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ABSTRACT

The purpose of this study was to investigating the relationship between narcissistic
managers and staff performance with mediating role of political behavior. The population
consist of 174 staff. The researcher obtained the data for the study from a sample of the 119
staff of integrated tobacco of Golestan were selected. A data collection instrument is
included demographic questionnaire, questionnaire of narcissistic managers, staff
performance, and political behavior. Data analysis included descriptive statistics, model of
structural relations with Lisrel software (version 8.5). The results of this study show the,
there is a significant relationship between narcissistic managers and staff performance with
mediating role of political behavior. According the results, there is relationship between
narcissistic managers and political behavior.
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Introduction

Everyone amongst us carries some sort of
narcissism in one way or the other. Our
vulnerabilities and sense of adequacy; want
of safety and recognition; fear of failure, are
the various fundamentals of our narcissism.
These are also the drivers of our everyday
life; our will to be better, to continuously
improve, to work hard, struggle and make
achievements. But when this narcissism
manifest itself in the forms of unhealthy and
negative behaviors; like jealousy, paranoia,
social withdrawal, low-self  esteem,
depression etc.,, then it cause havoc for
people and relationships. The situation

becomes further complicated when such
phenomenon remain unchecked and
uncontrolled. Even in leaders (bosses and
managers), the fear of failure or the sense of
not being good enough provides the tension
that makes them play on their strengths,
become innovative & creative, take risks etc.
to outperform others. But when a boss is not
emotionally mature or self-aware, then the
same fears and anxieties manifest into
workplace hazards such as
micromanagement, mistrusting others,
defensiveness, indifference etc. which not
only undermines his/her leadership
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effectiveness but also have grave effects on
employees’ motivation, commitment,
ownership and overall attitude & behavior.
This effect is not limited to employees only
but it ultimately influences the whole
organizational climate and as a result there
is severe deterioration in overall workplace
sanity (Ismail et al, 2011). Performance
appraisal is a central function of strategic
human resource development and mana-
gement (Ismail et al, 2011, 2012b; Thurston
& McNall, 2010). In organizations, it is often
viewed as a cyclical process where formal
appraising methods are designed by
employers to yearly assess and develop
employee  performance  (Boswell &
Boudreau, 2002). Traditionally, many
perfor-mance appraisal systems are
designed dependent very much on cognitive
models, which emphasize on quantifiable
criteria as important guidelines to measure
and determine performance scores to
employees. For example, behavior and
outcomes oriented rating methods are
important cognitive based performance
appraisal (Aminuddin, 2008; Dessler, 2005)
where these methods are widely used by
management to resolve routine human
resource management functions, such as
retain or terminate staff service, promote
and determine staff salary (Cook &

Crossman, 2004; Fletcher,2002; Tahir
Suliman, 2007). A recent research in
performance management literature

highlights that effectiveness of a cognitive
based performance appraisal processes and
outcomes is highly recognized when it is
used to assess the performance of routine,
structured and unambiguous job.
Conversely, the effectiveness of a cognitive
based performance appraisal processes and
outcomes is questionable if it employed to
measure the perfor-mance of unstructured,
unpredictable and uncertain job.
Alternatively, many managers have shifted
their paradigms from a cognitive based
performance appraisal to political behavior
based performance appraisal in order to

decrease the mistake of measuring the
ability = of employees to  perform
unstructured, unpredictable and uncertain
job (Cook & Crossman, 2004; Ismail et al,
2011, 2012b; Tahir Suliman, 2007; Thurston
& McNall, 2010). Under this new
perspective, the use of political behavior by
management in appraising employee
performance is often seen as a crucial
organizational  climate factor = where
managers (appraisers) have not explicitly
declared the use of political behavior in
performance appraisals, but they will use
their personal motives to manipulate
performance scores when dealing with
subjective and uncertainty job situations
(Ismail et al, 2011, 2012b; Poon, 2003a,
2003b, 2004). The aim of this study was to
investigating the relationship between
narcissistic managers and staff performance
with mediating role of political behavior.

Research model

Narcsaistic Political Gt

manases ——>  bebaie  —— perfomsance

Figure 1. The Research model

Research Hypothesis

(1) There is a significant relationship
between narcissistic managers and political
behavior.

(2) There is a significant relationship
between narcissistic managers and staff
performance.

(3) There is a significant relationship
between political behavior and staff
performance.
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(4) There is a significant relationship
between narcissistic managers and staff
performance with mediating role of political

behavior.

Research methods

This research is

integrated tobacco of

Analysis of data

descriptive
correlational. The population consist of 174
staff. The researcher obtained the data for
the study from a sample of the 119 staff of
Golestan

selected. A data collection instrument is
included demographic questionnaire,
questionnaire of narcissistic managers, staff
performance, and political behavior. The
cronbach’s alpha that obtained from the
pilot data was 0.81 for questionnaire of
narcissistic managers, 0.84 for staff
performance, 0.80 for political behavior.
Data analysis included descriptive statistics,
model of structural relations with Lisrel

and

Table 1. The fit indices of research model

Estimated
values

461

1146.59
0.085
0.91
0.92
0.94
0.068
0.71
0.71

The results of this study show the, indicators of compliance rate or fit index were i

acceptable level.

Test of the structural model
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Figure 3. The base model with values of {3

Results H1: There is a significant relationship between
_ o _ _ narcissistic managers and political behavior.
narcissistic managers and political behavior. between narcissistic managers and political
HO: There is not a significant relationship behavior. Thus Hy is rejected and research
between narcissistic managers and political t =5.73,3,, =0.97
' hypotheses is approved ( AR
behavior. ypo pp

Table 2. The results of hypothesis 1

Hypothesis Path coefficient T statistic Result

(B

There is a significant relationship between 0.97 5.73 approved
narcissistic managers and political behavior.

(2) There is a significant relationship between According the results, there is relationship
narcissistic managers and staff performance. between narcissistic managers and staff
HO: There is not a significant relationship performance. Thus Hy is rejected and research
between narcissistic managers and staff hypotheses is approved
performance. t=4.73,4,,=0.99

H1: There is a significant relationship between ( )

narcissistic managers and staff performance.

Table 3. The results of hypothesis 2

Hypothesis LciilCs e T statistic Result

(B)
There is a significant relationship between 0.99 4.73 approved
narcissistic managers and staff performance

121 | Page



Amiri & Kharabi

Int. J. Adv. Stu. Hum. Soc. Sci. 2017, 6(2):118-125

(3) There is a significant relationship
between political behavior and staff
performance.
HO: There is not a significant relationship
between political behavior and staff
performance.

H1: There is a significant relationship
between political behavior and staff
performance.

Table 4. The results of hypothesis 3

Hypothesis

There is a significant relationship between
political behavior and staff performance

(4) There is a significant relationship
between narcissistic managers and staff
performance with mediating role of political
behavior.

HO: There is not a significant relationship
between narcissistic managers and staff
performance with mediating role of political

According the results, there is relationship

between political behavior and staff
performance. Thus Ho is rejected and
research hypotheses is approved
(t =2.16, 5,,=0.30 ).

[ C(()gficient T statistic Result

0.30 2.16 rejected
H1: There is a significant relationship

between narcissistic managers and staff
performance with mediating role of political
behavior

According the results, there is a significant
relationship between narcissistic managers
and staff performance with mediating role of

behavior political behavior.
Table 5: The results of hypothesis 5
Hypothesis Coefficient Result
There is a significant relationship between narcissistic managers and staff 0.97x0.30=0.29 approved

performance with mediating role of political behavior

Conclusion

The purpose of this study was to
investigating the relationship between
narcissistic managers and staff
performance with mediating role of
political behavior. The results of this study
show the, there is relationship between
narcissistic managers and staff
performance. Thus Ho is rejected and
research hypotheses is approved. The
results of this study show the, there is
relationship between narcissistic
managers and staff performance. Thus Ho
is rejected and research hypotheses is
approved. The results of this study show
the, there is relationship between political
behavior and staff performance. Thus Ho is

rejected and research hypotheses is
approved. According the results, there is a
significant relationship between
narcissistic managers and staff
performance with mediating role of
political behavior.

References

Alavi, S. B. (2008). Individual and
organizational narcissism, 6th
International Management Conference,

Tehran, Iran (attached file).

Aminuddin, M. 2008. Human Resource
Manage-ment: Principles and Practices.
Kuala Lumpur: Oxford University Press.

Barry.C.T, Pickard.].D & Ansel. L. L, (2009).
The associations of adolescent

122 | Page



Amiri & Kharabi

Int. J. Adv. Stu. Hum. Soc. Sci. 2017, 6(2):118-125

invulnerability and narcissism with
problem behaviors, Journal of personality
and individual differences, 47(6), 577-582.

Baskan, A.G. & Erduran, Y. (2009). Major
issues of educational reform in China and
Russian federation in the last decades of
20th  century. Cypriot Journal of
Educational Sciences, 4, 2.

Blair, C.A., Hoffman, B.J., & Helland, K.R.
(2008). "Narcissism in organizations: a
multisource appraisal reflects different

perspectives”. Human Performance, 21,
254-276.

Boswell, W. R. & Boudreau, ]. W. 2002.
Separating the Developmental and
Evaluative Performance Appraisal Uses.
Journal of Business and Psychology, 16:
391-412.

Brown, A. D. (1997). Narcissism, identity,
and legitimacy, The Academy of
Management Review, 22 (3), 643-668.

Buffardi, L.E. and Campbell, W.K.(2008).
Narcissism and social networking web
sites. Personality and Social Psychology
Bulletin, 34, 1303-1314.

Campbell, W.K.., Hoffman, B.J.,, Campbell,
S.M., & Marchisio, G. (2011). "Narcissism in
organizational contexts". Human Resource
Management Review, 21(4), 268-284.

Carlson. K. s & Gjerd. P. F, (2009).
Preschool personality antecedents of
narcissism in adolescence and young
adulthood: A20- year longitudinal study,
Journal of research in personality, 43 ,
570-578.

Cascio, W. 1989. Human resources:
Productivity, quality of worklif, Profit, MC
Grow- Hill International Editions, 2nd ed.

Chatterjee, A., Hambrick, D. (2007).
"Narcissistic chief Executive officers and

their effects on company strategy and
performance”.  Adminstrative  science
Quarterly, 52, 351-386.

Cleqq Stewart R. Kornberger M. Pitsis
T. 2005. Managing & organizations: an
introduction to theory & practice book.

Cook, J. & Crossman, A. 2004. Satisfaction
with Performance Appraisal System: A
Study of Role Perceptions. Journal of
Managerial Psychology, 19: 526-541.

Craig.Russel , &Amernic, Joel. (2011).
Detecting linguistic traces of destructive
narcissism at-a-distance in a CEO's letter

to shareholders. Journal of business ethics,
101, 563-575.

Cramer. P & Jones. C. ], (2008). Narcissism,
identifications and longitudinal change in
psychological health: dynamic predictions,
Journal of research in personality ,42,
1148-1159.

Davis, C., Claridge, G., & Cerullo, D. (1997).
Reflections on narcissism: conflicts about
body-image perceptions in women.
Personality and Individual Differences, 22:
309-316.

Dessler, G. 2005. Human
Management. New  Jersey:
Education Upper Saddle River.

Resource
Pearson

Emmons, R. A. (1984). Factor analysis and
construct validation of the narcissistic
personality  inventory.  Journal  of
Personality Assessment, 48: 291-300..

Fletcher, C. 2001. Performance Appraisal
and Mana-gement: The Developing
Research Agenda. Journal of Occupational
and Organizational Psychology, 74: 473-
487.

Gale, C. R, Booth, T., Méttus, R, Kuh, D. &
Deary, [, J].(2013). Neuroticism and
Extraversion in youth predict mental

123 | Page



Amiri & Kharabi

Int. J. Adv. Stu. Hum. Soc. Sci. 2017, 6(2):118-125

wellbeing and life satisfaction 40 years
later. Journal of Research in Personality ,
47(6). 687-697.

Holtzman, N. & Strube, M. ]. (2010).
Narcissism and attractiveness. Journal of
Research in Personality and Individual
Differences, 47, 577-528.

Ismail, A., John, C., Boerhannoeddin, A., Md
Rasip, 0. & Wan Ismail, W.K. 2012.
Kepuasan Kerja adalah Peramal kepada
Keinginan Berhenti Kerja secara Sukarela:
Satu Kajian di Sebuah Penguasa Tempatan.
Jurnal Kemanusiaan, 19:11-26.

Ismail, A., Najib, A. M. & Arshad, M. M.
2012. Linking Political Behavior in
Performance Appraisals to Distributive
Justicee As a Deter-minant of Job
Satisfaction. International Business
Management, 6(2): 109-118.

Johnson, E. C., & Meade, A. W. (2010). A
multi - level investigation of overall job
performance ratings. Anuaual Meeting of
the  society for Industrial and
Organizational Psychology, Atlanta, GA.

Lapsely. D. k & Aalsma. M. C, (2006). An
empirical typology of narcissism and
mental health in late adolescence, Journal
of adolescence,29, 53-71.

Mathieu, C.(2013). Personality and job
satisfaction: The role of narcissism.
Personality and Individual Differences,
55(6), 650-654.

Miller, J. D, & Campbell, W. K. (2008).
Comparing clinical and social-personality
conceptualizations of narcissism. Journal
of Personality, 76,449-476.

Paulhus, D. (1998). Interpersonal and

intrapsychic ~ adaptiveness  of trait
selfenhancement: A mixed blessing?
Journal of Personality and Socialm

Psychology, 74: 1197-1208.

Rapier, M.L. (2005). "An Interview Study
Of Narcissistic Executives: Piercing The
Corporate Veil of Narcissism In The
Workplace". Saybrook Graduate School
and Research Center, Yayinlanmis Doktora
Tezi.18-40.

Raskin, R., & Terry, H. (1988). A principal
components analysis of the narcissistic
personalityinventory and further evidence
of its construct validity. Journal of
Personality and Social Psychology, 54:
890-902.

Rijsenbilt, A. (2011)." CEO narcissism:
Measurement and Impact: Erasmus
Research Institute of Management (ERIM).

Rogelberg, G. S. (2007). Encyclopedia of
Industrial and Organizational Psychology,
1st ed. London: New Delhi.

Rose, P. (2002). The happy and unhappy
faces of narcissism. Personality and
individual differences, 33, 379-392.

Rosenthal, S. A. & Pittinsky, T. L. (2006).
Narcissistic leadership, The leadership
quarterly. 17, 617-633.

Sedikides, C., Rudich, E. A, Gregg, A. P,
Kumashiro, M., & Rusbult, C. (2004). Are
normal narcissists psychologically
healthy?: selfesteem matters. Journal of
personality and social psychology, 87(3),
400-416.

Sosik, John, & Chun, Jae.Uk, & Zhu,
Weichun. (2013).Hang on to Your Ego: The
Moderating Role of Leader Narcissism on
Relationships Between Leader Charisma
and Follower Psychological Empowerment
and Moral Identity.Journal of business
ethics, 1- 16.

Strelan, P. (2007). Who forgives other,
themselves, and situations? The roles of
narcissism, guilt, self-esteem, and

124 | Page



Amiri & Kharabi

Int. J. Adv. Stu. Hum. Soc. Sci. 2017, 6(2):118-125

agreeableness. Personality and Individual
Differences, 42: 259-269.

Strelan, P. (2007). Who forgives other,
themselves, and situations? The roles of
narcissism, guilt, self-esteem, and
agreeableness. Personality and Individual
Differences, 42: 259-269.

Tahir Suliman, A. M. (2006). Links between
justice, satisfaction and performance in the
workplace. Journal of Management
Development, 25, 294- 311.

Tahir Suliman, A. M. 2007. Links between
Justice, Satisfaction and Performance in

the Workplace: A Survey in the UAE and
Arabic Context. Journal of Management
Development, 26(4): 294-311.

Thurston, P. W. & McNall, L. 2010. Justice
Percep-tions of Performance Appraisal
Practices.  Journal of  Managerial
Psychology, 25(3): 201- 228.

Ul Haq L 2011 . "The Impact of
Interpersonal Conflict on Job Outcomes:

Mediating Role of Perception of
Organizational Politics ", Procedia - Social
and Behavioral Sciences, No 25 :287 -31

How to cite this article: Aflatoon Amiri, Hossin Kharabi, Investigating the
Relationship between Narcissistic Managers and Staff Performance with Mediating
role of Political behavior (Case study: Integrated Tobacco of Golestan). International
Journal of Advanced Studies in Humanities and Social Science, 2017, 6(2), 118-125.
http://www.ijashssjournal.com/article_83865.html

125 | Page



