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Abstract 
This study examined the prediction of organizational politics, turnover intention and organiza-
tional commitment on employees’ efficiency and effectiveness in academia. It made use of 200 
randomly selected employees of Babcock University Ilishan, Ilishan – Remo, Ogun State, Nige-
ria. The age range of the respondents was between 25 and 53 years with mean age of 36.1 and 
standard deviation of 3.01. The expost-facto research design was employed. Three standard in-
struments: Perception of Organizational Politics Scale (POPS) by Kacmar and Carlson (1994); 
Organization Commitment  Scale by Meyer and Allen (1991); Turnover Intention Scale by O 
Driscoll and Benhrs (1994) ; respondents’ annual performance evaluation report were used in 
generating  data for the study. Data Analysis involved the use of correlation and multiple regres-
sions. The result indicated that the predictor variables combined and separately made significant 
contribution to the prediction of the criterion variable. Also, high and positive correlations were 
found between organizational politics and turnover intention, work efficiency and organizational 
commitment. On the basis of the findings, it was suggested that a happy employee is a better em-
ployee. 
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Introduction 
In the world over, human factor (workers) is the most important and highly needed for any or-

ganization to achieved its goals and con-
tinue to progress. The extent to which 
this can be actualized depends primarily 
/ principally if not entirely on the work-
ers. Ogunyemi (2007) submitted that no 
organization can achieve its objective 
without adequate and effective work-
force. However, in diagnosing organiza-
tional problems most especially, low 
performance or inefficiency is often 
made first to the employees. Employees 
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are indeed a criterion factor in the actualization of organizational goals. 

As important as human resources are to the achievement of the organizational goal, it is regretta-
ble to state that as a result of certain factors or reasons in recent time, it has been observed that 
their attitude towards the organizational goals is averagely low. Thus, inefficiency and unproduc-
tivity of workers on the job is a manifestation of some factors not just inherent with the individual 
employee but also with the totality of the organizational structure. 

The need for factor that predicts employees’ effectiveness has become more critical to organiza-
tional success especially in academia. One of the factors that could lead to overall organizational 
performance and productivity in the dynamic and competition technology world today is employ-
ees’ efficiency on their job. Employees’ efficiency on their job has emerged as a promising area 
of research within the study of industrial and labour relations in the recent time (Gbadamosi & 
Nwosu, 2010; Meyer & Allen, 1997; Ogunyemi, 2007; Salami, 2008). 

A variety of studies have recently pointed to organizational politics as an important antecedent of 
employees’ performance, both formal and informal (Adams et al., 2002; Ferris & Kacmar, 1992; 
Gandz & Murray, 1980; Kacmar & Baron, 1999; O’Connor & Morrison, 2001; Valle & Perrewe, 
2000). Most of these studies, and others, have relied on the definition of organizational politics as 
behavior strategically designed to maximize self-interests (Ferris et al., 1989 in Vigodata-Gadot, 
2006) and therefore in conflict with the collective organizational goals or the interests of other 
individuals. This perspective reflects a generally negative image of workplace politics in the eyes 
of most organization members. Although treated as separate constructs, several studies have also 
related organizational politics to the theory of fairness, equity, and justice in the workplace (Ferris 
& Kacmar, 1992, Vigoda-Gadot, 2003). Other studies describe organizational politics as a power 
game and influence tactics designed to achieve the best outcomes for the user (Kipnis et al., 1980; 
Pfeffer, 1992). 

Studies that developed the concept of organizational politics (Andrews & Kacmar, 2001; Cropan-
zano & Kacmar, 1995; Dipboye & Foster, 2002; Fedor et al., 1998; Ferris & Kacmar, 1992; 
Vigoda-Gadot, 2003) found that workplace politics was perceived as self-serving behavior by 
employees to achieve self-interests, advantages, and benefits at the expense of others and some-
times contrary to the interests of the entire organization or work unit. This behavior was fre-
quently associated with manipulation, defamation, subversiveness, and illegitimate ways of over-
using power to attain one’s objectives (Kipnis et al., 1980). Ferris et al. (1989) suggested that the 
concept of the perception of organizational politics (Perception of Organizational Politics Scale – 
POPS) as a good measure of OP. Moreover, Kacmar and Ferris (1991) and Ferris and Kacmar 
(1992) argued that the higher the perceptions of politics are in the eyes of an organization mem-
ber, the lower in that person’s eyes is the level of justice, equity, and fairness. 

Turnover intentions are the thoughts of the employees regarding voluntary leaving the organiza-
tion (Whitman, 1999). The intention to quit is probably the most important immediate antecedent 
of turnover decisions. Turnover intention is used instead of actual turnover because in general the 
theory of planned behavior (Ajzen, 1991) suggests that behavioural is a good predictor of actual 
behaviour. In fact, researchers have found intent to leave or stay as the strongest predictor of ac-
tual turnover (Hendrix, Robbins, & Summers, 1999, Lee & Liu, 2007). 

Review on the antecedent of turnover intentions have highlighted intent to leave rather than actual 
turnover as the outcome variable. Also results on the study of the relationship between turnover 
intentions and actual turnover have given support and evidence on the significant relationship 
between these variables (Lambert et al, 2001 in Nwosu, 2010). Literature has identified that work 
related factors, personal characteristics and external factors are good predictors of employee turn-
over tendency (Des & Shawn, 2001, Oparah & Faloye, 2007). 
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Empirical studies have shown that turnover intentions are function of several variables that are 
satisfaction, motivation, organizational support, financial reward, communication promotion 
prospect and leadership styles (Alarape & Akinlabi, 2003; Brown, 2003; Salami Omole, 2005). 
However, less study has focused on the effect or impact of turnover intentions on employees’ ef-
fectiveness. 

Organizational commitment is a very important construct for any organization to succeed. And 
the employee commitment is seen as the key factor in achieving competitive performance (Sah-
nawaz & Juyal, 2006). Meyer & Herscovitch (2001) defined commitment as a force that binds an 
individual to a course of action that is of relevance to a particular target. When employees as 
noted by Okpara (2004), Warsi, Noor, and Shidzada (2009) are sure that they will grow and learn 
with their current employers their level of commitment to stay with that particular organization is 
higher. In order to make employees to improve their job efficiency, there is a great need for 
strong and effective human resource strategies. These strategies must enhance employees’ com-
mitment to their career and organization, reduce turnover intentions and make organizational 
politics favourable to all employees. 

Today however, an employee’s non-commitment and turnover intention is a direct cost in the 
form of having to select, recruit and train a new employee (Dalton et al., 1992; Oparah & Faloye, 
2007). The existence of employees and non-commitment also has direct cost implications that 
include reduced morale, pressure on the remaining staff, and cost of learning and less cost of so-
cial capital (Dess & Shaw, 2001). Employees’ commitment, low turnover and positive organiza-
tional climate can have great positive effect on organizational productivity through employees’ 
efficiency and efficacy. It can also disrupt group socialization process and increase the propensity 
of internal conflict, which was once noted by North, Rasmussen, Hughes and Finalyson (2005) to 
triggering additional turnover and non-commitment. 

Demographic factor is another factor considered by the present study. Although demographic 
variables has been called to question in recent times. In spite of this, demographic background 
permits inferences and explanation as well as consequent policy decisions affecting subjects 
(Osiki, 1999). In line with this position, biographical variables could be seen as socio-personal, 
educational and occupational biodata. Essentially, they are vital information about a person’s pre-
vious and present social, personal educational and career history (Adeyemo & Aremu, 1999).   

Despite of several empirical studies among organizational scholars, previous empirical findings 
are still less encouraging and have been inconclusive. This is especially in terms of the nature of 
the relationships and contributions of some organizational structure and performance on employ-
ees’ efficiency and effectiveness. In relation to this, further investigations are required to deter-
mine the combined and differential contributions of some organizational factors (politics, turn-
over and commitment) on employees’ efficiency and effectiveness. Most studies have focused on 
employees in product producing industries (see Chen & Chen, 2008; Des & Shaw, 2001; Lee & 
Liu, 2007; 2002; Salami, 2008). This study therefore, investigated the predictive roles of organ-
izational politics, turnover intentions and organizational commitment on employees’ effectiveness 
and efficiency in academia.        

Research Hypotheses 
To achieve the purpose of this study, the following hypotheses were raised and tested at the 0.05 
level of significance: 

(1) Demographic factors (gender, educational level, work designation, marital status and 
work experience) will not significantly predict employees’ work efficiency and effective-
ness in academia. 
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(2) Organizational politics, turnover intention and organizational commitment cannot com-
bine to predict employees’ efficiency and effectiveness in academia. 

(3) Organizational politics, turnover intention and organizational commitment cannot rela-
tively predict employees’ work efficiency and effectiveness in academia. 

Methodology 

Design of the Study 
This study adopted expost-facto research design. This is because the researcher is only interested 
in the determining the extent at which the predictor variables could determine the criterion vari-
able and thus not have any intention of manipulating any of the predictor variables. 

Sample of Study  
The sample for this study consisted of 200 staff of Babcock University cutting across academic 
and administrative staff. The sample was drawn from four (4) faculties, and main administrative 
block and the registry. One hundred and twenty academic staff was randomly selected from the 
various faculties while eighty randomly selected non-academic staff participated in the study. 

Instrumentation   
The following three already validated instruments and the respondents’ annual performance 
evaluation report were adopted for this study. 

Organizational politics 
Organizational politics were measured using Kacmar and Carlson’s (1994) “Perceptions of Or-
ganizational Politics Scale (POPS)” POPS was defined as the degree to which the respondents 
view their work environment as political, and therefore unjust and unfair. The measure contain 12 
parsimonious items measured on a five point despondence scale from 1 (strongly disagree) to 5 
(strongly agree). A higher score meant a stronger perception of organizational politics. Sample 
items were “favoritism rather than merit determines who gets ahead around here”, “there is a 
group of people in my department who always get things their way because no one wants to chal-
lenge them”. POPS has been by many research are and has reliability coefficient of.76 (Parker et 
al, 1995); .77 (Vigodo, 2000), and .83 (Vigoda – Gadot, 2006). 

Organizational commitment 
Organizational commitment was measure using Meyer and Allen’s (1991) instrument. The in-
struments consist of 24 items and were designed to capture three dimensions of organization com-
ment namely effective, continuance, and normative. Each of the dimension of commitment is 
measured by ranging from strongly disagree (1) to strongly agree (5). The internal consisting 
measured by Cronbach’s alpha for overall organizational commitment scale is 0.89 (Abdullah et 
al., 2005). 

Turnover intentions 
The turnover intentions were measured using O Driscoll and Benhr’s (1994) turnover intention 
scale. The present job compare with an alternative that they may be interested in or able to obtain. 
The measure contain three items “Thought about quitting my job cross my mind” measured on a 
six point response scale from not at all to all the time. I plan to look for a new job within the next 
12 months” measured on six point scale from strongly disagree to strongly agree; and, “how 
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likely is it that, over the years, you will actively look  for a new job outside this firm” measures 
on a six point response  scale ranging  from very unlikely to very likely. The relative co-efficient 
of turnover intention is 0.91. 

Employees’ efficiency and effectiveness 
This was measured using the secondary data of employees’ annual performance evaluation re-
ports in the registry of the University. This report measured indices of work records such as qual-
ity of work, resourcefulness/creativity/originality /discreteness, punctuality / absenteeism / par-
ticipation at staff meetings and relationship with staff and significant others. 

Procedure  
Employees were met at their duty post after due permission was taken from their heads of de-
partments. Participants were informed on the objective of the study and advised to be truthful in 
filling out the questionnaire. They are requested to supply their identity and department to allow 
for easy tracking of their evaluation reports. Two field research assistants helped in the distribu-
tion and collection of the questionnaires. Performance evaluation reports were later got from the 
registry and the total score of each employee as recorded in the performance evaluation question-
naire was later coded and analyzed along with the responses of each of them to the items of the 
questionnaire on organizational politics, commitment and turnover intention. Analysis was car-
ried out using product moment correlation and hierarchical multiple regression analysis. 

Results 
Table 1: Correlation Matrix (Pearson’s) and reliability (Cronbach’s α)  

for the research variables (in brackets). 

Variable Mean SD 1 2 3 4 
Orgl. Politics 2.49 0.63 (0.79) - - - 
Turnover Intention 1.98 0.75 0.83** (0.81_ - - 
Orgl. Commitment  2.11 0.70 -0.69** -0.73** (.0.87) - 
Work Efficiency  3.07 0.81 -0.69** -0.81** 0.93** (0.77) 

 Notes: N= 200, **P <005 

Table 1 provides the description statistics and also demonstrates the psychometric properties of 
the variables of the study. The correlations between the research variables are in the expected di-
rection. Convergent and high correlations was found between organizational politics and turnover 
intentions (r=.83; p<.08), work efficiency and organizational commitment (r = .93; p< .05). On 
the other hand divergent and high correlation was observed between organizational politics and 
organizational commitment (r = .69; p< .05); organizational politics and work efficiency ( r = -
.69, p<.05); organizational commitment  and turnover intention (r = -.73, p<.05) work efficiency 
and turnover intentions (r= .81, p<.05). 
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Table 2:  Analysis of the composite effect of predictor variables on job efficiency 

R                =      .441a 

R2              =      .218 
Adj. R2      =      .103 
SE              =  15.019        
Model Sum of Square  Df Means of Square F Sig 
Regression  1462.721  3 487.574   

    10.504 .000 
Residual   9098.124 196   46.419   
Total 10560.845 199   46.419   

 P< .05 level 

From Table 2, it could be seen that the regression value for the combined effect (.441) and the 
adjusted R2 (.103). This implies that 10.3% of the variance in the employees’ job efficiency is 
accounted for by the predictor variables. It could also be seen from the table that the F-value of 
10.504 is significant at less that 0.05 alpha level. This shows that the predictor variables (organ-
izational politics, turnover intention, and organizational commitment) have significant effect on 
the criterion variable (employees’ job efficiency). Thus, the hypothesis which stated that organ-
izational politics, turnover intention and organizational commitment cannot combine to predict 
employees’ work efficiency in academia is rejected while the alternative hypothesis is sustained. 

Table 3: A four hierarchical regression analyses of work efficiency on demographic factors, 
organizational justice, turnover intention and organizational commitment. 

Variables  R R2 ΔR2 ΔF β Df T 
Step 1        
Demographic Factors .19 .07 .03 4.02*  5,184  
Gender     .17  2.79* 
Marital Status      .17  2.86* 
Work Designation      .29  5.33* 
Educational Status     .21  4.07* 
Work Experience      .26  4.91* 
Step 2        
Organizational Politics  .44 .19 .15 4.76* .24 6,193 5.05* 
Step 3        
Turnover Intention .36 .10 .10 3.00 .15 7,192 2.63* 
Step 4        
Orgl. Commitment   .42 .13 .11 4.53* .21 8,191 4.88* 

* P< .05 (2-tailed test) 
a. Gender was scored 1 = male, 2 = female 
b. Marital status was scored 0 = single, 1 = married 
c. Work designation was scored 1 = academic staff, 2 = non-academic 
d. Highest educational status was scored 5 = PhD, 4 = masters, 3 = bachelor degree, 2 = 

HND, 1 = NCE/ OND 
e. Work experienced was scored 1 = 0-5years, 2 = 6-10years, 3 = 11-20years, 4 = 21years+  

Table 3 shows the regressed results of the demographic variables (step 1) as well as the relative 
contribution of the predictor variables on the criterion variable (step 2, 3 and 4). Hypothesis one 
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that postulated that demographic factors will not significantly predict employees work efficiency 
is rejected based on the outcome of the findings (ΔR2 = .03, df (5,194) = 4.02, P <.05). Therefore 
gender, marital status, work designations, educational status and work experience made signifi-
cant separate contributions to the prediction of employees’ efficiency in academia. Work designa-
tion is the most potent factors (β=.29), followed by work experience (β =.26); educational status 
(β=.21), lastly by gender and marital status with beta value of .17 respectively. 

Step 2, 3 and 4 on Table 3 shows the relative contribution of each of the predictor variables to the 
variance in employees’ efficiency in academia. Organizational politics has the highest beta value 
(5.05), followed by organizational commitment (4.88) and lastly by turnover intentions (2.63), all 
significant at 0.05 alpha level. Therefore, organizational politics predicts employees’ efficiency 
most in academia, followed by organizational commitment and lastly by turnover intention. It 
could be deduced that organizational justice, turnover intention and organizational commitment 
relatively predict employees’ work efficiency in academia. 

Discussion   
The results of this study on the relationship among the variable of this study show some interest-
ing evidence. High and positive correlation was found between organizational politics (OP) and 
turnover intention (TI) (r=.83), also with work efficiency (WE) and organizational commitment 
(OC) (r=.93). Negative and high correlation was seen in the relationship between organizational 
politics, work efficiency and commitment, as well as organizational commitment, turnover inten-
tion and work efficiency. The implication of this is that work behaviour and organizational suc-
cess are related, and the environment in which one work is very crucial to organizational behav-
iour and success. 

Glisson and James (2002) affirmed that organizational environment is as a reflection of workers’ 
perception of and emotional response to characteristic of their work. Again, when viewed against 
the submission of Morris and Bloom (2002) that work attitude could mediate the effect of organ-
izational climate on employees’ performance (efficiency and effectiveness) and motivation and 
organizational characteristic influence employees’ commitment to their organizational and their 
job. 

This study also revealed that the independent variables (organizational politics, turnover intention 
and organizational commitment) were significant predictors of employees’ work efficiency and 
effectiveness in academia. The study further found that organizational politics and commitment 
are the most potent factors and lastly by turnover intention. Result from this study corroborates 
earlier studies of Des and Shaw (2001); Oparah and Faloye (2007),  Warsi, Noor and Sahibzada 
(2009), North et al, (2005) that employees’ non-commitment, intention to leave or stay and or-
ganizational politics can have adverse and negative effect on organizational productivity  through 
employees’ efficiency and efficacy. 

The study also confirmed that organizational politics as the most potent predictor of efficiency in 
this study can disrupt group socialization process and increase the propensity of internal conflict 
which was once noted by North at el (2005) to triggering additional turnover and non-
commitment. 

While considering the direction of the significant of this study based on demographic factors, ta-
bles 3 revealed that gender, marital status, work designation educational status, and work experi-
ence made significant separate contributions to the prediction of employees’ efficiency and effec-
tiveness. This result lends a good credence from Dodd-McCue and Wright (1996) and Salami 
(2008) on the roles played by demographic variables in determining organizational behavior and 
success. 
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Conclusion  
With the findings of this study it could be concluded that organizational politics, turnover inten-
tions and organizational commitment would predict employees’ effectiveness and efficiency in 
academia. Organizational politics and commitment are however the most powerful factors in em-
ployees’ efficiency and effectiveness in academia.    

Consequent upon the findings of this study, it is recommended that the management of schools in 
higher citadel of learning be it private or public should pay a great attention to employees’ com-
mitment in order to achieve increased productivity and retain best hands. This could be achieved 
by providing adequate support through HRM practices, reduce favoritism to the bearest minimum 
and create enabling and conductive environment for employees to discharge their duties. Thus, a 
happy employee is a better employee.       
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