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Abstract

The current study, supported by equity theory of motivation, explores how gender
moderates perceived organizational politics effects on psychological and physical
organizational withdrawal behaviors of professionals within the construction sector,

a field characterized by a challenging work environment and high employee turnover.
Quantitative data were collected from 318 construction professionals and analyzed using
partial least squares structural equation modeling ([PLS-SEM). The findings reveal that
perceived organizational politics significantly and positively impacts both psychological
and physical withdrawal behaviors among construction professionals. Further, gender
moderates this relationship, with female professionals showing a greater tendency

to disengage compared to their male counterparts. This research contributes to the
construction management literature by highlighting the gender effects of organizational
politics on employee withdrawal, a previously underexplored area. The study underscores
the critical need for organizations to address political dynamics in the workplace to
foster a fair and supportive environment, ultimately enhancing employee well-being and
organizational performance.
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Introduction

'The construction industry (CI), a key contributor to global economic and infrastructure development,
is structured by complex dynamics and strenuous working conditions (Rajprasad, Thamilarasu and
Mageshwari, 2018; Anandh, Gunasekaran and Mannan, 2020). Despite its significance, the industry

grapples with high employee turnover, which is often assessed by attrition rates or intention to leave and is
defined as the rate at which individuals voluntarily leave an organization. According to the Bureau of Labor
Statistics report, the average attrition rate of employees in the United States during 2022 was 53% (Hansen

2024). Similarly, the sector in India experienced a 13.3% voluntary turnover rate in 2017-2018 (Pathan

and Vinay, 2021). This trend is further exacerbated by factors such as gender bias, low work-life balance,
and hazardous conditions, making it even more crucial to address these concerns in order to retain talented

workforce in this competitive sector (Morello, Issa and Franz, 2018).

Despite extensive research on employee turnover intention (Abdolmaleki, et al., 2024), a significant gap

exists in construction management literature on organizational politics (OP), an antecedent of employee

turnover (Burakova, McDowall and Bianvet, 2022). This study thus aims to address this gap by focusing

on how perceived organizational politics (POP) influences organizational withdrawal (OW) among
Indian construction professionals, with an emphasis on gender. With its extensive and diverse workforce

(Dhanasekar, Anandh and Széstak, 2023), the Indian CI provides a distinctive setting for investigating

these dynamics. Despite being a substantial employment generator and on track to become the third-largest

construction market globally (Edison, 2020), there is a lack of empirical evidence in the Indian setting,
necessitating further research to understand the relationship between organizational withdrawal behaviors

and OP perceptions of construction professionals.

OW, which encompasses absenteeism, tardiness, and turnover intention (Laczo and Hanisch, 1999), is

a pressing concern across industries, including construction. These behaviors impact individual well-being

and significantly affect organizational productivity and performance (AbouRizk, et al., 2010; Zhang, et al.,

2023). While research has linked OW to stress, pay dissatisfaction, organizational support, and limited
growth opportunities (Beehr and Gupta, 1978; Park, et al., 2016; Pepple, Akinsowon and Oyelere, 2023),

the role of OP in the construction context remains under-explored. POP, the subjective perception of OP

(Ferris and Kacmar, 1992), can create feelings of injustice, mistrust, and job insecurity, influencing OW

behaviors (Chang, Rosen and Levy, 2009; Meisler, Drory and Vigoda-Gadot, 2020). Thus, knowledge about
the role of POP in OW is significant for a healthy and eflicient work climate acquisition.

Despite substantial evidence linking POP to turnover intention (Harris, Harris and Harvey, 2007;
Sexton and Zhang, 2022; De Clercqg, Khan and Hag, 2023), focusing solely on turnover intention may
not fully capture disengagement. OW offers a broader perspective by identifying disengagement behaviors
that precede turnover, encompassing physical and psychological withdrawal dimensions (Erdemli, 2015).

Examining POP’s influence on OW provides a more comprehensive understanding, enabling early
intervention to prevent turnover. Therefore, the study’s first objective is to investigate how POP impacts

physical and psychological OW dimensions among construction professionals.

Given the CI's male-dominated nature (Norberg and Johansson, 2021), gender is considered a potential

moderator in the POP-OW relationship. Research indicates that women may be more sensitive to political

environments and perceive OP more strongly than men (Rosen, Levy and Hall, 2006; Snipes, et al., 2023),
potentially due to societal norms, organizational culture, and power dynamics. These gender differences
may lead to varied experiences and responses to OP. Acknowledging these nuances is crucial for developing
strategies to mitigate POP’s effects. Thus, the second objective is to determine whether gender moderates

the relationship between POP and physical and psychological OW.

Prior research on POP has employed various theoretical frameworks, including equity theory, perceived

organizational support theory, conservation of resources theory, and social exchange theory (Rashid, Islam
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and Ahmer, 2019; Jeong and Kim, 2022; Rughoobur-Seetah, 2022; Kaur and Kang, 2023). The current
study is supported by Adams’ equity theory of motivation (Adams, 1963) in examining how employees’

fairness perceptions affect organizational politics and disengagement with gender moderation. The theory
explains how perceived unfairness, especially in politically sensitive circumstances, might cause employees to
disconnect psychologically or physically.

'The subsequent sections provide a detailed theoretical background, hypothesis development,
methodology, analysis, and interpretation of results, along with practical implications, limitations, and

suggestions for future research.
Theoretical background and hypotheses development

PERCEIVED ORGANIZATIONAL POLITICS

OP is common in the workplace, where individuals or organizations employ power and influence to achieve
their objectives (Mintzberg, 1983). According to Goo, et al. (2019), it refers to the deliberate actions or
behaviors that promote or safeguard one’s self-interest at the expense of others or organizational goals

in the workplace. The concept of POP arises from the perception of the workplace as inequitable and
discriminatory by employees in political environments (Cho and Yang, 2018; Dhanasekar and Anandh

2025). It refers to the individual’s subjective perception of the self-serving behaviors occurring within
their workplace. These self-serving behaviors frequently involve using power, influence, and manipulation

to achieve personal or organizational goals (Kacmar and Carlson, 1997; Ferris and Treadway, 2012). It

substantially impacts employees’ attitudes and behaviors toward the organization (Ferris, et al., 1989).

POP includes three primary dimensions: General Political Behavior (GPB), Go Along to Get Ahead
(GAGA), and Pay and Promotion Policies (PPP) (Kacmar and Ferris, 1991; Kacmar and Carlson, 1997).
GPB involves perceived politically motivated behaviors, fostering a sense of workplace politics, leading
to stress and reduced trust (Ferris, et al., 1989; Kacmar and Ferris, 1991; Vigoda, 2000). GAGA reflects

conforming to political norms for career advancement, even compromising personal values (Kacmar and

Carlson, 1997; Landells and Albrecht, 2019). PPP emphasizes political influence in professional progression

and rewards, which can lower satisfaction and raise turnover intentions (Kacmar and Carlson, 1997; Vigoda,
2000).

Understanding the consequences of POP is of both academic and practical importance, as it significantly

influences an employee’s emotional, mental, and behavioral responses. Previous studies have consistently
demonstrated a negative association between POP and key organizational metrics, including, job

satisfaction, commitment, work engagement, performance, and employee well-being (Karatepe, 2013; Asrar-

ul-Hag, et al., 2019; Ullah, et al., 2019). Conversely, a positive correlation has been observed with turnover
intention (De Clercq, Khan and Haq, 2023).

ORGANIZATIONAL WITHDRAWAL

OW is an essential facet of organizational behavior encompassing behaviors indicative of an employee’s
disengagement (Spendolini, 1985; Hanisch and Hulin, 1990). It is explained in two primary forms: physical

and psychological withdrawal (Lehman and Simpson, 1992; Mirsepasi, et al., 2012; Erdemli, 2015). Physical
withdrawal (PW) is a condition that is defined by absenteeism and turnover, which leads to the physical

separation of an employee from their employment (Lehman and Simpson, 1992; Mirsepasi, et al., 2012;
Erdemli, 2015). In contrast, psychological withdrawal (PSW) is the process by which employees mentally

disengage from their work despite their physical presence. This encompasses non-work-related activities and
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minimal effort in allotted duties, which suggest that personal interests are prioritized over organizational
objectives (Lehman and Simpson, 1992; Erdemli, 2015; Aggarwal, et al., 2020).

Withdrawal behaviors often stem from job dissatisfaction, low commitment, and perceived injustice

(Brunetto, et al., 2012; Khalid, et al., 2022). Organizational factors also exacerbate disengagement, including

inadequate communication, recognition, and development opportunities (Kanungo and Mendonca, 2002;
Newman, et al., 2020). Furthermore, the susceptibility to OW is influenced by work-life imbalance and

individual characteristics such as personality and stress management capabilities, which significantly
influence how employees respond to workplace stressors (Peng and Li, 2023). The consequences of OW are
significant, affecting both individuals and organizations through decreased productivity, increased costs, and

decreased job satisfaction (Alexander, 2016). Apart from the loss of investment, existing employees may be

demotivated, and their morale may be adversely affected by the withdrawal of an employee (Asrar-ul-Hagq,
et al., 2019).

PERCEIVED ORGANIZATIONAL POLITICS AND ORGANIZATIONAL WITHDRAWAL

The association between POP and OW is well-established, with research suggesting that increased political
perceptions may exacerbate withdrawal behaviors (Ferris, et al., 1989; Vigoda, 2000). Employees who

perceive their work environment as unjust or dominated by politics frequently disengage, demonstrating
behaviors such as turnover intentions, absenteeism, and psychological withdrawal (Cropanzano, et al.,
1997; Abbas, et al., 2014; Landells and Albrecht, 2019; Atshan, et al., 2022; Singh and Randhawa, 2022).
Recent research has shed light on the nuanced ways POP impacts OW. Meisler (2022) underscores

the role of fear in the exacerbation of OW due to POP, particularly within the public sector. The study

implies that employees’ fear of negative consequences resulting from political maneuvering can elicit
withdrawal behaviors. Additionally, Sabo Bello, et al. (2021) found a negative correlation between POP
and organizational commitment, implying that a political climate can erode employees’ sense of loyalty and

belonging, potentially contributing to withdrawal. Furthermore, while POP has been linked to both physical
and psychological withdrawal, Vigoda (2000) posits that psychological withdrawal is more prevalent

in environments with high exit costs, such as the public sector. This implies that employees may choose
psychological disengagement as a coping mechanism in response to perceived political behavior when they

anticipate that leaving the organization will be difficult or expensive.

Drawing upon the extant literature, the following hypotheses are put forth.

Hypothesis 1:
Null Hypothesis (HO): There is no significant positive relationship between POP and PSW among

construction professionals.
Alternate Hypothesis (H1): A significant positive relationship exists between POP and PSW among

construction professionals.

Hypothesis 2:
Null Hypothesis (HO0): There is no significant positive relationship between POP and PW among

construction professionals.
Alternate Hypothesis (H2): A significant positive relationship exists between POP and PW among

construction professionals.
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GENDER AS A MODERATOR

The role of gender in moderating the POP—OW relationship is crucial, especially in the male-dominated
CI (Norberg and Johansson, 2021). Research suggests that POP may adversely affect women due to
societal expectations, gender stereotypes, and potential discrimination (Eagly and Karau, 2002; Landells
and Albrecht, 2019). Snipes, et al. (2023) found in a recent study that female employees’job satisfaction

is significantly impacted by political actions compared to their male counterparts. This heightened

sensitivity to perceived injustice can lead to stronger withdrawal behaviors among women, particularly
psychological withdrawal, as a coping mechanism in response to perceived inequities (Vigoda, 2002; Sabo
Bello, et al., 2021). Moreover, the greater perceived costs of changing jobs in male-dominated industries

such as construction may encourage women to opt for psychological rather than physical withdrawal
(Vigoda, 2002). It is important to comprehend these gender dynamics to create interventions to reduce this

phenomenon’s negative effects on female employees in the CI.

Given these considerations, the following hypotheses are framed for the current study.

Hypothesis 3:
Null Hypothesis (H0): Gender does not significantly moderate the positive relationship between POP

and PSW among construction professionals.
Alternate Hypothesis (H3): Gender significantly moderates the positive relationship between POP and
PSW among construction professionals.

Hypothesis 4:
Null Hypothesis (H0): Gender does not significantly moderate the positive relationship between POP

and PW among construction professionals.
Alternate Hypothesis (H4): Gender significantly moderates the positive relationship between POP and
PW among construction professionals.

THEORETICAL SUPPORT: EQUITY THEORY OF MOTIVATION

Adams’ equity theory of motivation (Adams, 1963), provides a framework for understanding the

relationship between POP and OW. According to this theory, individuals evaluate fairness in the workplace
by comparing what they contribute, such as effort and skill, with the rewards or recognition they receive,
especially in relation to others (Adams, 1963; Griffeth and Gaertner, 2001). In environments where POP

is prevalent, rewards and promotions may appear unmerited, disturbing this balance and violating fairness
principles. Such perceived inequity can result in diminished job satisfaction, decreased productivity, and
increased voluntary turnover (Greenberg, 1990; Snipes, et al., 2023). When employees perceive inequitable
treatment, they may opt to disengage from their positions to cope with the resultant stress (Adams, 1963,
1965). Griffeth and Gaertner (2001) emphasize that employees’ perceptions of equity substantially impact
their job satisfaction and turnover intentions, which further supports the relevance of equity theory in the

comprehension of withdrawal behaviors in politicized work environments.

Figure 1 depicts the conceptual model, which proposes that POP, the independent variable, impacts the
withdrawal dimensions PSW and PW, the dependent variables. Hypotheses H1 and H2 propose that POP
positively influences PSW and PW. Additionally, the model introduces gender as a moderating variable.
Hypotheses H3 and H4 examine the interaction effects of gender in the relations of POP and each of
the two withdrawal dimensions. The conceptual framework provides a clear perspective on the direct and
moderated relationships among variables.
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Psychological
Withdrawal (PSW)
Perceived
Organizational
Politics (POP)
Physical
Withdrawal (PW)
Figure 1.  Conceptual model.

Methodology

'The study employed a quantitative survey methodology to collect data from full-time construction
professionals in private construction firms across India, covering on-site and office roles. A quantitative
survey method was chosen as it allows for efficient data collection from large and diverse samples, enabling

robust statistical analyses to uncover significant relationships (Adhikari and Timsina, 2024). This sample

was selected to capture the diverse experiences of construction professionals and provide a comprehensive
understanding of workplace dynamics across different roles. Full-time professionals, being directly
influenced by organizational policies and workplace politics, were ideal respondents for investigating how
POP influences OW dimensions. By including respondents regardless of their current involvement in
withdrawal behaviors, the study ensured a broader and more inclusive understanding of the impact of POP
on employees in the CI.

SURVEY INSTRUMENT

Survey questionnaires are a valuable tool for systematically collecting data from diverse respondents. Within
the field of construction management, these questionnaire surveys are particularly effective in capturing

industry practitioners’ opinions and perspectives (Radzi, et al., 2024). The questionnaire is divided into two

sections: the first assesses POP and OW dimensions, while the second collects demographic information
of the respondents. POP is evaluated using 12 items from Kacmar and Ferris’s (1991) Perceptions of
Organizational Politics Scale (POPS), covering GPB, GAGA, and PPP. The current study used the scale as a
unidimensional measure, a method validated in several studies (Malik, et al., 2019; Riaz, Batool and Saad

2019; Karim, et al., 2021). An example item from this scale is, “Sometimes it is easier to remain quiet than

to fight the system”. Participants indicated their responses using a 5-point Likert scale, where 1 represented
strong disagreement and 5 represented strong agreement.

OW dimensions, PSW and PW, were measured using the withdrawal behavior scale developed by
Erdemli (2015). The scale consists of six PSW items and nine PW items, with responses ranging from 1
(never) to 5 (always). The items of the original scale were modified to fit the context of the CI. Sample items
include “Being occupied with irrelevant things during working hours” and “Constantly checking the time”.
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SAMPLE AND DATA COLLECTION

Snowball sampling, a nonprobability approach employed in construction management research, was

used to acquire target samples through referrals (Prakash and Phadtare, 2018; Rastogi and Singla, 2023;
Radzi, et al., 2024). Questionnaires were circulated to 400 professionals chosen through this method, and
318 responded, resulting in a 79.5% response rate above the average of 68% (Holtom, et al., 2022). The

respondents represent a range of professional roles within the Indian CI, including senior project managers,

engineering managers, project managers, site engineers, design engineers, detailing engineers, modelers,
and quality control engineers. Hair, et al. (2021) recommend that a sample size of at least 150 is sufficient
for models with up to seven constructs, each with more than three items. Therefore, the 318 responses were

adequate for structural equation modeling.

Ethical considerations were addressed with approval from the Institutional Ethics Committee (EC
No. 8776/IEC/2024). Respondents were informed about the purpose of the study, nature of the data, and
intended use. The study adhered to the guidelines of Podsakoff, et al. (2012) to reduce common method bias
(CMB) by assuring confidentiality, clarifying that no responses were correct or incorrect, and reverse-scoring
specific items. Harman’s single-factor test indicated that CMB was not a significant issue, as a single factor
accounted for only 32.5% of the variance below the 50% threshold (Podsakoff and Organ, 1986).

'The demographic profile in Figure 2 shows a diverse sample with 58.8% male and 41.2% female. The
majority, 56.6%, are aged 29-38, indicating experienced yet youthful professionals. Nearly 70% hold
undergraduate degrees, highlighting an educated workforce.

Demographic Profile (N = 318)

R
- e
B 14 @a )

B 27 s5%)
N (s <)
e
I .20
I : <
B 3 @1%)
I 52
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B 23 72%)

B sa.9%)
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Working

Context

Figure 2. Demographic profile of the respondents.
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Analysis and results

The study utilized SPSS v23.0 for descriptive statistics and correlation analysis. SmartPLS 4.1.0.0 was
used for instrument validation and hypothesis testing. Partial least squares structural equation modeling
(PLS-SEM) is a statistical technique well-suited for complex models, which are characterized by multiple
latent variables, a high number of observed indicators and moderating or mediating relationships. It applies
particularly to studies with small to medium sample sizes, where conventional covariance-based SEM may
be unsuitable (Akter, Fosso Wamba and Dewan, 2017). The conceptual model in this study is classified as

complex due to the presence of three latent variables, POP, PSW, and PW, each of which is measured by
multiple observed indicators, with gender as the moderating variable. Also, with a sample size of 318, PLS-
SEM proved appropriate, as it can yield reliable results even with samples as low as 100 to 150 participants.
It minimizes unexplained variance in dependent variables while maximizing explained variance from

independent variables (Hair, et al., 2021). The PLS-SEM process involves two stages: assessing the

measurement model and evaluating the structural model to analyze and interpret research findings.

DESCRIPTIVE STATISTICS AND CORRELATION MATRIX

The descriptive statistics, including the mean and standard deviation (SD) of the study variables and the
correlation matrix between them, are presented in Table 1. The mean values for POP, PSW, and PW are
3.155,2.586, and 2.268, respectively. The data reveal a strong positive correlation between POP and the
withdrawal dimensions, PSW (» = 0.655, p < 0.01) and PW (r = 0.705, p < 0.01). This suggests that an
increase in the level of POP is associated with an increase in both psychological and physical withdrawal
behaviors. Moreover, a strong positive correlation exists between PSW and PW (r = 0.817, p < 0.01),

suggesting that these two dimensions of withdrawal are closely interrelated.

Table 1. Descriptive statistics and correlation matrix of the variables.

I I I T I
POP 3.1595 0.741 1
PSW 2.586 0.624 0.655** 1
PW 2.268 0.652 0.705** 0.817** 1

Note: **correlation is significant at the 0.01 level.

MEASUREMENT MODEL

'The reliability and validity of the model’s items concerning their constructs were calculated and are shown
in Table 2. All item loadings surpassed the threshold value of 0.6 (Chin, Gopal and Salisbury, 1997; Karim,
etal., 2021). The composite reliability estimates (CR), average variance extracted values (AVE), and alpha
coeflicients (CA and rho_a) exceeded their respective threshold values of 0.7, 0.5, and 0.7 (Hair, et al.
2021). The uniqueness of the constructs was evaluated using discriminant validity, which was assessed
through the heterotrait-monotrait ratio (HTMT). The HTMT values between the constructs were below
the maximum threshold value of 0.85 (Hair, et al., 2019), satisfying the criteria for discriminant validity.

STRUCTURAL MODEL

The study’s structural model was assessed using bootstrapping with 5,000 resamples to analyze path
coefficients (B) and coefficient of determination (R?) (Hair, et al., 2021). The model fit indices indicated a
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: FT’ : ESS Table 2. Measurement model.
Constructs | Item Outer CA .. D|scr|m|nantval|d|ty
loadings (HTMT matrix)
o | Psw [ PW |

POP POP1 0.914 0.933 0.966 0.969 0.723 -
POP2 0.749
POP3 0.827
POP4 0.930
POP5 0.873
POPé6 0.852
POP7 0.888
POP8 0.902
POP9 0.813
POP10 0.697
POP11 0.857
POP12 0.871

PSW PSW1 0.916 0.943 0.958 0.955 0.779 0.708 -
PSW?2 0.905
PSW3 0.873
PSW4 0.841
PSW5 0.827
PSWé 0.930

PW PW1 0.897 0.957 0.965 0.964 0.741  0.752 0.841 -
PW2 0.891
PW3 0.862
PW4 0.827
PW5 0.845
PW6 0.839
PW7 0.857
PW8 0.870
PW9 0.878
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good model fit, with the standardized root mean square residual (SRMR) at 0.0748, the d_ULS at 0.628,
the d_G at 0.944, and the normed fit index (NFI) at 0.984. These values align with established standards,
wherein an SRIMR below 0.08 and NFI above 0.90 indicate a good model fit (Henseler, et al., 2014).

Table 3 indicates that the null hypotheses (HO) for H1 and H2 were rejected, whereas the alternate
hypotheses were accepted. For H1, which tested the relationship between POP and PSW, the path
coefficient (B) was 0.623 (7"= 14.617, p < 0.01), indicating a significant positive association. For H2, which
examined the relationship between POP and PW, the path coefficient was 0.696 (7"= 16.903, p < 0.01), also
showing a significant positive association. From the R? values of 0.530 and 0.542, POP explains 53.0% and

54.2% of the variation in PSW and PW, respectively. This significant variation shows the model’s strong
explanatory power for these variables (Cohen, 1992). Further, the large effect sizes (f?) of these paths,
0.522 and 0.668 (Cohen, 1992), confirm the significant impact of POP on both PSW and PW.

Table 3. Structural model outcomes.
Hypothesis Paths Standard | T-statistics | p-value | R? f? Result
coefficient | deviation
H1 POP — 0.623 0.043 14.617  0.000** 0.530 0.522 Alternate
PSW Hypothesis
Accepted
H2 POP — 0.696 0.041 16.903  0.000** 0.542 0.668 Alternate
PW Hypothesis
Accepted
H3 GENDER x 0.300 0.070 4.275 0.000** 0.136 Alternate
POP — PSW Hypothesis
Accepted
H4 GENDER x 0.468 0.072 6.493 0.000** 0.091 Alternate
POP — PW Hypothesis
Accepted

Note: **p-value significance at the 0.01 level.

Furthermore, hypotheses H3 and H4 explored the moderating role of gender on the relationship between
POP-PSW and POP-PW, respectively. The null hypotheses (HO) for H3 and H4 were also rejected and
the alternate hypotheses were accepted with significant path coefficients of 0.300 (7"= 4.275, p < 0.01) and
0.468 (7= 6.493, p < 0.01), indicating that gender moderates the relationship between POP and PSW
and POP and PW. The interaction effect of gender and POP on PSW yielded a medium effect size (£ =
0.136) (Cohen, 1992), indicating that this interaction explains a moderate amount of additional variance in
PSW.The interaction effect of gender and POP on PW had a smaller effect size (# = 0.091) (Cohen, 1992),
suggesting a less pronounced but still significant moderating role of gender in the POP-PW relationship.

'The structural model in Figure 3 shows the path coeflicients, their p-values, and the factor loadings of the
indicators.

'The slope analysis shown in Figures 4 and 5 was conducted using the recommendations by Aiken
and West (1991) and Dawson (2014), where low POP refers to one standard deviation below the mean
(-1 SD) and high POP refers to one standard deviation above the mean (+1 SD). The path coeflicients of
the indicators were used to perform the analysis. The study reveals that PSW and PW increase for both

genders as the POP level increases from low to high, with a notably steeper rise for female professionals.
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Figure 3.  Structural model.

'This suggests that females are more sensitive to POP changes, highlighting gender-specific dynamics in CI
where OP disproportionately affects women.

Discussion

In the CI, characterized by hierarchical structures and traditionally male-dominated environments (Fielden,
et al., 2000), the interplay of POP and its impact on OW represents a critical yet underexplored area of
research. This study addresses this gap by investigating the influence of POP on OW among construction
professionals such as project managers, site engineers, and design engineers, including both psychological

and physical withdrawal behaviors, while also determining the moderating role of gender in these
relationships.

Consistent with prior research (Ferris and Kacmar, 1992; Cropanzano, et al., 1997; Rosen, Levy and Hall,
2006; Chang, Rosen and Levy, 2009; Landells and Albrecht, 2019; Sabo Bello, et al., 2021), the current
study supports the positive relationship between POP and both psychological and physical withdrawal
behaviors. The acceptance of the alternate hypotheses of H1 and H2 underscores the significance of

OP perceptions as a stressor contributing to psychological and physical withdrawal behaviors among
construction professionals.
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Figure 5.  Moderation effect of gender on POP and PW.

Drawing upon Adams’ equity theory of motivation (Adams, 1963), the study demonstrates that

employees’ perceptions of OP generate feelings of unfairness and inequity, prompting them to resort to
withdrawal behaviors as coping mechanisms (Griffeth and Gaertner, 2001; Lau and Scully, 2015). In
construction, where project success often hinges on collaborative effort and trust (Soundarya, et al., 2024),

POP can be especially destructive. When employees perceive that political maneuvering, rather than merit,
dictates rewards and recognition, it breeds frustration and dissatisfaction (Vigoda, 2002), resulting in them
withdrawing both psychologically and physically from the organization. PSW manifested through decreased

80 Construction Economics and Building, Vol. 25, No. 2 July 2025



C

UTs
ePRESS

81

Dhanasekar and Anandh

motivation, commitment, and job satisfaction, can lead to reduced productivity and increased turnover

intention (Kiazad, Seibert and Kraimer, 2014). Similarly, PW, such as absenteeism and tardiness, can occur

when employees choose to physically disengage from the workplace to cope with the stress and negativity

associated with OP (Cropanzano, et al., 1997). In construction, where tight deadlines and high-pressure

environments are common, these behaviors can affect productivity, morale, and ultimately, project outcomes
(AbouRizk, et al., 2010).

POP has the potential to negatively impact workplace equity by encouraging self-serving behaviors that

are detrimental to peers within the CI. This may decrease employee engagement and increase employee
withdrawal (Rughoobur-Seetah, 2022). When promotions or rewards are granted on political grounds
without transparency, employees experience feelings of injustice, which diminishes their motivation and
accelerates turnover rates. This political climate also exacerbates feelings of exclusion and disengagement

by fostering the perception that management prioritizes certain individuals’ideas or input (Atshan, et al.

2022).
Additionally, the study examined the potential influence of gender on the relationship between POP

and OW, which is especially pertinent in the traditionally male-dominated CI. The findings confirmed

that gender significantly influences the POP-PSW and POP-PW relationships (H3 and H4), with

female professionals in the CI being more susceptible to the adverse effects of POP on their withdrawal
dimensions. This is consistent with the existing literature indicating that women perceive OP as a masculine
strategy that impedes their career advancement, exacerbating feelings of alienation and discouragement
(Snipes, et al., 2023; Dhanasekar and Anandh, 2025). Numerous factors contribute to the increased

susceptibility of female professionals to the adverse effects of POP. The impact of POP on women’s
withdrawal behavior is exacerbated by the gender stereotypes and biases that are prevalent in the CI, which
contribute to increased scrutiny, exclusion, and marginalization of women (Galea and Chappell, 2022).

Furthermore, the perception of OP among female construction professionals is substantially enhanced by
political maneuvering, resulting in biased promotions and rewards. This is worsened by the industry’s extant
gender disparities, including the persistent pay gap and limited career advancement opportunities (Blau and
Devaro, 2007). The lack of female representation and support networks in leadership positions increases
feelings of powerlessness and disillusionment (Norberg and Johansson, 2021), thereby worsening the

detrimental effects of POP on job satisfaction and commitment.

Furthermore, female professionals in the CI found themselves in a double bind due to societal norms that
dictate varying expectations for men and women. Men are characterized by assertiveness and competition,

whereas women are characterized by collaboration and nurturing (Dalton, 2019). The pressure to exhibit

masculine traits to achieve career success while adhering to traditional feminine norms further increases
women’s sensitivity to POP. This internal conflict between professional aspirations and societal expectations
exacerbates the perceived inequity of OP, which ultimately results in disengagement from work through

withdrawal behaviors.

Practical implications

The results of this study provide valuable guidance for policymakers and practitioners in the CI to mitigate
the adverse effects of POP and reduce OW. To mitigate the detrimental effects of POP, organizations
should prioritize transparency in their decision-making processes, guaranteeing that rewards and
recognitions are equitable and based on objective performance indicators, including safety standards, client
satisfaction, and project milestones. This can be accomplished by implementing transparent communication
of performance criteria, regular feedback sessions, and anonymous surveys to assess employees’ perceptions
of fairness. Managers must be consistent and equitable in their decision-making to mitigate the perceptions

of bias and favoritism. Open communication channels, in which employees feel comfortable expressing
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their concerns without fear of retribution, can also mitigate the adverse effects of POP. Further, targeted
interventions such as mentorship and leadership programs, especially for women, can help them traverse
political environments. Diversity and inclusivity measures, such as leadership equity and diversity training,
help balance power and develop a sense of belonging among all employees. These proactive initiatives can
boost employee engagement, prevent withdrawal, and make the industry more sustainable and prosperous.

Limitations and future research directions

This study, while insightful, has limitations. The current study, centered on India’s CI, investigates the
influence of gender on the relationship between POP and OW dimensions. However, its regional focus and
cross-sectional design, which collects data at a single point in time, may limit the findings’ generalizability
and causal interpretation. Future research could expand to diverse cultures and employ longitudinal

designs that track changes in perceptions and behaviors over time for deeper insights. Moreover, while
quantitative data provide valuable insights, qualitative methods like interviews could offer a richer and more
comprehensive understanding. Additionally, the complex POP-OW relationship could be better understood
by incorporating a multidimensional POP measure and additional demographic variables. This dynamic
could be further elucidated by examining potential mediators such as job satisfaction and organizational

commitment.

Conclusion

'The current study illustrates the significant influence of POP on the behaviors of OW among construction
professionals, with a more pronounced effect on female employees. These results indicate that addressing
gender-specific vulnerabilities is vital to establishing a more inclusive and equitable work environment. The
study not only confirms the negative impact of POP on psychological and physical withdrawal but also
highlights the necessity of a gender-sensitive approach toward managing political climates. Organizations
can mitigate the detrimental consequences of POP by cultivating open communication and setting up
transparent, merit-based reward systems. Moreover, gender disparities can be mitigated through targeted
mentorship and leadership programs designed for female professionals. Thus, this study promotes proactive
organizational interventions that mitigate employee withdrawal and improve overall productivity and

gender equity in the construction industry.
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