol. 33 No. 2, pp. 101-
115.

Salminen, S., Kouvonen, A., Koskinen, A., Joensuu,
M. and Vaananen, A. (2014), “Is a single item stress
measure independently associated with subsequent
severe injury: a prospective cohort study of 16,385
Forest industry employees”, BMC Public Health, Vol.
14 No. 1, pp. 1641-1654.

Rossler, W. (2012), "Stress, bumout, and job
dissatisfaction in mental health workers”, European
Archives of Psychiatry and Clinical Neuroscience, Vol.
262 No. S2, pp. 65-69.

Chiang, C.F. and Liu, B.Z. (2017), "Examining job
stress and burnout of hotel room attendants: internal
marketing and organizational commitment as
moderators”, Journal of Human Resources in
Hospitality & Tourism, Vol. 16 No. 4, pp. 367-383.
Humborstad, S.I.W., Humborstad, B. and Whitfield, R.
(2007), "Burnout and service employees’ willingness
to deliver quality service’, Joumal of Human
Resources in Hospitality & Tourism, Vol. 7 No. 1, pp.
45-64.

Singh, J. (2000), “Performance productivity and quality
of frontline employees in service organizations”,
Journal of Marketing, Vol. 64 No. 2, pp. 15-34.

Hwang, J.S., Lee, J.H., Park, S.G., Chang, H.S. and
Kim, S.S. (2014), “The impact of occupational stress
on employees’ tumover intention in the luxury hotel

332




INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 10, OCTOBER 2019

(89]

[90]

[91]

(92

(93]

[94]

(98]

[96]

[97]

[98]

[99]

[100]

[101]

[102]

segment”, Intemational Joumal of Hospitality &
Tourism Administration, Vol. 15 No. 1, pp. 60-77.
Kyriacou, C. (2001), “Teacher stress: direction for
future research”, Educational Review, Vol. 53 No. 1,
pp. 27-35.

Liu, S. and Onwuegbuzie, A.J. (2012), “Chinese
teachers’ work stress and their turnover intention”,
International Journal of Educational Research, Vol. 53
No. 1, pp. 160-170.

Borg, M.G. (1990), "Occupational stress in British
educational  settings: a review", Educational
Psychology, Vol. 10 No. 2, pp. 103-126. Borg, M.G.
(1990), “"Occupational stress in British educational
settings: a review”, Educational Psychology, Vol. 10
No. 2, pp. 103-126.

Henk M. van der Ploeg, (1989),"Job Stress in
Educational Managers: A Duich Survey", Journal of
Managerial Psychology, Vol. 4 Iss 1 pp. 22 — 26.
http://dx.doi.org/10.1108/EUM0000000001709
Christopher F. SharpleyRoisin Reynolds Alicia Acosta
Jagdish K. Dua, (1996),"The presence, nature and
effects of job stress on physical and psychological
health at a large Australian university", Journal of
Educational Administration, Vol. 34 Iss 4 pp. 73 — 86.
http://dx.doi.org/10.1108/09578239610128630

De Nobile, J.J. and Mccomick, J. (2006), “Job
satisfaction and occupational stress in Catholic
primary schools: implications for school leadership”,
Leading and Managing, Vol. 13 No. 1, pp. 31-41.

Liu, X.5. and Ramsey, J. (2008), “Teachers' job
satisfaction: analyses of the teacher follow-up survey
in the United States for 2000-2001", Teaching and
Teacher Education, Vol. 24 No. 5, pp. 1173-1184.
Greenglass, E.R. and Burke, R.J. (2003), “Teacher
stress”, in Dollard, M.F. and Winefield, A.H. (Eds),
Occupational Stress in the Service Professions, Taylor
and Francis, New York, NY, pp. 213-236.

Griffeth, R.W., Hom, P.W. and Gaertner, S. (2000), "A
meta-analysis of antecedents and correlates of
employee turnover: update moderator tests and
research implications for the next millennium”, Journal
of Management, Vol. 26 No. 3, pp. 463-488.

Cohen, G., Blake, R.S. and Goodman, D. (2016),
“Does tumover intention matter?: evaluating the
usefulness of turnover intention rate as a predictor of
actual turnover rate”, Review of Public Personnel
Administration, Vol. 36 No. 3, pp. 240-263.

Peltokorpi, V., Allen, D.G. and Froese, F. (2015),
“Organizational embeddedness, turnover intentions,
and voluntary turnover: the moderating effects of
employee demographic characteristics and value
orientation”, Journal of Organizational Behavior, Vol.
36 No. 2, pp. 292-312.

DechaDechawatanapaisal, (2018) "Examining the
relationships between HR practices, organizational job
embeddedness, job satisfaction, and quit intention:
Evidence from Thai accountants", Asia-Pacific Journal
of Business Administration,
https://doi.org/10.1108/APJBA-11-2017-0114

Boxall, P. and Purcell, J. (2008), Strategy and Human
Resource Management, Palgrave Macmillan, London.
Bemthal, P.R. and Wellins, R.S. (2001), “Retaining
talent: a benchmarking study’, Development

[103]

[104]

[105]

[108]

[107]
[108]

[109]

[110]

[111]

[112]

113

IUSTR©2019
www.ijstr.org

ISSN 2277-8616

Dimensions International, Vol. 3 No. 2, pp. 1-28.
Aladwan. K, RamuduBhanugopan, and Alan Fish,
(2013),"Why do employees jump ship? Examining
intent to quit employment in a non-western cultural
context", Employee Relations, Vol. 35 Iss 4 pp. 408 —
422. hitp://dx.doi.org/10.1108/ER-03-2012-0027
Griffin, R.W. and Moorhead, G. (2011), Organizational
Behaviour, Cengage Leaming, New York, NY.

Liew, C.H. and Sharan, K. (2008), “A relationship
between organisational climate, employee personality
and intention to leave”, Intemational Review of
Business Research Papers, Vol. 4 No. 3, pp. 1-10.
Fadi, E.J., Jamal, D., Tchaghchagh, V. and Dimassi,
H. (2009), “"Comparing reasons for nurse migration
against intent to leave Lebanon”, Middle East Joumnal
of Nursing, Vol. 3 No. 1, pp. 65-83.

Mathis, R.L. and Jackson, J. (2010), Human Resource
Management, Cengage Learning, New York, NY.
Leontaridi, R.M. and Ward, M.E. (2002), "Work related
stress, quitting intentions and absenteeism’,
Discussion Paper No. 493, IZA, The Future of Labor,
Institute for the Study of Labor.

Organisation for Economic Co-operation and
Development (2008), OECD Employment Outlook
2008, Organisation for Economic Co-operation and
Development, Paris.

Hajar, N., Rumaya, J. and Yaacob, S.N. (2011), “The
effect of job satisfaction on work family conflict (W-FC)
and family-work conflict (F-WC) among married
female nurses in Shiraz-Iran”, Asian Social Science,
Vol. 7 No. 2, pp. 88-95.

Karatepe, O.M. (2009), “An investigation of the joint
effects of organisational tenure and supervisor support
on work-family conflict and tumover intentions”,
Journal of Hospitality and Tourism Management, Vol.
16 No. 1, pp. 73-78.

SajeetPradhan, LalatenduKesari Jena,
MamtaMohapatra, (2018) "Role of gender on the
relationship between abusive supervision and
employee's intention to quit in Indian electricity
distribution companies", Gender in Management: An
International Joumnal, https:/doi.org/10.1108/GM-01-
2017-0008

Yui-Woon Wong, Yui-tim Wong, (2017) "The effects of
perceived organisational support and affective
commitment on turnover intention: A test of two
competing models", Journal of Chinese Human
Resource Management, Vol. 8 Issue: 1, pp.2-21,
https://doi.org/10.1108/JCHRM-01-2017-0001

333




The Effect Of Perception Of Organizational Politics And Work-
Family Conflict On Job Stress And Intention To Quit:The Case Of
Adjunct Faculty Members In One State University

ORIGINALITY REPORT

23, 12, 164 9.

SIMILARITY INDEX INTERNET SOURCES  PUBLICATIONS STUDENT PAPERS
PRIMARY SOURCES
emeraldinsight.com
1 %
Internet Source Y

researchoutput.csu.edu.au 20
Internet Source A)

o

Yang Kaijun, Puput Ichwatus Sholihah. "A 1 o
comparative study of the Indonesia and Chinese °
educative systems concerning the dominant
incentives to entrepreneurial spirit (desire for a
new venturing) of business school students”,

Journal of Innovation and Entrepreneurship,
2015

Publication

Aimee E.A. King, Paul E. Levy. "A Theoretical 1 Y
Framework for Organizational Politics During °
the Economic Downturn”, Emerald, 2012

Publication

Neerpal Rathi, M. Barath. "Work-family conflict 1 Y
and job and family satisfaction", Equality, °



Diversity and Inclusion: An International Journal,
2013

Publication

Edna Rabenu, Aharon Tziner, Gil Sharoni. "The
relationship between work-family conflict, stress,
and work attitudes”, International Journal of
Manpower, 2017

Publication

1o

digitalcommons.montclair.edu

Internet Source

1o

Decha Dechawatanapaisal. "The mediating role
of organizational embeddedness on the
relationship between quality of work life and
turnover”, International Journal of Manpower,
2017

Publication

1o

pbn.nauka.gov.pl

Internet Source

1o

Aaron Cohen. "Fairness in the Workplace", <1 Y
Springer Science and Business Media LLC, °
2015
Publication
Mauricio A. Valle, Gonzalo A. Ruz, Samuel 1

<1

Varas. "Explaining job satisfaction and
intentions to quit from a value-risk perspective",
Academia Revista Latinoamericana de
Administracion, 2015



Publication

WWW.joams.com

Internet Source

<1%

Bradley Olson, Yongjian Bao, Satyanarayana <1 o
Parayitam. "Political behavior, trustworthiness, °
job satisfaction, and commitment", Chinese
Management Studies, 2014
Publication
Submitted to Universiti Malaysia Sarawak

Student Paper y <1 %
Submitted to University of Leicester

Student Paper y <1 %

Inbar Kremer. "The relationship between school- <1 o
work-family-conflict, subjective stress, and °
burnout”, Journal of Managerial Psychology,

2016
Publication
Martin Salazar Solis. "Telework: conditions that 1

. o <1%
have a positive and negative impact on the
work-family conflict", Academia Revista
Latinoamericana de Administracion, 2016
Publication
www.e-ir.info

Internet Source <1 %
Submitted to Los Angeles Valley College

Student Paper g y g <1 %



Submitted to HELP UNIVERSITY
Student Paper <1 %
Anoop Patiar, Ying Wang. "The effects of <1 o
transformational leadership and organizational °
commitment on hotel departmental
performance”, International Journal of
Contemporary Hospitality Management, 2016
Publication
Submitted to City University of Hong Kon
Student Paper y y g g <1 %
S.ubmltted to Nanyang Technological University, <1 o
Singapore
Student Paper
Submitted to University of Northumbria at <1 o
Newcastle
Student Paper
Submitted to University of Hull
Student Paper y <1 %
Yui-Woon Wong, Yui-tim Wong. "The effects of <1 o
perceived organisational support and affective °
commitment on turnover intention", Journal of
Chinese Human Resources Management, 2017
Publication
Submitted to Keller Graduate School of <1 o

Management
Student Paper



8 Submitted to University of the Pacific <1 o

Student Paper

29 Yan Chen, Feilian Zhang, Yan Wang, Junwei <1 y
Zheng. "Work—Family Conflict, Emotional °
Responses, Workplace Deviance, and Well-

Being among Construction Professionals: A

Sequential Mediation Model", International

Journal of Environmental Research and Public

Health, 2020
Publication
www.iobm.edu.pk
Internet Source p <1 %
Submitted to EDMC
Student Paper <1 %
Submitted to Royal Melbourne Institute of <1 "
Technology
Student Paper
Submitted to CSU, Hayward
Student Paper y <1 %

Eran Vigoda, Aaron Cohen. "Influence tactics <1 o
and perceptions of organizational politics: a °
longitudinal study”, Journal of Business

Research, 2002

Publication

w
B

35 repository.unika.ac.id <1 o

Internet Source



B
(@)

smj.org.sa

Internet Source

<1%

reenhousepress.webs.com
gternet Source p <1 %
Submitted to University of Durham
Student Paper y <1 %
rua.ua.es <1 .
Internet Source /0
Decha Dechawatanapaisal. "Millennials’ <1 o
intention to stay and word-of-mouth referrals”, °
Evidence-based HRM: a Global Forum for
Empirical Scholarship, 2019
Publication
Zubair Nawaz, Jing Zhang, Rafiq Mansoor, <1 Y
Saba Hafeez, Aboobucker llmudeen. °
"Freelancers as Part-time Employees:
Dimensions of FVP and FJS in E-Lancing
Platforms", South Asian Journal of Human
Resources Management, 2020
Publication
Submitted to Macquarie Universit
Student Paper q y <1 %
S. Umamaheswari, Jayasree Krishnan. "chapter <1 o

16 Retention Factor", |Gl Global, 2017

Publication




44 Submitted to University of Southampton <1 o

Student Paper
pmpc.haifa.ac.il 1
Internet Source < %

46 www.bwl.uni-osnabrueck.de <1 o

Internet Source

47 Yuntao Bai, Guohong Helen Han, P. D. Harms. <1 o
"Team Conflict Mediates the Effects of °

Organizational Politics on Employee

Performance: A Cross-Level Analysis in China",

Journal of Business Ethics, 2015

Publication

Paola Spagnoli, Alessandro Lo Presti, Carmela <1 o
Buono. "The “dark side” of organisational career °
growth", International Journal of Manpower,

2019
Publication
repository.unair.ac.id
InteﬁwetSour!ey <1 %

Nicholas J. Ashill, Michel Rod, Janet Carruthers.
"The Effect of Management Commitment to
Service Quality on Frontline Employees' Job
Attitudes, Turnover Intentions and Service
Recovery Performance in a New Public

Management Context", Journal of Strategic
Marketing, 2008

<1%

50



Publication

WWW.ijssit.com
Internet S(JJurce <1 %
r-libre.teluqg.ca
Internet Source q <1 %
Submitted to Lynchburg College
Student Paper y g g <1 %
Career Development International, Volume 19, <1 o
Issue 1 (2014-03-28)
Publication
Submitted to Waikato Institute of Technolo
Student Paper gy <1 %
utdallas.influuent.utsystem.edu
Internet Source y <1 %
Muhammad Asrar-ul-Haq, Hafiz Yasir Ali, Sadia <1 o
Anwar, Anam Igbal et al. "Impact of °
organizational politics on employee work
outcomes in higher education institutions of
Pakistan", South Asian Journal of Business
Studies, 2019
Publication
International Journal of Contemporary <1 o

Hospitality Management, Volume 24, Issue 7
(2012-10-06)

Publication




59

dro.deakin.edu.au
<1 %

Internet Source

Lena Aline Beitler, Sabine Machowski, Sheena <1 o
Johnson, Dieter Zapf. "Conflict management °
and age in service professions”, International

Journal of Conflict Management, 2016

Publication

Hochwarter, W.A.. "Commitment as an Antidote <1

. %
to the Tension and Turnover Consequences of
Organizational Politics", Journal of Vocational
Behavior, 199912

Publication

Priyanko Guchait, Seonghee Cho, James A. <1 o
Meurs. "Psychological Contracts, Perceived °
Organizational and Supervisor Support:

Investigating the Impact on Intent to Leave

Among Hospitality Employees in India", Journal

of Human Resources in Hospitality & Tourism,

2015

Publication

tud.qucosa.de

Internet Source <1 %
perpus.univpancasila.ac.id

Internet Source <1 %

E
&)

Mohammad Nisar Khattak, Roxanne Zolin, Noor <1 y
Muhammad. "The combined effect of perceived °



organizational injustice and perceived politics on
deviant behaviors", International Journal of
Conflict Management, 2020

Publication

manualzz.com
E Internet Source <1 %
Muhammad Rehan Butt, Atif Mahmood, Sara <1
. L %
Kanwal, Faroog Anwar Bajwa. "Organisational
politics and task performance: the intervening
role of affective organisational commitment in a
public sector organisation”, Middle East J. of
Management, 2019
Publication
E M. Valle. "Do Politics Perceptions Relate to <1 o
Political Behaviors? Tests of an Impilicit °
Assumption and Expanded Model", Human
Relations, 03/01/2000
Publication
eprints.usqg.edu.au
E IntErnet Source q < 1 %
Andrea Ollo-Lopez, Salome Gonhi-Legaz. <1 o

"Differences in work—family conflict: which
individual and national factors explain them?",
The International Journal of Human Resource
Management, 2015

Publication

www.unlv.edu.sg



E
—

Internet Source

<1
Philip Colin Bolger, Jonathan Kremser, Haley <1 o
Walker. "Detention or diversion? The influence °
of training and education on school police officer
discretion”, Policing: An International Journal,
2019
Publication
www.joebm.com
Internet SJource <1 %
Marketing Intelligence & Planning, Volume 31, <1 o
Issue 6 (2013-11-02)
Publication
www.jrf.org.uk
Internet SJource g <1 %
bohatala.com
Internet Source <1 %
Yu-Chin (Jerrie) Hsieh, Thomas E. Pearson, <1 o
Sheryl F. Kline. "The Moderating Effects of Job °
and Personal Life Involvement on the
Relationship Between Work—Personal Life
Conflict and Intention to Quit", Journal of Human
Resources in Hospitality & Tourism, 2009
Publication
WwWw.eurojournals.com
Internet Source J <1 %




ibam.com
Internet Source <1 %
www.koreascience.or.kr
Internet Source < 1 %
catalog.lib.fit.edu
Internet Sc%rce <1 %
Alex Aruldoss, Kellyann Berube Kowalski, <1 Y
Satyanarayana Parayitam. "The relationship °
between quality of work life and work life
balancemediating role of job stress, job
satisfaction and job commitment: evidence from
India", Journal of Advances in Management
Research, 2020
Publication
Samuel G. Vickovic, Weston J. Morrow. <1 o
"Examining the Influence of Work—Family °
Conflict on Job Stress, Job Satisfaction, and
Organizational Commitment Among
Correctional Officers", Criminal Justice Review,
2019
Publication
Sakina Abbad Al Jisr, Abdul Rahman Beydoun, <1 o

Nehale Mostapha. "A model of perceptions of
politics: antecedents and outcomes", Journal of
Management Development, 2020

Publication




Paul E. Spector. "Using self-report <1 o
questionnaires in OB research: A comment on °
the use of a controversial method", Journal of
Organizational Behavior, 1994
Publication

E Kimberly A. French, Soner Dumani, Tammy D. <1 y
Allen, Kristen M. Shockley. "A Meta-Analysis of °
Work—Family Conflict and Social Support.”,

Psychological Bulletin, 2017
Publication

Journal of Managerial Psychology, Volume 28, <1 o,
Issue 2 (2013-05-27)

Publication

Osman M. Karatepe, Hasan Kilic. "The effects <1 o
of two directions of conflict and facilitation on °
frontline employees’ job outcomes”, The Service
Industries Journal, 2009
Publication

E Mehwish Javed, Muhammad Abrar, Mohsin <1 Y

0

Bashir, Milha Shabir. "Effect of Perceived
Organizational Politics and Core Self Evaluation
on Turnover Intention: A South Asian

Perspective", International Journal of Human
Resource Studies, 2014

Publication




Exclude quotes On Exclude matches Off

Exclude bibliography On



