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ABSTRACT  

This research was aimed to analyze the relationships among the perception of 
organizational politics, knowledge sharing behavior, and tenure. The empirical 
examination of the hypothesis relied on survey data collected from the employees 
working in higher educational institutions. The results revealed that the relationship 
between perception of organizational politics and knowledge sharing behavior was 
significantly negative, and relationship between tenure and knowledge sharing behavior 
was not significant. However, tenure significantly moderated the relationship between 
the perception of organizational politics and knowledge sharing behavior such that the 
negative relationship was stronger for those with high tenure and weaker for those with 
low tenure.  
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Introduction  

Organizational politics is a complex issue that impacts employees' job outcomes by 
disrupting decision-making, promotion, and reward processes, and affecting 
knowledge-sharing behavior (Allen et al., 2015). Research suggests that the perceptions 
of organizational politics have substantial effects on both employees’ and the 
organization's productivity and efficacy (Vigoda, 2000). Moreover, researchers have 
studied how individuals and their behaviors, such as power relations, shape 
interpretations of organizational politics (Ferris & Kacmar, 1992a). Organizational 
politics refers to the behaviors exhibited by individuals intending to advance their own 
goals without considering the welfare of others inside the organization (Kacmar & Baron, 
1999). Elbanna et al., (2016) highlighted the political standpoint of the organization and 
demonstrated how its members can exert influence on decision-making processes while 
keeping their welfare in mind through the utilization of power and the execution of 
various activities, such as the formation of coalitions, groups, timing tactics, negotiations, 
and engagement of external consultants. Utilizing such authority or action may 
adversely affect the overall business governance and information manipulation 
(Khuwaja et al., 2020). 

 In alignment with the claims made by previous scholars (Gandz & Murray, 1980; 
Madison et al., 1980), the authors argue that the organizational outcomes are mostly 
affected by personal assessment of workplace politics, regardless of its actual existence 
or the concrete expression of politics or political behavior. Whether accurate or not, this 
phenomenon typically generates predominantly adverse responses and behaviors 
(Miller et al., 2008). The influence of individual behaviors, aimed at attaining personal 
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objectives, can significantly impact the dynamics of work environments, resembling the 
intricate nature of organizational politics.  

The presence of perception of organizational politics may bring mishandling of 
information, and can cause governance issues. Therefore, the expression of employees’ 
opinions about office politics can lead to negative notions. Thus, as a consequence it may 
affect employee’s participation in knowledge sharing behavior. Knowledge sharing can 
be defined as transmitting information that encompasses important ideas, services, and 
skills. Variations exist in technical aspects among different units within the company 
(Farooq, 2018). According to (H. F. Lin, 2015), Knowledge sharing encompasses the 
fundamental principles and social behaviors that pertain to the exchange of ideas, 
expertise, and professional experiences among various units and entities within the 
departments and organizations. The phenomenon known as "POP" poses a barrier to the 
direct dissemination of knowledge. Modern institutions exhibit a high degree of 
sophistication, acquisition and application of knowledge (Almulhim, 2020). Within an 
organizational context, it is evident that the employees who openly share knowledge 
possess a higher understanding of improvement and development (Lam et al., 2015). 
Therefore it is important to facilitate knowledge sharing among employees by altering 
their sharing behavior in order to bring insight and overall progress of the department 
(Chiu et al., 2006; Lam et al., 2015). 

The significance of the current study in academic domain is how employees share 
knowledge during and after perceptional evolution of perception of organizational 
politics over time, especially in higher education institutions where knowledge sharing 
is critical. The perceptional evaluation of organizational politics and the expression of 
negative notions may vary from employee to employee based on various personal and 
environmental differences. Such differences in the personal circumstances that may 
modify the relationship between perception of organizational politics and organizational 
outcomes such as knowledge sharing behavior are not frequently addressed by previous 
research. Additionally, there is a paucity of academic research into the role and attitude 
of employees that fluctuates from senior to junior or junior to senior, keeping in view 
perception of organizational politics and a difference in duration of service (Loughlin & 
Barling, 2001). Addressing the gap in literature, this research proposes that the effects of 
Perception of organizational politics on knowledge sharing behavior may vary for those 
having different levels of tenure. Hence, the central theme of this study is to clarify the 
differences in Knowledge-sharing behavior of employees having different tenures, when 
there is a perception of organizational politics. 

Literature Review 

The Perception of Organizational Politics 

The perception of organizational politics refers to how individuals perceive and 
understand political behaviors and actions within their work environment (Ferris & 
Kacmar, 1992b). The political behaviors of employees encompass partiality, 
manipulation, power conflicts in official situations. Understanding employees' views of 
organizational politics holds significant importance due to its potential influence on job 
satisfaction (Gupta, 2011), performance (Sroka, 2018), and general well-being. Previous 
studies demonstrated the elevated levels of political perception are associated with 
heightened stress levels (Allen et al., 2015), diminished job satisfaction, and reduced 
organizational commitment (Vigoda, 2000).  

The perception of organizational politics was defined by (Mintzberg, 1983) as 
‘‘individual or group behavior that is informal, apparently narrow, typically 
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troublesome, and above all in a technical sense, illegitimate—sanctioned neither by 
formal authority, accepted ideology, nor certified expertise (although it may exploit any 
one of these)”. Further, (Kacmar et al., 1999) explained the perception of organizational 
politics as ‘‘a social influence process in which behavior is strategically designed to 
maximize short-term or long-term self-interest, which is either consistent with or at the 
expense of others’ interests.’’ From all these definitions, it can deduce that Organizational 
politics include informal, disagreeable, and illicit organizational behaviors. These above 
behaviors frequently resulting in harmful work outcomes and the exertion of strategic 
social influence. 

It is perceived a significant degree of perceived political behavior within 
organizations can potentially result in adverse outcomes for the organization (O’Driscoll 
& Randall, 1999). According to (Abaker et al., 2019), where employees perceive a 
significant degree of organizational politics, it can result in unfavorable responses. 
Furthermore, Organizational politics is a situational factor determined by how 
individuals perceive the organizational environment and  these perceptions 
subsequently affect employee behavior (Gupta, 2011). If employees perceive a highly 
political organizational climate, the complete organizational environment will be 
perceived through that lens (Gupta, 2011). An organizational atmosphere characterized 
by advance levels of political dynamics have the potential to elicit unpleasant reactions 
from employees.  

Knowledge-Sharing Behavior 

Knowledge can be defined as a merger of experiential understanding, personal 
values, situational context, and specialized expertise, collectively facilitating the 
assessment and assimilation of novel experiences and information (Gammelgaard & 
Ritter, 2000). Knowledge can be obtained in several forms, including written records and 
repositories. Additionally, individuals acquire and retain knowledge over time, 
becoming ingrained in their minds. This knowledge can be expressed via individual 
actions and behaviors. The act of sharing knowledge possesses the potential to augment 
an individual's expert and referent power. Individuals demonstrate a high degree of self-
monitoring are more likely to detect instances in which they can acquire knowledge and 
subsequently disseminate it to individuals of higher status, such as supervisors (Roscoe, 
2014; Wang & Noe, 2010a). 

Sharing knowledge is central to encouraging innovation, continuous development 
and ultimately enhancing the overall competitive advantage of an organization (Özbebek 
& Toplu, 2011). The procurement and application of knowledge constitute critical 
resources within organizations. Researchers assert that in the contemporary corporate 
landscape of the 21st century, knowledge has emerged as a critical asset for both 
competition and survival (Gupta, 2011; L. Lin et al., 2003). According to (Cabrera & 
Cabrera, 2002), once knowledge is generated, it becomes an irreplaceable and non-
replicable resource, establishing its significance as a crucial strategic asset for all 
enterprises. 

Perception of Organizational Politics and Knowledge-Sharing Behavior 

According to the study conducted by Eisenhardt & Bourgeois III, (1988), numerous 
elements exist within organizations which hinder the sharing of knowledge. One such 
factor is organizational politics. widely acknowledged perception of organizational 
politics is an inevitable aspect of organizational dynamics and can potentially restrict 
knowledge sharing. Politics takes significant time, imposes limitations on 
disseminating information, and establishes obstacles to effective communication.  
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In order to facilitate knowledge sharing within organizations, numerous 
researchers have directed their attention toward examining various mechanisms and 
initiatives. These include the utilization of information and communication technologies 
(Dalkir, 2005; Prusak & Davenport, 1998) as well as the emphasis on personal interaction 
between individuals, commonly referred to as "people-focused" knowledge management 
(Wiig, 2004). However, it was subsequently recognized the the presence of impression 
management reasons or political factors has the potential to exert a detrimental influence 
on the process of knowledge sharing, Hence impacting the reciprocation of knowledge 
(Bolino, 1999; Van Lange et al., n.d.). As research as shown, numerous elements within 
organizations hinder knowledge sharing, with organizational politics being regarded as 
an inevitable reality that can hinder knowledge sharing. Organizational politics, an 
inherent phenomenon within organizational settings, may hinder the process of 
knowledge sharing by taking valuable time, insisting on limitations on disseminating 
information, and creating hurdles to effective communication (Eisenhardt & Bourgeois 
III, 1988). Elevated levels of political dynamics can give rise to environments 
characterized by inequity, therefore exerting an influence on both economic and social 
transactions within the organizational context (Cropanzano et al., 1997; Organ & 
Konovsky, 1989). Based on the above literature and logical arguments we propose the 
following hypothesis: 

H1: The perception of organizational politics will be negatively related to 
Knowledge sharing behavior. 

Tenure and the knowledge sharing behavior 

Tenure, an esteemed non-monetary advantage, holds significant weight within the 
academic community due to its provision of employment security and higher social 
standing (Craft et al., 2016). The diversity in tenure plays important role in determining 
the differences in the behaviors of the employees (Craft et al., 2016). One such behavior 
termed as knowledge-sharing, is extremely significant for employees, as it facilitates the 
expansion of their knowledge and enhances their proficiency in communication. (Wang 
& Noe, 2010b). As an employee socializes through increasing levels of organizational 
tenure, their connection with work and the organization shifts (kakar & Saufi, 2021). 
There are two competing schools of thought regarding the impact of organizational 
tenure on employee attitudes and behavior. Moreover, A worker's brief stay significantly 
impacts their attitudes and behavior. (De Vos et al., 2003) Suggests that an employee's 
perception of organizational politics experiences a shift in meaning and content during 
the early stages of their socialization process within a company. The duration of an 
employee's tenure with the organization significantly affects their views and behavior. 
As employees undergo the initial stages of socialization, they experience significant 
changes in their opinions of organizational politics. Knowledge sharing behavior 
previouls linked with organizational politics, is crucial in promoting employees’ 
engagement because it significantly affects their relationships with others and the image 
they create among peers. However, As argued previously, personal circumstances such 
as tenure may influence an employee’s knowledge sharing behavior. Consistent with 
such notion, Sarti, (2018) found a negative relationship between tenure and knowledge 
sharing behavior. Other researchers have also found the evidences of negative 
relationships between knowledge sharing behavior and the duration of service (Kim et 
al., 2018).  Thus, based upon the past literature and intuitive arguments, we propose the 
following hypothesis.  

H2. Tenure will be negatively related to knowledge-sharing behavior. 

Moderating the Role of Tenure with Knowledge-Sharing Behavior: 
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Multiple meta-analytic studies in this research field have systematically examined 
tenure as a moderator (Shirom et al., 2008). For instance, researchers have examined how 
different combinations of tenure affect the relationships between work-family conflict 
and performance indicators such as withdrawal behaviors, commitment, and attachment 
(Byron, 2005). The demographic attributes of individuals, including age, gender, and 
tenure of employment, have traditionally been regarded as significant factors in 
psychological studies (Cohen, 1993; Griffeth et al., 2000; Sturman, 2003). Present research 
indicates that several individual factors, including age, gender, education level, and 
tenure, substantially impact employee attitudes, perceptions, and performance  (Babar et 
al., 2022; Durrani et al., 2017). Researchers have proposed that age, tenure and belonging 
to an ethnic minority group influence the perception of organizational politics (Kacmar 
et al., 1999; Miller et al., 2008).  Previous research has examined the influence of age on 
the relationship between the perception of organizational politics and organizational 
knowledge-sharing behavior outcomes. However, there has been a lack of sufficient 
study on the impact of tenure on the relationship between perception of organizational 
politics and knowledge-sharing behavior. Hence, the present study aims to investigate 
the moderating influence of tenure, a relatively unexplored individual variable, on the 
associations between perceived organizational support (POS) and knowledge-sharing 
behavior (KSB). 

The importance of tenure as catalyst for employee behavior has been highlighted 
by multiple studies. Researchers have discovered that rules of reciprocity primarily 
influence the conduct of short-tenured employees (Kakar et al., 2019; Wright & Bonett, 
2002), while loyalty is the primary motivator for long-tenured employees (Rousseau & 
McLean Parks, 1993). Therefore, long-term committed connections with the company 
significantly influence long-tenured employees' attitudes, behaviors, and perceptions of 
obligations compared to recent exchanges with the business. As a result, workers with 
longer tenure exhibit more consistent attitudes and behaviors. They are less reliant on 
their employers to carry out the terms of their employment agreements than workers 
with shorter tenure. Furthermore, long-term employees who continue working for 
various reasons may experience psychological retirement and withdrawal from their jobs 
(Wright & Bonett, 2002). Because of this, companies might give these workers incentives 
because their actions no longer align with exchange norms (Bal et al., 2010). 

According to Coyle‐Shapiro, (2002) and Wright & Bonett, (2002), there is a belief 
that employees who have been with a company for a short period are more likely to be 
tolerant, optimistic, and enthusiastic during their initial months on the job. Additionally, 
these employees are thought to be strongly motivated towards their work. On the 
contrary, employees who have been with the company for a long time grow 
progressively fatigued and doubtful, resulting in reduced acceptance of organizational 
policies, actions, and decisions. (Amayah, 2013) suggests that networks with solid bonds 
and direct affiliations among members can significantly facilitate and maintain 
knowledge sharing. Nevertheless, perception of organizational politics can be a 
discouraging factor for employees when sharing vital information. Long-serving 
members of an organization may be hesitant to share knowledge due to concerns about 
potential future costs and benefits and their status within the company. Similarly other 
researchers have argued that new employees may be more inclined to utilize knowledge 
sharing as a means of impressing their bosses as such behavior would influence their 
future performance ratings (Bolino, 1999; Wang & Noe, 2010b). Whereas, senior and 
more experienced workforce members may not feel such urger to impress their bosses. 
Hence the phenomenon of organizational politics, having the potential to impede the 
process of information sharing inside a company, may exert stronger negative influence 
on the knowledge sharing behavior of senior and more experienced workforce members. 
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Due to their limited exposure to organizational dynamics, the underlying assumption is 
that younger employees may believe that merit alone will lead to career advancement. 
In contrast, older employees who possess more organizational experience are likely to be 
more aware of the presence and impact of political behaviors within the organization.  

The above literature supports the assumption that employee tenure may moderate 
the link between the Perception of organizational politics and knowledge-sharing 
behavior. To be more precise, the negative relationship between perception of 
organizational politics and knowledge sharing behavior may be stronger for those 
having high tenure as compared to those how have spent less time in the organization. 
Therefore, it is hypothesized that: 

H3. Tenure will moderate the relationship between POP and knowledge-sharing 
behavior. Such that the negative relationship will be stronger for those with high tenure 
and weaker for those with low tenure. 

Conceptual Framework 

 

 

 

 

 

Figure 1 

Figure 1 Conceptual Framework 

As shown in Figure 1, the study considers the Perception of organizational Politics 
as an independent variable, Knowledge-sharing behavior as a dependent variable, and 
tenure as the moderating variable.  

Materials and Methods 

Research Design 

This study employed causal and quantitative research design. A cross-sectional 
study design has been chosen in order to gain a comprehensive understanding of the 
current state of affairs during the study. 

Data Collection and Study Variables 

Using primary sources, the data was obtained from 348 participants at three higher 
education institutions in Quetta City. A closed-ended survey instrument was employed 
to gather participants' replies. The measurement scales used in this study were derived 
from previously established and dependable research. 

Measures 

POP was measured using a fifteen-item scale devised by (Kacmar & Carlson, 1997). 
This scale was specifically intended to assess the overall perception of PCBs worldwide. 
A Likert-type scale indicated agreement with each item, with (1) serving as the anchor.  

Knowledge sharing 
behavior 

Perceptions of 

organizational politics 

Tenure 
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"Strongly disagree and rate it as 5." Strongly agree. The Cronbach's alpha coefficient was 
0.943. 

Knowledge Sharing was assessed using a five-item scale created by (Casimir et al., 
2012). A Likert-type scale was employed to indicate the level of agreement with each 
item, with (1) serving as the anchor point. Strongly disagree with a rating of 5. Cronbach's 
alpha coefficient was 0.871.  

Sampling 

The study focused on faculty members employed in public-sector universities in 
Quetta City.  

1. Main campus of the University of Balochistan. 

2. Balochistan University of IT, Engineering and Management Sciences (BUITEMS). 

3. Sardar Bahadur Khan Women University (SBKWU) 

Sample Size 

To ensure that we obtained the appropriate sample size, we distributed 600 
questionnaires among the participants out of which 406 were returned. Among them, 58 
responses were excluded from the analysis due to reasons such as insufficient data or 
providing identical responses for all items. The final sample consisted of 348 responses 
that were deemed genuine and reliable. 

Research and analysis tools 

Data analysis used Statistical Package for Social Sciences (SPSS) version 26. The 
research employed various analysis methodologies: descriptive, correlation, and 
regression. Moreover, supplementary tests were employed to confirm the accuracy and 
consistency of the research tools. Consent was taken from all respondents prior to sharing 
the survey for their valuable input.   

Results and Discussion 

The data was collected from faculty members employed at the three universities in 
Balochistan. The respondents exhibited diversity in age, gender, marital status, 
educational qualifications, job titles, length of employment, and the universities they 
were affiliated with. The demographic information of the respondents is shown as 
follows: 

Table 1 
Age descriptions 

Age Frequency Percent Cumulative Percent 

20 to 30 Years 88 25.3 25.3 

31 to 40 Years 180 51.7 77 

41 to 50 Years 59 17 94 

Above 50 Years 21 6 100 

Total 348 100  

According to Table 1, the most significant proportion of respondents (51.7%) fell 
within the age range of 31 to 40. 25.3.3% of the individuals were 20 to 30, while 17% fell 
within the age range of 41 to 50. The percentage of respondents who were aged 51 and 
older was 6%. 
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Table 2 
Detail about gender participants 

 Frequency Percent Cumulative Percent 

Male 271 77.9 78.3 

Female 75 21.6 100.0 

Missing Value 2 .6  

Total 348   

Table 2 provides information about the gender of the participants. Most 
respondents were male, accounting for 77.9% of the population, while the female 
population of employees made up only 21.6%. 

Table 3 
Marital Status Descriptions 

 Frequency Percent Cumulative Percent 

Single 123 35.3 35.4 

Married 220 63.2 98.8 

Divorced/widowed 4 1.1 100 

Missing Value 1 .3  

Total 348 100  

Table 3 shows an account of the participants' marital status. Most respondents are 
married (63.2%) and single (35.3%). The percentage of employees who are divorced or 
widowed is 1.1%. 

Table 4 
Education descriptions 

 Frequency Percent Cumulative Percent 

Master (2 years)/BS (4 
years) 

97 27.9 28.0 

MS/M.Phil. 133 38.2 66.3 

Ph.D. 104 29.9 96.3 

Post Doctorate 13 3.7 100 

Missing Value 1 .3  

Total 348 100  

Table 4 demonstrates the considerable diversity in the educational attainment of 
employees. Most respondents have advanced degrees, with 38.2% holding MS/M.Phil. 
Degrees and 29.9% hold Ph.D. degrees. In contrast, a proportion of participants have 
Master's or Bachelor's degrees, accounting for 27.9%, and Post Doctorate degree holders 
are smaller in number, only 3.7%. 

Table 5 
Tenure in current profession descriptions 

 Frequency Percent Cumulative Percent 

1 – 5 years 131 37.6 37.9 

6 – 10 years 111 31.9 69.9 

11 – 15 years 69 19.8 89.9 

15 – 20 years 18 5.2 95.1 

21 – above years 17 4.9 100.0 

Missing Value 2 .6  

Total 348 100  

Table 5 displays the duration of the participants' current positions. 37.6% of the 
employees have tenures of 1 to 5 years, 39.9% have tenures of 6 to 10 years, and 19.8% 
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have tenures of 11 to 15 years. A smaller proportion of individuals have tenures ranging 
from 15 to 20 years (5.2%) and tenures beyond 21 years (4.9%). 

Table 6 
Analysis of Descriptive Statistics and Correlation 

 POP KSB Tenure 

1. Perception of organizational politics 0.907   

2. Knowledge-sharing behavior -.264** 0.742  

3. Tenure -0.094 0.030 - 

Mean 3.2594 3.8006 2.07 

Standard Deviation 0.70591 0.81633 1.18 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 6 presents a concise overview of the correlation analysis outcomes, including 
the mean and standard deviation. The Cronbach's alpha reliability measure for each scale 
is shown diagonally in the top row of each column, according to the respective variable. 
The average values (mean) and the measures of variability (SD) for POP and KSB were 
3.25 (.70) and 3.80 (0.81), respectively. 

Consistent with the theoretical framework, the study revealed a negatively 
significant correlation (r = -.264, p < .01) between POP and KSB. Nevertheless, a 
negligible correlation was observed between tenure and Perception of Organizational 
Politics. Furthermore, the correlation between tenure and Knowledge sharing behavior 
was statistically negligible. 

Regression analysis findings 

A Linear Regression analysis was performed to evaluate the direct and moderating 
links between the variables as shown in Table 7. Before computing the interaction effects, 
the independent and moderating variables were centralized.  

Table 7 
Regression analysis 

Summary of the moderated regression analysis (N=348) 

Variable Knowledge sharing behavior (Dependent Variable) 

 Β t p 
95% CL 

LOW UP 

Independent variable 

Perception of 
Organizational 

Politics 
-.2808** -4.6455 .000 -.3997 -.1619 

Moderating Variable 

Tenure -.0069 -.1826 .855 -.0817 .0678 

Interaction Effects 

Pop* Tenure -.1160** -2.6698 .008 -.2015 -.0305 

Note: Dependent variable = Knowledge-sharing behavior 
** = p < .01 

The moderation analysis was performed using PROCESS SPSS macro (Clement & 
Bradley-Garcia, 2022; Hayes, 2013). Completely, 28% variability was predicted in the 
dependent variable (KSB), R2 = -.2808**, F (3,344) = 11.185, p < .001. Table 2 displays the 
unstandardized regression coefficient in the following manner.  
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The outcomes of the hierarchical regression analysis conducted to test the 
hypothesis is presented in table 10. The results show that the perception of organizational 
politics (POP) had a significant Negative relationship with Knowledge sharing behavior 
(KSB) (β = -.2808**, p<.01), supporting Hypothesis 1. Moreover, the tenure had no 
significant negative impact on knowledge-sharing behavior (β = -.0069, p<.855) hence 
hypothesis 2 was not supported. Findings regarding the moderating effect of tenure on 
the relationship between perception of organizational politics and knowledge sharing 
behavior analysis revealed that there was a significant moderating effect of tenure on the 
relationship between POP and KS (β = -.1160**, p<.008). Hence, the hypothesis 3 was 
supported.  

Tenure strengthens the negative relationship between POP and KSB such that the 
negative relationship is stronger for those having high tenure and weaker for those 
having low tenure. The moderating effect of tenure on POP and KSB can also be 
explained from Figure 2. As the figure shows, the negative relationship between POP 
and KSB is stronger for those having high tenure (shown by the steeper regression line) 
and weaker for those with low tenure (relatively flatter regression line). 

Discussion 

This paper aimed to explore the relationship between the perception of 
organizational politics and Knowledge sharing behavior, while focusing on the 
moderating role of tenure. Past research has shown that knowledge sharing and training 
enhances the job performance of academic employees (Albloush et al., 2019). In contrast, 
the perception of organizational politics is found to negatively affect job related outcomes 
(Sroka, 2018). The perception of organizational politics remained as the topic of 
discussion for decades (Al-Abrrow, 2018; Davis & Gardner, 2004; Ferris & Kacmar, 1992b; 
Hsiung et al., 2012; Madison et al., 1980); however, the relationship between perceptions 
of organizational politics and knowledge sharing behavior is relatively less explored in 
academic organization such as higher education institutes where knowledge sharing is 
very critical for achieving organizational objectives. The results from the current study 
showed that when perceptions of organizational politics are high among employees, it 
hinders the Knowledge-sharing process as the employees are reluctant to share their 
knowledge in such environments. Such findings are consistent with previous studies that 
have also revealed that one of the significant barriers to knowledge sharing is the 
negative mindset that is affected by perceptions of organizational politics (Khalil & Shea, 
2012; Riege, 2005). 

Another significant finding of the current research was that tenure acted as the 
catalyst in strengthening the relationship between POP and KSB. The results imply that 
as compared to fresh employees having low tenure, the senior employees with higher 
duration of service in the same organization become more reluctant to share knowledge 
when they perceive the prevalence of organization politics withing their organizational 
environment. These results are again consistent with previous studies conducted by 
Coyle‐Shapiro, (2002) and Wright & Bonett, (2002), who argued that employees who have 
been with a company for a short period are more likely to be tolerant, optimistic, and 
enthusiastic during their initial months on the job. On the contrary, employees who have 
been with the company for a long time grow progressively fatigued and doubtful, 
resulting in reduced acceptance of organizational policies, actions, and decisions.  

Conclusion 

This research current study analyzed the relationship dynamics of perception of 
organizational politics and knowledge sharing behavior while considering the 
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moderating role of tenure as a catalyst that strengthens the negative relationship between 
the mentioned variables. The results showed that the significantly negative relationship 
between perception of organizational politics and knowledge sharing behavior was 
stronger for those with high tenure and weaker for those with low tenure. Considering 
the findings, the current study suggests policies specifically aimed at experienced 
employees that would buffer and reduce their negative perceptions of organizational 
politics and encourage them to share their knowledge with their peers, subordinates and 
supervisors alike.  

Recommendations 

This nature of research was cross sectional so future needs to follow the 
longitudinal research design by adding some more variables. Future studies needs to 
focus to identify more antecedents of knowledge sharing behavior.  
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