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Abstract 
 

Background: Organizational politics within organizations, like the power around the manager, is broad and 
widespread, and managers consider political behavior as a part of organizational life that is inevitable, and on 
the other hand, the impact of ethics on social and especially political behaviors is undeniable. Therefore, the 

purpose of this study was to design and validate organizational policy indicators based on political ethics. 
Method: The method of the present study was integrated (qualitative and quantitative) and in terms of purpose 
was applied research. The qualitative section consisted of experts with experience in the field of political be-
havior who interviewed 11 people using purposive sampling. The texts of the interviews were also analyzed by 
coding method. In the quantitative part, the statistical population was the heads and experts of the Ministry of 
Interior (101 people). The sample size was selected based on Morgan and Krejcie table of 80 people by random 
sampling method. The research instrument was a completed questionnaire with 3 dimensions, 10 components 
and 99 indicators, the reliability of which was obtained by Cronbach's alpha test of 0.91. Structural equations 

with Smart Pls software were used to analyze the data. 
Results: The results showed that the organizational, personal and job dimensions had (0.57, 0.44, 0.37) direc-
tion coefficient in the organizational policy model based on political ethics, respectively, and the research var-
iables could be 0.66, the perception variable. Predict organizational policy based on political ethics. Also, the 

overall fit of the model was evaluated at a very high level (GOF = 0.59). 
Conclusion: The model of perception of organizational policy indicators based on political ethics with 3 di-
mensions and 10 components has a good fit and can be considered as a suitable model of political behavior in 
public and private organizations in Iran.  
 
Keywords: Organizational policy, Political ethics, Organizational dimensions 
 

 
 

 [
 D

O
I:

 1
0.

52
54

7/
ije

th
ic

s.
3.

2.
63

 ]
 

 [
 D

ow
nl

oa
de

d 
fr

om
 ij

et
hi

cs
.c

om
 o

n 
20

25
-1

2-
18

 ]
 

                             1 / 10

http://dx.doi.org/10.52547/ijethics.3.2.63
https://ijethics.com/article-1-111-en.html


Mokhtari Bayekolaei M. et al.  
International Journal of Ethics & Society (IJES), (2021) Vol. 3, No. 2 

 

64 
Available at:  www.ijethics.com 

Introduction 
 

The organization is composed of individuals and 
groups that have different values, goals and inter-
ests, and this causes disagreement, conflict and con-
flict over access to scarce organizational resources 
(1). Perhaps the fact that the allocation of limited 
resources of the organization needs to be inter-
preted is one of the factors in the emergence of pol-
icy in organizations (2). Political behaviors are one 
of the constituent elements of organizational be-
havior (3). Organizational policies and political be-
haviors are activities that enable employees to 
achieve their goals in the organization without hav-
ing to go through appropriate formal and adminis-
trative channels (4). Political behavior is essential 
for complex organizations and plays an important 
role in the workplace (5). Some experts believe that 
all behaviors are in the political organization, almost 
everyone who works with the organization is famil-
iar with the political activities of employees (6). Alt-
hough political behavior may have both positive 
and negative consequences, much of past research 
has focused on its dark side (7). Individuals accept 
organizational membership in order to meet their 
personal needs. For this purpose, they have to com-
municate with each other. In fact, social interac-
tions between individuals provide favorable condi-
tions for the emergence of political behavior and 
skills (8). Successful organizations today need em-
ployees who are equipped with political skills in the 
organizational set (9). People who are politically 
skilled are socially strong and can adapt their behav-
ior to the situation. In addition, individuals can 
honestly adapt their behavior to those around them 
(10). Researchers' studies of organizational policy 
have shown that political skills as an essential asset 
can affect performance (11). In addition, political 
behavior is recognized as a source of stress and 
conflict in the workplace, one of the potential neg-
ative consequences of which is poor performance 
at both individual and organizational levels. Alt-
hough other negative consequences in the organi-
zation may be due to inadequate understanding of 
the organizational hierarchy, such as poor work re-
lationship with the supervisor, another possible 
outcome of political behavior in the organization is 

psychological and physical leaving of work, espe-
cially absenteeism. (12). 
Some studies focus on a very specific aspect of or-
ganizational policy called employee perception of 
organizational policy (14, 13). Reflects the policy 
perception of the extent to which other members 
of the organization have the power and influence 
to gain benefits in conflicting situations, and refers 
to employees' beliefs that if they perceive organiza-
tional policy, their political behavior toward others 
or They attribute the organizational environment to 
what it is (15). Perception of organizational policy 
is related to what level of power and influence is 
used by other members of the organization to gain 
advantages and maintain interests in conflicting sit-
uations (16). This perception is the product of an 
individual's interpretation of the behavior of others 
and organizational events, which can be positive or 
negative (17), although researchers believe that em-
ployees' perceptions of politics are almost always 
negative (18). Political behavior and organizational 
policy perception are dual structures that are inter-
related and high levels of organizational policy per-
ception increase the tendency to political behavior, 
which strengthens the policy perception itself (8). 
Given the strong evidence for the association of or-
ganizational policy perceptions with a variety of 
negative consequences for individuals and manag-
ers, organizations need to consider the factors that 
give rise to these perceptions (19). Some research-
ers believe that there are at least three potential an-
swers to understanding organizational policy. Em-
ployees may leave the organization, stay in the or-
ganization but not get involved in politics, or may 
stay in the organization and engage in political ac-
tivity. Based on this distinction, employees who 
perceive the organizational environment as political 
often find it stressful, ambiguous, and frustrating, 
and those who choose to stay and engage in politics 
may try to do so. Gain control of the organizational 
environment (6). 
One of the important issues related to organiza-
tional policies is ethics. Ethics is generally con-
cerned with the way people look at life and perceive 
things as good or bad (20). But ethics also has other 
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sections such as economic ethics, medical ethics, 
social ethics or political ethics (21). Political ethics 
refers to the actions that individuals in a politically 
organized community (such as government, region, 
administration, etc.) adapt to living together legally, 
administratively, economically, educationally, or 
health-wise. In other words, political ethics is re-
lated to the organized actions and activities of indi-
viduals in relation to political actions (22). Ethics 
and politics and the relationship between the two is 
one of the most important issues that human beings 
have always faced in the course of life and has been 
the place of discussion and discussion of scientists 
and philosophers throughout history (23). Some 
scholars have distinguished between ethics and pol-
itics and put politics minus ethics at the forefront 
of their decisions and do not see any relationship 
between them. They have considered the morality 
of the policies of that society (24). The view of the 
unity of morality and politics emphasizes that both 
morality and politics seek to ensure human well-be-
ing and cannot violate each other. This doctrine 
considers only one moral system as valid in both 
spheres of individual and social life and believes in 
the individual level is moral, at the social and polit-
ical level, and it is also moral for the statesmen, and 
whatever is immoral for each citizen is considered 
immoral for the government as well. According to 
this theory, ethics, individual politics, and moral 
politics are collective. Ethics and politics are both 
branches of practical wisdom and seek to ensure 
human well-being. Proponents of this theory be-
lieve that politics is a technique that realizes moral 
life (25). The relationship between ethics and poli-
tics has far-reaching practical consequences, the re-
sult of which is adherence or non-adherence to eth-
ical principles. Adherence to political ethics also in-
creases higher ethical performance, increases em-
ployees' organizational pride, improves organiza-
tional identity, creates a stronger ethical climate, 
leads to greater employee socialization and pro-
motes institutionalized norms and expectations 
(26).  Political ethics can also be directly related to 
work attitudes (29, 28). Furthermore, studies have 
shown that employees who are more skilled in po-
litical ethics have different experiences and reac-
tions to the workplace (30). 

Little research has been done on organizational pol-
icies related to political ethics, and there is a re-
search gap in this regard. The results show that 
there is a significant relationship between organiza-
tional silence and perception of organizational pol-
icy and organizational commitment (31). Research-
ers found that there is a positive and significant re-
lationship between perceived organizational sup-
port and organizational citizenship behavior and 
job performance (32). The results of studies reveal-
ing the construction of social security, social trust, 
feelings of powerlessness, feelings of social belong-
ing, job status and educational status have the great-
est impact on decision-making in political behavior 
(33). The results of other studies showed that the 
variables of organizational structure and organiza-
tional political behaviors are directly related to or-
ganizational effectiveness (34). Another study 
showed that political activity is inherent in all inter-
actions and, therefore, is considered as one of the 
constituent elements of organizations (35). This 
kind of behavior creates a divisive and harmful 
work environment that has increasingly negative ef-
fects on employees. Therefore, awareness of the 
factors that cause political behavior plays an im-
portant role in preventing and limiting such behav-
ior. The results showed that organizational policies 
(accompanying for promotion; payment and pro-
motion policies; and general political behaviors) af-
fect employee participation and performance (36). 
Another study has shown that political ethics and 
teaching political behaviors are effective in under-
standing employees' social responsibility and im-
prove attitudes toward work (29). 
A review of the literature showed that organiza-
tional politics on the one hand and political ethics 
on the other hand are two important structures in 
organizational and behavioral studies. Also, the ef-
fects of organizational policies are wide and from 
positive to negative consequences, and further 
study and understanding of organizational policies 
in organizations is inevitable. Another is that not 
many studies have been done on organizational 
policies in Iran from the perspective of political eth-
ics and most studies have dealt with the relationship 
between two variables and mainly the impact of po-
litical behaviors on other variables. Therefore, the 
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main purpose of this study is to design and validate 
a model of organizational policy perception indica-
tors based on political ethics. 

 
Material & Methods 
 
The method of the present study was integrated 
(qualitative-quantitative) and applied in terms of 
purpose. In the qualitative section, the participants 
were academic and organizational experts (11 peo-
ple) who, by studying their resumes and considering 
criteria such as writing and familiarity with theoret-
ical topics in the fields of political science and or-
ganizational behavior and willingness to participate 
in interviews, were purposefully selected (Table 1). 
The research tool was semi-structured interviews 
and coding method was used to analyze the data. 
For data validity from the perspective of professors 

and for reliability, the agreement coefficient be-
tween coders was used. The re-coding of 3 inter-
views showed that the agreement coefficient be-
tween coders is 0.93. 
In the quantitative part of the research, the statisti-
cal population included the heads and managers of 
the Ministry of Interior (101 people) and the sample 
size was determined using Krejcie and Morgan ta-
ble (80 people) (Table 2). Simple random sampling 
method was also used to select the sample. The re-
search tool was a researcher-made questionnaire 
that was developed based on qualitative findings. 
This questionnaire was designed with 3 dimensions 
and 10 components based on the Likert scale. For-
mal validity was used for the validity of the ques-
tionnaire and Cronbach's alpha test was used for re-
liability, which was 0.91. To analyze the data, de-
scriptive statistical tests (frequency and percentage) 
and inferential structural equations with Pls Smart 
approach were used.

 
Table1: Characteristics of experts in the quality section 

Variables Factors No Variables Factors No 

Age 30-40ys 3 Position Assistant 4 

41-50ys 6 Associate 4 

over 51ys 2 Prof. 3 

Gender Male 8 CV Related research 4 

Female 3 Books 6 

Major Political Science 5 Articles 1 

Social science 4 Education Ph.D. 9 

Islamic studies 2 Post doc. 2 

 
Table 2: Demographic characteristics of the research sample 

Variables Factors Frequency Percentage 

Gender Male 6 7 

Female 74 93 

Age 30-40ys 11 14 

41-50ys 41 51 

over 51ys 28 35 

Education B. A 8 10 

M.A 53 66 

Ph.D. 19 24 

Work experience Less than 10ys 5 6 

10-15ys 8 10 

16-20ys 21 26 

21-25ys 30 38 

Over 26ys 16 20 
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Results 
Qualitative results 
The process of interview analysis showed that the 
perception of organizational policy based on em-

ployees' political ethics is in 3 organizational dimen-
sions with 5 components, personal with 2 compo-
nents and job with 3 components. Table 2 shows 
the dimensions and components along with the in-
dicators and the degree of importance of each indi-
cator. 

 
Table 3: Dimensions and components of organizational policy perception based on political ethics 

Dimension Components Indexes 

Personal Honesty The speech and actions of the political elite are consistent. 

The expression of the political elite is clear and transparent. 

Employees are committed to their commitments and promises. 

Employees have the courage to admit their mistake. 

Employees are honest in their day-to-day affairs. 

Employees are careful about the accuracy of the issues before them. 

Moderation Employees are moderate in behavior and speech. 

Employees observe justice and fairness. 

Employees control their emotions. 

Employees do not make angry decisions. 

Employees have dignity and self-esteem. 

Professional Rule of law The job of the employees requires them to comply with the laws and reg-

ulations of the country in any situation. 

Employees adhere to and respect the laws and regulations of the country. 

Employees respect intellectual property rights. 

Employees in their work meet ethical standards in the form of an eternal 

law. 

Responsibility Employees take on responsibilities commensurate with their capabilities 

and perform their duties. 

Employees are accountable to the relevant authorities. 

Employees are accountable to people for their actions and behavior. 

Employees take responsibility with continuous effort and avoid any loose-

ness and shortcomings. 

Employees are responsible for their own expenses. 

Services Employees believe in the distribution and circulation of power. 

Employees choose service at all costs instead of trying to gain power. 

Employees adhere to national solidarity in accordance with their job re-

quirements. 

Organizational Preference of national interests In organizational policies, the interests of the system take precedence. 

Employees sacrifice their rights and reputation for organizational interests. 

Public order in the organization takes precedence over individual and 

group demands. 

Laws and regulations in the organization take precedence over personal 

and group demands. 

Employees do not misuse information to advance personal or partisan in-

terests. 

The organization strives for national security. 

The services of the organization are comprehensive. 

Confidentiality Employees are not lax in maintaining information and are confidential. 

Employee privacy is respected in the organization. 

Classified information is stored in the organization. 

Important and vital information in the organization remains secret. 

Scoping and privacy are observed in the organization. 

Justice The organization pays attention to the strengths of individuals and other 

organizations along with their weaknesses. 
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The organization strives for justice and does not infringe on the rights of 

others. 

The organization does not discriminate against eligible individuals. 

The organization strives to be right-oriented and not to distort the facts. 

The needs of employees in the organization are considered. 

National Cohesion and Solidar-
ity 

The organization is committed to national solidarity. 

In the organization, the demands outside the national power have not in-

creased irrationally and the demands of the people have not been abused. 

Culture, ideals and moral values are used to achieve soft power in order to 
guarantee the existence and territorial integrity of the country as well as 

friendly countries. 

Regularization and adherence 
to the principles of democracy 

The organization adheres to the rules of healthy political competition. 

The rights of the majority and the minority are respected in the organiza-

tion. 

The organization respects legitimate freedoms. 

In the organization, people are accepted as the rightful owners. 

The organization adheres to the right principles. 

In the quantitative part of the research, structural 
equations have been used. First, Cronbach's alpha 
coefficients and combined reliability were used to 
evaluate the reliability of the research variables. 
The results are shown in Table (4). 
 

Table 4: Cronbach's alpha results and the 
combined reliability of the research variables 

Concealed variables Alpha>0.7 CR>0.7 

Perception of organizational pol-
icy based on political ethics 

0.740 0.852 

Organizational 0.837 0.883 

Personal 0.713 0.872 

Professional  0.740 0.852 

 

What is the model fit of the dimensions and com-
ponents of organizational policy perception based 

on political ethics? 
Using Pls Smart software, in the first stage, the in-
tensity and direction of the relations between the 
variables were reported by the standard mode test 
and in the second stage, by the test of significant 
coefficients, the significance of the relations be-
tween the variables was reported. 
Based on fig. 1, the path coefficient of the organi-
zational variable is equal to 0.57 and the path co-
efficient of personality and job dimensions are 
0.44 and 0.37, respectively. Accordingly, the or-
ganizational dimension is more related to political 
ethics than other dimensions. 

 

 
Figure 1: Test of research model in standard mode 
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Figure 2: Research model test in the case of significant numbers 

 
The results of Figure (2) also show that the value 
of t-statistic in all variables is greater than 1.96. 
Therefore, the significance of path coefficient and 
factor loads is confirmed. In the continuation of 
structural equation analysis, the fit of the general 
model with the GOF criterion is used, which three 
values of 0.01, 0.25 and 0.36 are introduced as 
weak, medium and strong values for GOF (37)? 
The results of the overall model fit are presented 
in Table (5). 

Table 5: Results of GOF 
Variable Communality R2 GOF 

Perception of organiza-
tional policy based on po-
litical ethics 

0.533 0.667 0.596 

 
The results of Table 5 show that the GOF rate is 
0.596, which indicates a good fit of the overall 
model and the final model is approved. 
 

Discussion 
One of the most important issues for organiza-
tions is politics and political behavior, which plays 
an important role in the workplace. Studies have 
shown that organizational policies play an im-
portant role in employee growth and work envi-
ronment. Accordingly, the purpose of this study 
was to design a model of organizational policy per-
ception based on political ethics in the Ministry of 
Interior of Iran. The results showed that the three 

dimensions include individual-personal, occupa-
tional and organizational factors as dimensions of 
organizational policy perception based on political 
ethics, which consisted of 10 components. Statis-
tical analysis of the data showed that in the pro-
posed model, the organizational dimension with a 
path coefficient of 0.57 was in the first place of 
importance and then the personality and job di-
mensions were with a path coefficient of 0.44 and 
0.37, respectively. The results of this study are 
consistent with some studies; the results of a study 
showed that there is a significant relationship be-
tween organizational silence and perception of or-
ganizational policy and organizational commit-
ment (28). Other results showed that perceived or-
ganizational support has a significant relationship 
with organizational citizenship behavior and job 
performance (29). The results of other studies 
showed that organizational structure and organi-
zational political behaviors are directly related to 
organizational effectiveness (31). Other results 
found that political activity is inherent in all inter-
actions and is one of the constituent elements of 
organizations (32). Other researchers have con-
cluded that political ethics and the teaching of po-
litical behavior are effective in understanding the 
political and social responsibility of employees and 
improve attitudes toward work (26). 
Individual-personality factors including modera-
tion and honesty can play an effective role in un-
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derstanding organizational policy based on politi-
cal ethics; In fact, political ethics is a part of per-
sonal ethics that, when there is enough in a person, 
can lead to positive judgments about his organiza-
tion, colleagues and the workplace in general, and 
as a result, his political behaviors are in the path of 
ethics. On the other hand, it can be said that the 
more a person uses political ethics in his work en-
vironment in a positive way, for example, moving 
in the direction of his organizational interests, it 
also causes the growth and excellence of the or-
ganizational path. Job factors also include feed-
back, job independence, skill diversity, and inter-
action with the manager. Employees who receive 
constructive feedback have more control over the 
work environment and laws and regulations, ad-
here to the laws and regulations of the country, 
take responsibility for work with their ability, and 
perform their duties, believe in the distribution 
and circulation of power leads to understanding 
organizational policy. Organizational factors were 
another finding that affects the perception of or-
ganizational policy based on political ethics. In 
other words, those who participate in decision-
making experience less job pressure that results 
from the perception of organizational policy, and 
with a preference for national interests, confiden-
tiality, fairness, cohesion and solidarity, regularity 
and adherence to the principles of democracy and 
justice and the rights of others. Attention is paid 
to culture, ideals and moral values, so by observing 
these factors, it can affect the perception of organ-
izational policy based on political ethics. In gen-
eral, the results of structural equations showed 
that among the three identified dimensions, the 
organizational dimension had a higher path coef-
ficient and then there are personality and job di-
mensions. 
The limitations of the present study can be said; 
the present study was limited to the study of the 
Ministry of Interior of Iran and the generalization 
of the results to other organizations is subject to 
increasing the number of population and statistical 
sample. Another limitation is the lack of organiza-
tional policy models that do not provide an oppor-
tunity to compare the results of this study with 
other results. Also, due to the sensitivity of the 

policy issue, the interviewers and respondents may 
have given general answers and not expressed 
from deeper angles. Another limitation was the 
prevalence of coronary heart disease, which posed 
many challenges for the researcher to be able to 
easily interview volunteers or deliver question-
naires. Based on the results, it can be suggested 
that researchers in the future to design and explain 
the pattern of the impact of managerial factors on 
political behavior in government organizations, as 
well as provide a model for the interaction of per-
ceived organizational policy and psychological 
capital. It is suggested that managers identify neg-
ative causes and techniques of political behavior to 
prevent the occurrence of negative political behav-
ior. It is suggested that organizational goals and 
missions be accurately and clearly described. An-
other suggestion is that for organizational trans-
parency, a special time should be set for political 
discussions and exchanges and views of employ-
ees so that they do not have a negative effect on 
the work environment outside the scope of pro-
fessional political activities. 

 
Conclusion 
 
Organizational, personality and job dimensions 
are important dimensions of understanding organ-
izational policies based on political ethics, respec-
tively. Hence, individuals act on their perceptions 
of politics and in accordance with the political 
work ethic in the workplace, and behavioral reac-
tions are formed based on these perceptions. 

 
Ethical Consideration 
 
The present study was a non-clinical study; however, the 
researcher explained the purpose of the research and its 
application to the participants and also asked their per-
mission to record the text of the interviews. It was also 
ensured that the use of research data is for research pur-
poses only and has no other use. At the end of the study, 
a copy of the findings was provided to the participants. 
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