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Abstract

In today’s organizational environment, human resources are seen to be one of the most 
crucial assets that must be maintained, particularly the existence of employees’ pro-
active behavior, which is needed for the sustainability of organizational performance. 
One factor, which may affect the employees’ proactive behavior, is organizational poli-
tics. Therefore, the main objective of this study is to investigate the effect of organi-
zational politics on proactive behavior of government employees and to test further 
whether this effect was moderated by self-efficacy. This study used a quantitative ap-
proach with an exploratory method to answer the proposed hypothesis. The samples 
were 310 local government employees in Bandung district, Cimahi City, Bandung City, 
and West Bandung Regency, Indonesia. For processing the data and testing the hy-
potheses, this research employed Moderated Regression Analysis by using STATA 13. 
The results showed that organizational politics has a negative effect on the proactive be-
havior of government employees, and the moderation effect of self-efficacy can weaken 
the negative relationship between organizational politics and proactive behavior. The 
study, therefore, makes a valuable contribution regarding the additional evidence to 
the organization within this field.
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INTRODUCTION 

Good governance is when the government is clean, authoritative 
(Streck, 2007), and free of political impression (Landells & Albrecht, 
2017). However, organizational politics can affect all aspects and 
is difficult to eliminate directly (Amyulianthy, Khair, & Lysandra, 
2016). Since some employees use a political approach in achieving 
power and career in the organization (Hsiung, C. W. Lin, & C. S. Lin, 
2012; Judge & Bretz Jr, 1994). Almost all government employees in 
Indonesia can talk about political events because they are involved 
directly or indirectly in the implementation of organizational poli-
tics in their environment. This organizational political event has a 
psychological impact on employees who work for the benefit of the 
organization (Landells & Albrecht, 2013). The employees consider 
that organizational politics is a quick way to gain power and position. 
As a result, some people claim that politics has a negative impact on 
others and the organization (Vigoda, 2000), while some other em-
ployees who got promotions in political ways consider politics as a 
useful tool in the development of themselves and their organizations 
(Kacmar & Carlson, 1997).
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The negative impact of organizational politics on government institutions triggers criminal acts of cor-
ruption by government employees to gain power by using methods they consider easy and fast. Based 
on the data from the Indonesian Corruption Eradication Commission, criminal acts of corruption that 
occurred at government institutions included bribery, personal enrichment, embezzlement in office, 
and fraud in procurement, as many as 887 cases, which occurred from 2004 to 2018. The government in-
stitutions, which were stated as having the most criminal acts of corruption, were ministries (321 cases), 
district or city governments (295 cases), provincial governments (128 cases), House of Representatives 
or DPR and Regional House of Representatives or DPRD (67 cases), state-owned enterprises and pro-
vincially/municipally-owned corporations (56 cases). Meanwhile, the institution with the least case was 
the commission (20 cases) (Roosyana, 2019). Criminal acts of corruption in government institutions are 
part of the organizational politics in achieving personal and group benefits (Landells & Albrecht, 2017; 
Zivnuska, Kacmar, Witt, Carlson, & Bratton, 2004).

In the context of organizational political study, most of the studies were conducted on American 
culture that is individualistic (Miller, Rutherford, & Kolodinsky, 2008). In Chinese culture, which 
is collectivist, individuals believe that harmony is virtue and brotherhood (Olson, Bao, & Parayitam, 
2014). Meanwhile, an organizational political study in government institutions in Indonesia tended 
to be small in number. The fundamental difference of those studies lies in Indonesian culture, 
which has the ideology of Divinity, in which individuals believe that everything possessed by a 
person, namely good skills, experience, and self-confidence, is derived from God and shall return 
to God. This trust becomes an essential component in individual behavior in government institu-
tions in Indonesia. Therefore, it is crucial to examine in-depth organizational politics in govern-
ment organizations because the impact can affect the behavior of individuals, groups, and organi-
zations. Besides, this study tries to explain how the organizational context (organizational politics) 
and individuals context (self-efficacy) interact to inf luence the proactive behavior of employees in 
government institutions.

1. LITERATURE REVIEW 

AND HYPOTHESES 

DEVELOPMENT

1.1. Effect of organizational politics 
on proactive behavior

As work becomes more dynamic and decentral-
ized, proactive behavior and initiative behavior 
become important determinants of organiza-
tional success (Huang, 2017). Proactive behav-
ior is the use of initiative of someone in improv-
ing the current situation or creating a new one. 
Proactive behavior challenges the status quo con-
dition that passively adapts to the current state 
(Nurjaman, Marta, Eliyana, Dewi Kurniasari, & 
Dedeh Kurniasari, 2019). The employee’s proac-
tive behavior can be influenced by environmental 
factors (contextual factors) or individual factors 
(individual differences). The environment can in-
crease proactive behavior of employees. On the 
contrary, it can also reduce the proactive behavior 

of employees. One thing that can reduce the pro-
active behavior is organizational politics, which 
is considered a negative factor in employee com-
mitment and satisfaction (Bozeman, Hochwarier, 
Perrewe, & Brymer, 2001).

In employees’ opinion, organizational politics 
has a negative image because it is only concerned 
with personal and group interests (Vigoda, 
2000). Many studies have evidenced the poten-
tial threat of organizational politics to the effi-
ciency and effectiveness of organizations. The 
study by Rosen, Ferris, Brown, Chen, and Yan 
(2014) showed that organizational politics had 
a negative effect on the proactive behavior of 
employees at Internet companies in Guangzhou, 
China. The results of the study are supported 
by Lau, Tong, Lien, Hsu, and Chong (2017) who 
evidenced that the political reward system had 
a negative effect on proactive customer service 
performance in six shopping malls in Kuala 
Lumpur, Malaysia. The study explained that or-
ganizational politics had a negative impact on 
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the proactive behavior of employees because 
politics participates in organizational process-
es. In other words, if organizational politics is 
involved in the organizational decision-making 
process, then political compromise would be 
made. As a result, organizational progress was 
hampered since the organization was more con-
cerned with compromise in the interests of the 
group than in the interests of the organization 
(Kacmar, Bozeman, Carlson, & Anthony, 1999; 
Kacmar & Carlson, 1997; Zivnuska, Kacmar, 
Witt, Carlson, & Bratton, 2004). Organizational 
politics consists of general political behavior, 
way forward, salary, and promotion policies 
(Kacmar & Carlson, 1997). Organizational pol-
itics that emphasizes the benefits of oneself and 
his group both now and in the future can re-
duce the proactive behavior of employees. Thus, 
organizational politics has a negative impact on 
the stability of employee behavior and can re-
duce employee performance. 

H1: Organizational politics has a negative effect 
on proactive behavior.

1.2. Effect of organizational politics 
on proactive behavior is 
moderated by self-efficacy

The social cognitive theory proposes a triadic 
cause-and-effect relationship between person, 
his/her behavior, and the organization, and ex-
plains that people are both products and produc-
ers of their own environment (Borgogni, Russo, 
& Petitta, 2010). Besides, behavioral plasticity 
theory states that external factors can trigger a 
person’s behavior. In other words, someone who 
has self-efficacy can interact with the environ-
ment in which he exists (Liu, Cho, & Putra, 2017; 
Pierce, Gardner, Dunham, & Cummings, 1993). 
Self-efficacy is a person’s belief in his ability to 
manage the actions needed to get better results. 
People who have self-efficacy tend to be more 
confident; they also have a more positive atti-
tude towards their life and works and have low-
er levels of stress and anxiety. As a result, they 
tend not to be disturbed by negative environ-
mental and psychological situations (Liu, Cho, 
& Putra, 2017). Thus, self-efficacy belief has an 
effect on the members’ perceptions in a social 
context (Borgogni et al., 2010). 

A study by Raub and Liao (2012) showed that 
self-efficacy had a positive effect on employ-
ee proactive customer service performance 
in European hotels. Besides, the study was 
supported by Huang (2017) who stated that 
self-efficacy had a positive effect on proac-
tive behavior. Furthermore, self-efficacy could 
mediate the impact of psychological empow-
erment and proactive behavior among Master 
of Business Administration students of the 
business faculties of four universities in South 
China. Meanwhile, a study by Chairina, Sularso, 
Tobing, and Irawan (2019) showed that self-ef-
ficacy has a significant negative effect on burn-
out among private hospital nurses in East Java. 
Besides, Bozeman et al. (2001) stated that self-ef-
ficacy was one of the reinforcing factors for the 
negative relationship between organizational 
politics with organizational commitment and 
job satisfaction. This was related to the attitude 
so that employees had negative assumptions 
on their environment. In particular, individu-
als with high self-efficacy view organizational 
politics as an obstacle. Conversely, individuals 
with low self-efficacy see organizational politics 
more as an opportunity.

Organizational politics is a condition where the 
organization is considered to run political prac-
tices in the system that has been running. The 
consequences of organizational politics on the 
proactive behavior of employees are negative. 
However, the negative inf luence of organiza-
tional politics can be weakened by self-efficacy 
based on the assumptions conveyed by Pierce 
et al. (1993) who state that individuals with 
high abilities can adapt quickly even in a con-
f lict-filled environment. This means that some-
one who has high self-efficacy can reduce the ef-
fects of organizational politics on the proactive 
behavior of employees.

H2: Moderation of self-efficacy will weaken the 
negative relationship between organization-
al politics and proactive behavior.

The conceptual model that shows the moderating 
effect of self-efficacy on the relationship between 
organizational politics and proactive behavior is 
presented in Figure 1.
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2. METHODOLOGY

2.1. Sample and procedures

An explanatory method with a quantitative ap-
proach was used in this study. Furthermore, a 
survey is conducted among 310 employees in 4 
regional government offices, namely Bandung 
City, Cimahi City, Bandung District, and West 
Bandung Regency, Indonesia. Probability sam-
pling technique with systematic random sampling 
was used to determine the samples that followed 
certain systematic rules in the population. In the 
classification of the respondents’ demographics 
by gender, the majority were male (58%), and 42% 
of respondents were female. Based on the marital 
status, the majority of respondents were married 
(75%), and 25% of respondents were not married. 
Based on education, the majority of respondents 
had a bachelor’s degree (65%), 25% of respondents 
had a master’s degree, and 15% of respondents had 
senior high school education.

The statistical analysis method in this study used 
Moderated Regression Analysis (MRA), this sta-
tistical analysis tries to analyze and explain how 
the moderating variable position in the study, 
whether the moderating variable is a pure mod-
erating variable, quasi moderating variable, or 
not a moderating variable. Besides, the test is in-
tended to find out how the role of the moderat-
ing variable between the independent variable and 
the dependent variable, whether it can strengthen 
or weaken the relationship (Helm & Mark, 2012; 
Sharma, Durand, & Gur-Arie, 1981). Meanwhile, 
to facilitate the statistical analysis, the authors 
used STATA 13 software to test the direct effect of 
moderating variable.

2.2. Measurement 

The measurement standard for self-efficacy was 
seven indicators measurement developed by 
Borgogni et al. (2010). As for the measurement 
of organizational politics, there were 15 indica-
tors adopted by Kacmar and Carlson (1997). In 
the measurement of proactive behavior, the au-
thors used seven indicators adopted from Frese, 
Fay, Hilburger, Leng, and Tag (1997). All the an-
swer scales were explained in this section with a 
Likert scale ranging from 1 (strongly disagree) to 
5 (strongly agree).

3. RESULTS 

The analysis of study instruments consisted of va-
lidity and reliability tests, which are intended to 
determine the level of accuracy and consistency 
of the measuring instruments used. Validity test 
used corrected item-total correlation with a va-
lidity level of more than 0.30, while reliability test 
used Cronbach’s alpha with a reliable level of more 
than 0.60 (Escobar, Trujillo-Martín, Rueda et al., 
2015). The results of the validity and reliability 
tests are shown in Table 1.

Based on Table 1, each item statement of em-
ployee perceptions about organizational politics, 
self-efficacy, and proactive behavior was declared 
valid because it had a value of more than 0.30. 
Furthermore, the reliability test showed that all 
variables in this study were reliable since each var-
iable had a reliability value of more than 0.60.

Moderated Regression Analysis (MRA) is the sta-
tistical analysis method used in this study. 

Figure 1. Conceptual model 

Proactive behaviorOrganizational politics

Self-efficacy

H1

H2
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Table 1. Results of validity and reliability tests

Source: Primary data processed (2019).

Variable Item Valid Alpha

Proactive behavior

PB1 0.533

0.699

PB2 0.479

PB3 0.456

PB4 0.730

PB5 0.341

PB6 0.442

PB7 0.629

Self-efficacy

SE1 0.487

0.633

SE2 0.490

SE3 0.498

SE4 0.481

SE5 0.522

SE6 0.457

SE7 0.350

Organizational politics

OP1 0.447

0.699

OP2 0.532

OP3 0.451

OP4 0.684

OP5 0.344

OP6 0.437

OP7 0.546

OP8 0.324

OP9 0.335

OP10 0.647

OP11 0.449

OP12 0.368

OP13 0.353

OP14 0.381

OP15 0.309

According to Sharma, Durand, and Gur-Arie 
(1981), moderation test is carried out by the fol-
lowing stages:

1) examining the direct relationship between 
the independent variable (organizational pol-
itics) and the dependent variable (proactive 
behavior);

2) examining the direct relationship between the 
independent variable (organizational politics), 
the moderating variable (self-efficacy), and 
the dependent variable (proactive behavior);

3) testing the independent variable (organiza-
tional politics), moderating variable (self-ef-
ficacy), the product of the independent and 
moderating variables (organizational poli-
tics*self-efficacy), and the dependent variable 
(proactive behavior).

The test steps can be determined with the 
Moderated Regression Analysis (MRA) test equa-
tions as follows:

1 1 ,Y Xα β ε= + +  (1)

1 1 2 2 ,Y X Xα β β ε= + + +  (2)

1 1 2 2 3 1 2 .Y X X X Xα β β β ε= + + + +  (3)

The above equation was then used as the basis for 
an analysis of how self-efficacy interacted in the 
relationship between organizational political and 
proactive behavior of government employees. The 
results of the statistical analysis by MRA test can 
be presented as follows:

Model 1 in Table 2 showed that organizational pol-
itics had a negative effect on the proactive behav-
ior of government employees, with a coefficient of 

–0.183 and a p-value of 0.000. The p-value obtained 
was less than 0.05, so that it can be stated that the 
value of β1 was significantly negative. This indicat-
ed that organizational politics could weaken the ef-
fect of proactive behavior of government employ-
ees. Model 2 showed that self-efficacy had a positive 
impact on the practice behavior of government em-
ployees, with a coefficient value of 0.313 and a p-val-
ue of 0.000 or less than 0.05. This value indicated 
that β2 was significantly positive. Model 3 showed 
the interaction of organizational politics and self-ef-
ficacy, which showed a coefficient value of –0.323 
and p-value of 0.068, so that it can be stated that β3 
value was not significant. Based on the Moderated 

Table 2. Results of Moderated Regression Analysis 
Source: Results of the analysis by STATA 2019.

Constant, variables
Model 1 Model 2 Model 3

Coef. p Coef. p Coef. p

Constant (a) 4.194 0.000 3.550 0.000 –0.938 0.705

Organizational politics (X
1
) –0.183 0.024 –0.349 0.000 0.924 0.189

Self-efficacy (X
2
) – – 0.313 0.000 1.454 0.021

Organizational politics*self-efficacy – – – – –0.323 0.068

F 5.13 0.024 15.70 0.000 11.66 0.000

R-squared 0.016 0.092 0.102
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Regression Analysis (MRA) test, if β1, β2, and β3 
were insignificant, then self-efficacy was a pure 
moderator in the relationship between organiza-
tional politics and proactive behavior (Sharma, 
Durand, & Gur-Arie, 1981; Zedeck, 1971). 

4. DISCUSSION 

The negative impact of organizational politics on the 
proactive behavior of government employees needs 
to be studied more deeply to find out how organi-
zational politics can weaken the proactive behavior 
of government employees. Individuals who have 
high proactive behavior tend to have dedication, in-
itiative, and a strong desire to develop their organi-
zation (Parker, Bindl, & Strauss, 2010). Besides, this 
individual develops creative ideas to do every work 
(Parker, Williams, & Turner, 2006). However, proac-
tive individuals can also change and be influenced 
by environmental and personality factors, so that 
they reduce the behavior of their initiatives for or-
ganizational progress. One of them is organizational 
politics, which is the cause of the employee’s proac-
tive behavior to decrease (Lau et al., 2017; Rosen et al., 
2014). Organizational politics is associated with em-
ployees’ negative perceptions of the assessment sys-
tem, salaries, promotions, and rewards conducted 
by the organization to himself and his partners. This 
negative perception underlies whether the organiza-
tion is fair in distributing the existing resources to 
its employees without having to consider closeness. 
On the other hand, organizational politics deals with 
individual behavior that can benefit his interests and 
neglects the interests of the organization and its col-
leagues strategically (Vigoda, 2000). 

This study has confirmed that organizational politics 
in government institutions could cause a decrease 
in the proactive behavior of employees in carrying 
out the work given to them. Organizational politics 
could weaken the proactive behavior of government 
employees because government institutions are not 
privately owned, so they must be free from personal 
and group interests. Thus, if political interests dom-
inate in government organizations, the proactive be-
havior of employees will decrease and affect organ-
izational performance. Individuals who do politics 
in their government organizations tend to take ad-
vantage of themselves and their groups. As a result, 
a negative perception of employees will be formed in 

an organization. These employees’ perceptions must 
be avoided if government organizations have the aim 
to develop and grow employee performance for the 
benefit of the organization. In other words, the ex-
istence of organizational politics is an individual in-
terpretation of the organizational climate (Lee, Yang, 
Wan, & Chen, 2010).

Furthermore, employee proactive behavior can also 
be influenced by personality factors that employees 
have. Individuals with strong personalities will give 
priority to being proactive in the workplace, have a 
higher readiness to assume responsibility and be per-
sistent in doing work (Ghitulescu, 2012). Self-efficacy 
is a personality factor that can affect employees in 
behavior (Nugroho, Hidayat, & Kusuma, 2017) and 
self-efficacy is created with experience, knowledge, 
and confidence (Chairina et al., 2019). This study ex-
plained that self-efficacy was a moderating variable 
between organizational politics and proactive behav-
ior. The effect of self-efficacy on organizational polit-
ical relations and proactive behavior was a factor that 
can weaken the negative influence of organizational 
politics among district and city government employ-
ees in Bandung. According to Borgogni et al. (2010), 
self-efficacy can influence behavior directly and can 
also influence other factors such as affective disposi-
tion, perception of obstacles, and opportunities in-
herent in the social environment. On the other hand, 
organizational politics is an opportunity for employ-
ees to achieve the expectations of themselves and 
their groups without needing optimal abilities and 
skills. Unlike someone who has self-efficacy in their 
work, they as a whole have a feeling of trust and com-
petence that tend to supervise and master them to 
carry out tasks maximally without being able to be 
influenced by their environment (Liu, Cho, & Putra, 
2017). Therefore, high self-efficacy can reduce the 
negative impact of perceived organizational politics 
of the employees in their organizations. Therefore, 
self-efficacy must be improved so that organizations 
avoid organizational politics that adversely affect 
the commitment, satisfaction, and performance of 
employees.

Behavioral plasticity theory states that a person’s be-
havior refers to the extent to which external factors 
influence him. That is, individuals with low self-effi-
cacy are more vulnerable/soft to external influenc-
es than individuals with high self-efficacy. In other 
words, individuals with low self-efficacy are more 
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easily influenced by conditions in the work envi-
ronment and organizational characteristics in their 
workplace (Liu, Cho, & Putra, 2017; Pierce et al., 
1993). Self-efficacy is a factor of individuals who are 
trained based on their experience, abilities, and con-
fidence so that they can provide strong confidence 
to do every job given to them regardless of the en-
vironmental conditions they face. The political situ-

ation cannot influence someone with high self-effi-
cacy in the organization. On the contrary, someone 
with high self-efficacy can weaken the negative effect 
of organizational politics on individual behavior. 
Proactive behavior is a consequence of positive in-
teractions of self-efficacy and organizational politics, 
hence proactive behavior will increase along with 
the increase in employee self-efficacy. 

CONCLUSION 

Based on the results and discussion of this research, organizational politics statistically had a negative 
effect on the proactive behavior of local government employees, Indonesia. In other words, organiza-
tional politics can weaken the proactive behavior of government employees. The organizational politics 
exists in a country that must be wary of since organizational politics will have an adverse effect on the 
organization in general, and especially the proactive behavior of employees. Organizational politics 
was considered as an opportunity to achieve goals for those who had not been qualified enough to 
occupy certain positions in the organization. As for those who were qualified, organizational politics 
was considered as an obstacle in achieving the individual goals. Furthermore, the moderation effect of 
self-efficacy found can weaken the negative relationship between organizational politics and proactive 
behavior of government employees. Employees who had high self-efficacy made the negative effects of 
organizational politics on the proactive behavior of government employees weak. The negative relation-
ship between organizational politics and proactive behavior became weak because employees who had 
self-efficacy provided themselves with sufficient knowledge about competence, deep experience related 
to the position they occupied. The experience and competence of employees became a force in influenc-
ing proactive behavior in the face of organizational politics.

LIMITATIONS 

This study certainly has limitations in its implementation, so it is necessary to conduct further research 
related to organizational politics. First, the study sampling was only focused on local governments. In 
a further study, the sampling should consider other government sectors such as education, service, and 
provincial government, etc. Second, this study only used the moderating variable of self-efficacy, where-
as the big five personality factors can also have a moderating effect on the relationship between organi-
zational politics and proactive behavior. In other words, many variables have not been examined in this 
study. Third, this study only used the samples of government employees. The use of private employees 
in further research is recommended to increase scientific knowledge.
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