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Abstract

This study empirically explores the differences in perception of managers on organizational power and
politics across various management levels in selected business organizations in Nigeria. Organizational
politics, while often inevitable, can influence decision-making, employee morale, and overall
organizational effectiveness. The study investigates how managerial hierarchy shapes the interpretation of
political behavior, with particular attention to the perceived prevalence of power dynamics, favoritism,
and informal influence. A correlational survey design was adopted, and data were collected from 120
respondents across 10 purposively selected oil and gas firms in Rivers State, Nigeria. The respondents—
comprising supervisors, middle-level managers, and executives—were surveyed using a structured
questionnaire. Descriptive statistics, mean scores, and one-way ANOVA were used for data analysis.
Findings revealed significant perceptual differences among managerial levels: supervisors perceived
political behavior more intensely (mean = 3.85) than middle managers (mean = 3.45) and executives (mean
=2.98). ANOVA results confirmed that these differences were statistically significant (F =5.12, p <0.05).
The results suggest that lower-level managers are more sensitive to political behavior, possibly due to their
limited power and proximity to operational decisions, while executives, who are often the architects of
such dynamics, view politics as routine or strategic. The study concludes that unaddressed perceptual gaps
on politics across hierarchical levels can breed distrust and hinder collaboration. It recommends the
integration of political skill development, transparent communication, and merit-based systems to
harmonize perceptions and improve organizational effectiveness.

Keywords: Organizational politics, power dynamics, managerial perception, hierarchical differences,
Nigerian business organizations, oil and gas sector.

1. INTRODUCTION

Organizational power and politics are intrinsic to the functioning of modern businesses, influencing both
strategic decision-making and routine operations. These constructs—though sometimes viewed with
skepticism—are central to understanding how organizations navigate uncertainty, distribute authority, and
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manage internal relationships. Managers' perceptions of power and political behavior within organizations
are not monolithic; they vary significantly across hierarchical levels, cultural orientations, and
organizational structures (Mintzberg, 1983; Pfeffer, 1992). In the context of Nigerian business
organizations, these differences are often amplified by socio-cultural and institutional peculiarities such
as high power distance, weak regulatory enforcement, and ethnic considerations.

Power, as conceptualized by French and Raven (1959), denotes the capacity of an individual or group to
influence others and control resources to achieve organizational goals. Power may be legitimate (stemming
from formal authority), referent (based on interpersonal appeal), or expert (rooted in knowledge or skill).
Organizational politics, on the other hand, refers to the informal, and often unsanctioned, behaviors
individuals use to influence organizational decisions and outcomes in pursuit of personal or group interests
(Ferris & Kacmar, 1992; Vigoda-Gadot, 2007). These behaviors may include coalition building,
manipulation of information, favoritism, and lobbying. Although political behavior may sometimes serve
strategic purposes—such as conflict resolution or innovation promotion—it frequently undermines
meritocracy and trust within the organization.

In Nigerian business organizations, the manifestations and perceptions of organizational politics are
particularly pronounced due to contextual factors such as ethnic diversity, patronage systems, and
leadership centralization (Okpara, 2010; Adebayo & Ogunyomi, 2014). For instance, senior managers
might view political maneuvering as essential for navigating institutional uncertainties, securing contracts,
or aligning with regulatory bodies. Conversely, lower-level managers or supervisors may perceive these
actions as exploitative, unfair, or demotivating—particularly when decisions about promotions, training
opportunities, or disciplinary actions appear biased or opaque (Ogunyomi & Bruning, 2016).

Additionally, research has shown that the perception of organizational politics is influenced not only by
the actual presence of political behavior but also by individual dispositions, such as self-efficacy, job
involvement, and past experiences (Ferris et al., 2002). In high-context societies like Nigeria, these
individual interpretations are also shaped by cultural values, including respect for hierarchy, communal
loyalty, and tolerance of ambiguity (Hofstede, 2001). As a result, what may be interpreted as legitimate
leadership by one manager could be viewed as political favoritism by another.

Despite its significance, empirical research focusing on managerial perceptions of power and politics
within Nigerian business organizations remains limited. Most studies emphasize employee outcomes such
as job satisfaction and turnover intentions without differentiating how perceptions vary across
management levels (Eme & Ogbochie, 2014; Olowookere et al., 2019). Given the increasing complexity
of Nigeria’s business landscape—characterized by economic reforms, globalization, and digital
transformation—there is a growing need to investigate how managers across different tiers perceive,
engage with, and respond to political behaviors and power dynamics.

This study, therefore, seeks to explore the differences in perception among managers regarding power and
organizational politics in Nigerian business organizations. It aims to bridge the existing gap in literature
and provide insights that will help organizations design more equitable leadership systems, promote merit-
based decision-making, and foster ethical organizational climates.
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Statement of the Problem

Power and politics are entrenched elements in the fabric of all organizations. They shape decision-making
processes, resource allocation, leadership dynamics, and interpersonal relationships within business
entities. However, their manifestations and interpretations vary widely, particularly in multicultural and
hierarchical contexts like Nigeria. The manner in which managers perceive and respond to power and
political behavior significantly influences their leadership style, organizational commitment, ethical
conduct, and capacity to foster transparent and productive work environments (Pfeffer, 1992; Ferris et al.,
2002).

In Nigeria, organizational settings are deeply influenced by socio-cultural factors such as ethnicity, respect
for hierarchy, kinship loyalty, and informal influence structures. These factors not only promote the
institutionalization of political behavior but also shape the lens through which individuals—particularly
managers—perceive such behavior. For instance, while a senior executive may view political
maneuvering as a strategic necessity in a turbulent economic environment, a lower-level supervisor might
perceive the same act as favoritism, nepotism, or abuse of power (Adebayo & Ogunyomi, 2014; Hofstede,
2001).

Despite the central role that managerial perceptions play in interpreting and reproducing organizational
politics, there is a notable gap in the literature regarding how these perceptions vary across different
managerial levels in Nigeria. Existing studies on organizational politics in Nigerian firms tend to focus
predominantly on their negative outcomes—such as job dissatisfaction, organizational cynicism,
workplace conflict, and reduced employee morale (Olowookere et al., 2019; Eme & Ogbochie, 2014).
These studies seldom investigate how perceptions differ among various cadres of managers (e.g., line
managers vs. executives), nor do they explore the underlying factors shaping these perceptual differences.

Moreover, the Nigerian business environment is characterized by a high power distance culture, a fragile
regulatory ecosystem, and systemic corruption—all of which contribute to an opaque and politically
charged organizational climate (Olowu, 2002; Akintayo, 2010). In such an environment, decisions related
to promotions, transfers, resource control, and task delegation are often influenced by informal political
mechanisms rather than objective performance criteria. When managerial perceptions of these dynamics
diverge sharply, it can lead to intra-organizational conflicts, poor communication, resistance to authority,
low trust in leadership, and dysfunctional team dynamics (Vigoda-Gadot & Drory, 2006).

Furthermore, in an era of increasing globalization, performance demands, and competitive pressures,
Nigerian organizations are expected to adopt more formalized and ethically grounded management
systems. However, without an in-depth understanding of how managers interpret political behaviors
within their organizations, efforts toward ethical leadership development, institutional reform, or cultural
change are likely to be superficial or unsustainable. Understanding the divergent perceptions of
organizational politics among managers is, therefore, vital to improving governance, employee relations,
and organizational effectiveness in Nigerian firms (Mintzberg, 1983; Ferris & Treadway, 2012).

In summary, the problem lies not only in the existence of organizational politics within Nigerian business
organizations but in the lack of empirical insight into how different levels of managers perceive these
political behaviors. These perceptual differences, if not well understood and managed, may result in
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leadership inconsistency, reduced organizational justice, and poor employee engagement—ultimately
undermining organizational performance and sustainability.

Research Objectives

The primary aim of this study is to examine the differences in perception of managers on organizational
power and politics across different managerial levels in business organizations in Nigeria. Specifically,

the study seeks to:

1. Assess how managers at different hierarchical levels perceive the use of power and political behavior
in their organizations.

2. Examine the influence of organizational position (e.g., supervisor, manager, director) on perceptions
of political behavior.

3. Identify the contextual factors (e.g., organizational culture, sector, experience) that shape managerial
perceptions of power and politics.

4. Explore the implications of differing perceptions of organizational politics for leadership
effectiveness, decision-making, and organizational harmony.

5. Recommend strategies for managing political behavior and improving political skill and awareness

among Nigerian managers.

Research Questions

Based on the objectives, the following research questions guide the study:

1.

How do perceptions of organizational power and politics differ among managers at various levels
(supervisory, middle, and top management) in Nigerian business organizations?

What role does managerial position play in shaping individual perceptions of political behavior in
the workplace?

Which organizational and socio-cultural factors influence how managers perceive power and politics
in their organizations?

What are the perceived consequences of political behavior for leadership effectiveness and employee
morale in Nigerian organizations?

How can organizations mitigate the negative effects of organizational politics and enhance
transparency in managerial decision-making?

2. REVIEW OF RELATED LITERATURE

Conceptual Review

Organizational Power

Power in organizations refers to the capacity of an individual or group to influence others and control
resources or outcomes (Mintzberg, 1983). French and Raven’s (1959) classic typology identifies five bases
of power: legitimate, reward, coercive, expert, and referent power. In the Nigerian business environment,
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power is often shaped by hierarchical authority, informal networks, seniority, and access to strategic
resources (Adebayo & Ogunyomi, 2014).

Managers perceive and use power differently depending on their level of responsibility. For example,
lower-level managers may view power as a tool of control used by superiors, whereas top executives may
see it as essential for strategic direction and coordination (Pfeffer, 1992). These perceptual variations can
significantly influence organizational effectiveness and leadership outcomes.

Organizational Politics

Organizational politics involves behaviors that are designed to influence others or outcomes in ways that
benefit the actor, often at the expense of others or the organization (Ferris et al., 2002). Common political
behaviors include lobbying, coalition formation, impression management, favoritism, and withholding
information.

In Nigeria, organizational politics is often influenced by cultural values such as respect for authority, tribal
affiliations, and loyalty to informal networks (Olowookere et al., 2019). Political activities may be
perceived as either constructive (strategic influence) or destructive (manipulation and bias) depending on
the observer's position and organizational culture (Vigoda-Gadot & Drory, 2006).

Perception and Managerial Roles

Perception is the cognitive process by which individuals interpret and understand their environment. In
organizations, managerial perception of power and politics is shaped by factors such as role expectations,
organizational climate, career experiences, and individual value systems (Greenberg & Baron, 2008).

Research indicates that perception varies based on hierarchical level. For example, top managers may
rationalize political actions as necessary strategic behaviors, while line managers may interpret the same
as favoritism or injustice (Mintzberg, 1983; Ferris & Treadway, 2012). These differing perceptions can
lead to role ambiguity, inter-level conflict, and a breakdown in organizational trust and communication.

Empirical Review

Eme and Ogbochie (2014), investigated the causes and consequences of political behavior in Nigerian
organizations. Using survey data from 156 respondents in the banking and oil sectors, they found that
political behavior was prevalent and mostly perceived negatively by lower-level managers. It was linked
to dissatisfaction, turnover intentions, and reduced performance. Senior managers, however, often saw
political behavior as part of normal organizational life. Adebayo and Ogunyomi (2014) examined the
relationship between organizational justice and perceptions of organizational politics among Nigerian
public sector employees. The results revealed that employees with greater perceived injustice were more
likely to interpret organizational activities as politically motivated. Differences in perception were also
influenced by age, education, and managerial level. Though not Nigeria-specific, Uhl-Bien and Maslyn
(2005), studied leader-member exchange (LMX) theory highlighted that high-quality relationships
between leaders and subordinates reduced negative perceptions of organizational politics. In contexts
where favoritism was high, perceptions of politics were more severe among junior managers. Olowookere,
Adejuwon, & Akinbode (2019) explored how organizational politics affected work engagement and
commitment in Nigeria. Using a cross-sectional survey, the study found that political behavior was
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inversely related to employee engagement, particularly among middle managers, who often acted as
buffers between subordinates and top leadership. Ajayi (2020) conducted a comparative study on how
male and female managers perceive organizational politics in Nigerian firms. The findings showed no
significant gender difference in overall perceptions, but women were more likely to perceive politics as
threatening to their career progress, especially in male-dominated industries such as oil and construction.

The reviewed literature establishes that managerial perceptions of power and politics vary based on
hierarchical level, cultural context, and personal experiences. In Nigeria, where organizational cultures
are often hierarchical and influenced by traditional norms, political behavior is more likely to be accepted
or rationalized by senior management but viewed negatively by lower-level managers.

However, there is a paucity of research that directly compares how managers at different levels perceive
power and political behavior, particularly within a single organizational framework or sector. This gap
makes it difficult for organizations to design effective political skill training, ethical leadership programs,
or conflict resolution strategies.

The conceptual and empirical studies collectively point to the complex, multifaceted nature of political
behavior in Nigerian business organizations, and the importance of perception in shaping how such
behaviors are interpreted and responded to by managers. Understanding these perceptual differences is
crucial to enhancing organizational effectiveness, minimizing internal conflict, and promoting a more
transparent and accountable workplace culture.

3. METHODOLOGY
Research Design

This study adopts a correlational survey research design. The rationale for this design is to examine the
relationship between managers’ hierarchical level (supervisors, middle-level managers, and executives)
and their perception of power and politics within business organizations. A correlational design is suitable
because the study does not seek to manipulate variables but to identify and analyze patterns and strength
of associations between them (Creswell, 2014).

Population of the Study

The population consists of managers—directors, middle-level managers, and supervisors—in selected
business organizations across Nigeria. These respondents are chosen due to their varying hierarchical
positions, which may shape their perceptions of organizational power and politics.

Sample and Sampling Technique
Using a multistage sampling technique:

« Stage 1: Purposive selection of business organizations from key sectors (oil and gas, manufacturing,
telecommunications, finance).

« Stage 2: Stratified sampling based on managerial level (executives, mid-level managers, supervisors).
« Stage 3: Proportional random sampling of respondents within each stratum.

The Taro Yamane formula can be used to determine an appropriate sample size if the population is known:
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n=N1+N(e)2n = \frac{N}{1 + N(e)"2}n=1+N(e)2N
Where:
e N = Sample size
« N = Population size
« e = Margin of error (typically 0.05)
Instrument for Data Collection
A structured questionnaire is used, comprising three sections:
« Section A: Demographic data (gender, age, managerial level, years of experience).
« Section B: Perception of Organizational Power and Politics, adapted from validated scales such as:
o Perception of Organizational Politics Scale (POPS) by Kacmar & Carlson (1997)
o Political Behavior Questionnaire (Ferris et al., 2002)
« Section C: Open-ended questions to capture contextual insights and opinions.
All items use a 5-point Likert scale ranging from “Strongly Disagree (1)” to “Strongly Agree (5)”.
Validity and Reliability of Instrument
« Content validity is ensured through expert review by organizational behavior scholars.

« Reliability is tested using Cronbach’s Alpha, with a threshold of 0.70 considered acceptable for
internal consistency (Nunnally, 1978).

Method of Data Collection

« Primary data is collected using self-administered questionnaires distributed physically or via online
platforms.

« Research assistants are trained for standardized administration and ethical compliance.
Method of Data Analysis
« Descriptive statistics (mean, standard deviation) to summarize responses.

« Inferential statistics:

o Pearson Product-Moment Correlation Coefficient (r) to determine the relationship between
variables.

o ANOVA or Independent t-tests may be used to compare perceptions across managerial categories.
o Statistical analysis is conducted using SPSS (version 25).
Ethical Considerations

« Informed consent is obtained from all participants.
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« Anonymity and confidentiality are guaranteed.
« Ethical approval is secured from an academic or institutional review board.
Justification for the Methodology

« The correlational survey design allows for an objective analysis of how perceptions differ among
managers at various levels without experimental manipulation.

« It captures real-life organizational dynamics, which enhances external validity and applicability to
Nigerian business contexts.

Data Presentation and Analysis
Descriptive Statistics

Data were gathered from 120 respondents across 10 selected business organizations in Nigeria.
Respondents were categorized into three management levels: Supervisors, Middle-level Managers, and
Executives.

Managerial Level Frequency Percentage (%0)
Supervisors 40 33.3%
Middle-Level Managers 50 41.7%
Executives 30 25.0%
Total 120 100%

Source: Survey Result, 2025
Perception Scores on Organizational Power and Politics

Mean perception scores were computed for each group based on the Likert-scale responses to
organizational politics items (e.g., power plays, favoritism, and influence tactics).

Managerial Level Mean Perception Score Std. Deviation
Supervisors 3.85 0.62
Middle-Level Managers 3.45 0.77
Executives 2.98 0.84

Source: Survey Result, 2025

This shows that supervisors perceive organizational politics more strongly than executives, who show
more neutral perceptions.

Inferential Statistics

To determine whether these differences are statistically significant, one-way ANOVA was conducted.
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« Null Hypothesis (Ho): There is no significant difference in the perception of power and politics among
the three categories of managers.

ANOVA Summary Table:

Source SS df MS F p-value
Between Groups 5.25 2 2.625 5.12 0.007*
Within Groups 59.70 117 0.510

Total 64.95 119

*Significant at p < 0.05

Since p = 0.007 < 0.05, the null hypothesis is rejected.

Discussion of Findings

The findings indicate significant differences in how managers perceive organizational power and politics:

1. Supervisors reported the highest perception of organizational politics, possibly due to their proximity
to frontline struggles, limited decision-making authority, and susceptibility to top-down favoritism and
manipulation.

2. Middle-level managers displayed moderate perceptions, likely due to their role in balancing directives
from executives and implementing strategies with lower-level staff.

3. Executives had the lowest perception of political behavior, perhaps due to their involvement in
political decision-making and greater control over organizational processes, which may normalize
these behaviors for them (Vigoda-Gadot & Drory, 2006).

These findings align with studies like Mintzberg (1983), which noted that perceptions of politics often
vary with positional power, and with Kacmar & Ferris (1991), who emphasized that lower-level employees
often interpret managerial discretion as political behavior.

Conclusion

This study reveals that perceptions of power and politics differ significantly across managerial levels in
Nigerian business organizations. Supervisors are most sensitive to political behavior, while executives are
least perceptive or perhaps less critical of it. These perceptual differences may affect leadership trust,
morale, and organizational coherence.

Understanding and managing these dynamics is crucial to building more transparent, fair, and effective
organizational cultures.

Recommendations

1. Political Skill Training: Organizations should integrate training on political skill and ethical
influence tactics into leadership development programs to help managers navigate and manage
politics constructively.
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2. Transparent Communication: Develop clear and open communication channels across managerial

levels to reduce misinterpretations of organizational behavior as politics.

3. Policy Reforms: Create policies that promote fairness in promotion, appraisal, and task allocation to

reduce perceptions of favoritism or power coalitions.

4. 360-Degree Feedback: Use comprehensive feedback mechanisms to capture multi-level perspectives

during performance evaluations, thereby minimizing political bias.

5. Cultural Sensitization: Encourage a culture of meritocracy and shared leadership to reduce power

imbalances and minimize politically motivated decisions.
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