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This study explores the effect of organizational politics (OP) and Arabic concept related to social influence and social capital (Wasta) with training as a mediator on employee performance. This study uses data from employee performance in 22 directorates of regions in the Greater Amman Municipality (GAM) of the Hashemite Kingdom of Jordan. Data will be collected in two stages, where stage one in the first study is conducted through face to face interviews with 11 heads of the administrative sections in directorates of regions in GAM. In the second stage, a questionnaire will be distributed to employees who work in 22 regions in GAM. Therefore, this paper specifically aims to discuss the interview findings in order to strengthen the questionnaire development, for the second stage of this study.  The interview results show that there are 55%-70% employees their performance is weak or unsatisfactory. This weak performance is due to the negative side of OP, where almost all respondents pointed that OP practice in wide spread at GAM because many employees, especially those who are in good position, exploit their positions to achieve personal interests, or to satisfy their bosses in order to attend some particular training, which makes employees feel that the work environment is unfair and unjust.  In addition, the face to face interview results show that Wasta also plays an important role in most work procedures in GAM, impacting areas such as promotion, increased salaries, and incentives distribution. Therefore the second stage of this study will examine whether Wasta practice and OP makes employees feel unfair and unequal, which is predicted to reflect negatively on their performance.
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1. INTRODUCTION
Employee performance or individual performance is considered to be an important building block for an organization, and provide the factors that lay the foundation for high performance. 1 Individual performance is important which leads to growth and development of any organization. 2 Furthermore, employee performance can be defined as the degree of which employees achieve organization goals through hard work. 3
 Employee performance in the public sector in Jordan is one of the key factors that lead to providing best services to the population because good performance of an individual employee determines the whole performance of the public organization. In addition, the government in Jordan seeks to develop public sector organizations through the Ministry of Public Sector Development (MOPSD). According to the report of the (MOPSD) in Jordan (2011), the report pointed out that there are many challenges facing the public sector, which lead to low levels of productivity, low job satisfaction and low performance of public sectors employees These challenges include the weakness of human resource policy, weakness of the human resource units in public organization, the lack of a national plan for training and rehabilitation for the coming five years, and the absence of a policy mechanism involving the training services process for public sector organizations. Other challenges include non-observance of the foundations of merit and transparency and merit in the process of selecting and recruiting individuals. Problems exist in the process of performance appraisal, training opportunities, promotion, and incentives distributions. 4
Furthermore, the MOPSD in Jordan created a function behavior blog and a codified public function ethics (2011) which apply in all public organizations in Jordan, including GAM. The blog makes clear some procedures to reduce the negative side of OP, such as neutrality and justice in work performance, admonitions to not exploit job positional authority to serve personal interests Other admonitions in the blog include: to not exploit department priority for special gains, to not use employee official power to support personal interests, to not influence of other pressures for any personal interest, and to refrain forever from preferential treatment for any one through Wasta. 4 According to the above description, the present study focuses on organizational politics (OP) and Wasta, with training as a mediator and examines how these variables affect employee performance in GAM.
2.  PROBLEM STATEMENT

Municipalities in Jordan are considered to be governmental organizations. The municipalities in Jordan face a great financial crisis, and the consequences thereof include the failure to meet worker's needs, resulting in a need to know the factors that affect employee performance. 5 In addition the low levels of municipal employee performance, fiscal constraints and not meeting employee needs leads to the dissatisfaction of citizens who receive services from municipalities. Municipal administration and government administrators in Jordan complain about the laziness of their workers, their work avoidance behaviors, and their low level of commitment to work. 5 

According to the above issues, several studies were conducted on employee performance. Ahmad et al. 6 found a negative relationship between OP and job performance. Likewise, perception of organizational politics (POP) has a negative effect on employee performance and political climate that is related to relationship conflict. 7 Enyinna et al. 8 pointed that inappropriate political behavior negatively affects employee performance. Furthermore, Abbas and Raja, 9 found that POP negatively effects supervisory-rated innovative performance. Likewise, POP was found to negatively affect job performance. 10, 11-21-13

Additionally, Wasta plays role on the effect of business climate. For those who use Wasta to get a job, this is illegal act, Wasta has an important role in recruitment and promotion in Arab organizations. 14 The use of Wasta leads to a lack of performance and economic deterioration. 15 Moreover Wasta plays an important role in recruitment and promotion process of employees in the public sector. 16 Additionally, because of the widespread use of Wasta in public sector, it leads to the tenure of incompetent employees who do not have the competence to do their job, which negatively affects their performance. 17
Despite the effects of Wasta, training has an important role and significant effect on employee performance. Many studies found that there is a positive relation between employee performance and training and motivation. 18 As well, Falola et al. 19 pointed out that there is a strong relationship between training and development and employee performance. Likewise, Algharibeh et al. 20 pointed out that there is the positive and significant effect between training and employee performance. However, Aladwan et al. 21 pointed that training in some organizations in Jordan is considered by employees to be a vacation, often given to managers’ relatives or friends, suggesting Wasta intervenes in the nomination of employees for training programs. 

According to the above discussion, the present study explores the negative effect of OP and Wasta on employee performance in the GAM. In addition, the current study uses training as a mediator to know whether the intervention of Wasta in the nomination of employees for training increases the level of OP in the work environment in the GAM. This leads employees to feel their work environment is unfair and unjust, otherwise the level of OP in the work environment at GAM will decrease if Wasta is not used in the nomination of employees for training programs. A previous study was conducted in Pakistan, Sri Lanka, Nigeria, China, and Israel regarding banks, health, universities, and telecommunications sectors. Previous studies use emotional intelligence a mediator and trust and social support as moderating variables. There are no studies conducted in the Arab environment that use training as a mediator. Hence, this study fills a gap by verifying the impact of OP and training on employee performance at GAM in Jordan.
3. LITERATURE REVIEW AND HYPOTHESES

Employee Performance 

Human resources are a primary asset for any organization in fundamental to achieving organizational goals. The achievement comes from employees, so the organizations seek to develop their employees and enhance their performance. Performance combines expected results and behavior and is the basic work requirement for both employees and organization. 22 Furthermore, performance is the quantity and quality of work outcomes which employees achieve according to specified duties in coordination with the responsibility assigned. 23 Likewise, Koopsman et al. 24 defines individual performance as the performance of employees in an organizational setting to achieve goals and objectives of the organization.

Many researchers recommended a number of points to measure employees' performance, such as quality measurement, customers' satisfaction, timelines, achievement of objectives, and quantity. 25-26 Richard et al. 27 measured performance through three specific areas of organization outcomes, such as financial performance, product market performance, and shareholders’ return. Furthermore, individual performance is a multidimensional variable that includes task performance, adaptive performance, and contextual performance. 24 The current study focuses on these dimensions of employee performance, according to Koopsman et al. 24

Task performance can be defined as the ability to which individuals perform the core substantive or technical tasks essential to their job. 24 Contextual performance, can be defined as behaviors that support the organizational, social and psychological environments in which the technical core must function. 28 Adaptive performance, can be defined as the level to which an individual adapts to changes in the work role or environment. 29 Adaptive performance is an aspect of performance that reflects acquiring enhanced competencies in response to changes in an organization.
Organizational Politics
The presence of organizational politics, in spite of the effort by management to eliminate remove it, is evidence that the organization members constantly engage in political maneuvering. Organizational researchers offer many different definitions in an attempt to conceptualized OP. Pfeffer 30 viewed OP as "those activities carried out by people to acquire, enhance, and use power and other resources to obtain their preferred outcome in a situation when there is uncertainty or disagreement". Kacmar and Baron 31 define OP is acting by individuals directed to enhance personal interest without regard to the well-being of others or their organization. 

Employees in low levels perceive the politics more than an employee in high levels. 32 Skills variety, promotion opportunities, work independence and feedback are correlated with perceptions towards organizational politics. 33 In addition organizational politics perceptions in the work place is empirically clear in its negative relationship with job satisfaction, 34 job commitment, 35 job performance, 36 and employees' performance. 34-37 Folger, Konovsky and Cropanzo, 38 conclude that negative perceptions about OP make employees feel they work in an unfair and unjust environment, which makes them unsatisfied. The result is they are forced to leave their department or organization. 
Perception of organizational politics (POP) involves objective perceptions about the level of power and influence, which is use by organizational members to obtain advantage and protect their personal interests. POP is a good measure of general political atmosphere in the organization and the important dimension of individuals' perceptions of their work environment. 39 POP is a good measure for OP. 40 The lack of the minimum of unfairness and unjustness in the organization is a major reason for high POP and impedes organizational outcomes. 41 

Prior studies found that OP has a negative effect on job satisfaction, Kodisinghe, 11 conducted a study in the banks sector in Sri Lanka. The study showed that POP has a negative effect on job satisfaction and pointed out that a high degree of perceived OP leads to reduced job satisfaction. Likewise Vigoda-Gadot and Talmud, 13 argued that POP has a negative effect on job satisfaction and organizational commitment. In addition Gull and Zaidi 10 stated that POP is negatively connected to the job satisfaction of the health sector employees in Lahore, Pakistan. Although Enyinna et al. 8 conducted a qualitative study on two banks in Nigeria; the study found that bad political behavior negatively effects employee performance. Additionally, Bai et al. 7 pointed out that political climate use related to tasks and relations conflict. 

On the other hand, Wasta is wide spread in Middle East Arab countries, especially Jordan, and has a big effect on politics and society. 42 The reason for the wide spread occurrence of Wasta in Jordan is due in part two the culture of Jordanian society, and the fact that political and administrative systems in Jordan lack transparency and accountability at all levels. 42 Wasta is an Arabic term meaning the use informal channels to get any service. 43 Wasta is use personal contacts to receive preferential treatment. 42 Table 1 below lists the definitions for OP and Wasta, to link between Wasta and OP.
According to table 1 below, we can say that Wasta includes using connections to achieve personal interests, or provide services to another person without going through official channels, which may provide this service on account of other persons. This act is unjust, unfair, and promotes inequality. Similarly OP is actions from individuals to enhance their personal interests without regard for the well-being of others. This leads employees to feels that their work environment is unfair and unjust. Hence, we can summarize that Wasta could be a kind of OP.
Table 1: OP and Wasta Definitions

	Item
	Definition
	Author

	
	those activities carried out by people to acquire, enhance, and use power and other resources to obtain their preferred outcome in a situation when there is uncertainty or disagreement
	Pfeffer, 30

	
	employees perception that their work is political making them feel that their working environment unjust and unfair


	Kacmar and Ferris, 44

	OP
	act by individuals, which direct directed to enhance personal interest without regard to the well-being to others or their organization
	Kacmar and Baron, 31

	
	activities of the managers involved to increase their power, and use it to influence in decision making
	Schuler et al., 45

	
	the degree of which respondents view their work environment as politic, unfair, and unjust
	Ferris et al., 46

	
	Use connections for achieve personal gain.
	Alkilani, 47

	
	Is the process by which someone asks someone else to provide him or to one of his friends or relatives, interest or service, and this service may violate the regulations and rules in order to get the person what he wants, and this is unfair and unjust.
	Sakarna and Kanakri, 48

	Wasta
	Get help moving forward in life, and this help may not be available to others, which are likely to compete for resources, work, contract, promotion, or life chances.
	Whiteoak et al., 49

	
	The process by which goals can be achieved, through the link with people in high positions.
	Smith et al., 50

	
	Use informal channels to get any kind of service.
	Ronish, 43


Training 

Training is something expected to integrate it in the mentality of all management. 51 For the permanent development of the organization, training becomes important more than ever before because the employees should adapt to the environment and have the ability to develop their capabilities. Furthermore, training plays an important role in organization development through enhanced performance, increased productivity, and setting the organization in good position to face competition. 52 Likewise, training plays a significant role for human resources development and is used to achieve an organization’s goals.53

Many prior studies examine the effect of training on employee performance.  Khan 18 conducted a study at one bank and one university in Pakistan. The study found that there is a positive relationship between employee performance and training and motivation, and the study showed that training and motivation have a positive effect on employee performance. Otherwise Falola et al. 19 demonstrated that there is a strong relationship between training and development and employees' performance and competitive advantages in the banking sectors in Nigeria. 
On the other hand, Bayraktaroglu and Cickusic 54 conducted a study to determine the impact of training and development on employees' performance in 33 companies at Bosnia and Herzegovina. Study results indicate that employees’ performance is hugely affected when it comes from training programs and employees have full awareness that training programs give them good knowledge and enhance their skills. Likewise, Onyango and Wanyoik 55 pointed out that there is a strong positive relation between training and employees’ performance in health institutes in Kenya. 

In Jordan, Algharibeh et al. 20 argued that there is positive significant effect between training and employees' performance and that quality training highly contributes to employee performance in five public universities. Similarly,  Alsaudi 56  pointed out that there is a statistically significant relation between training and employee performance using data from  employees in the ministry of social development at Jordan. Furthermore, Amyan 57 conducted a study among search and rescue teams in a civil defense directorate in Jordan, and the study found there is a statistically significant relation between training and employee performance.

The above discussion leads to the following hypotheses:

H1: Perception of organizational politics affects negatively on employee performance at GAM in Jordan.

H2: Wasta effecst negatively on employee performance at GAM in Jordan.
H3: Training effects positively on employee performance at GAM in Jordan

H4: training is the mediating relationship between organizational politics and employees' performance at GAM in Jordan.
4. RESEARCH METHODOLOGY

Data collection was conducted through two stages; stage one in the present study through face to face interviews. The second stage will be later in another study through a questionnaire. In the first stage, the researcher conducted face to face interviews with 11 heads of administrative sections in directorates of regions out of 22 regions in GAM. The reason for choosing the head of administrative sections is due to the fact that they represent the Directorate of Human Resources at GAM in each directorate of the region. Eleven regions were selected according to the geographic distribution of GAM regions in order to cover all geographic areas. The distribution was two regions in north central Amman (Jubaiha and Abunosir) three in south central Amman (Kerpet Assouq, Quaismah, and Muqablein) two regions in west central Amman (Badir and Marjulhama) two in east central Amman (Uhod and Marka) and two regions in the middle of Amman (Yarmok and Abdali). 

The second stage of data collection will be conducted later through a distributed questionnaire in a subsequent study. The later study will include all employees who work in the directorates of the region in GAM that include 22 directorates of regions with 7,805 employees. According to Sekaran. 58 the study sample will be 365 employees.
5. FINDINGS FROM PERSONAL INTERVIEWS 

Employees' performance is an important factor in the organization because the organization’s efficiency performance is based on its employees' performance; here the organization is concerned and focused on increasing its employees' performance.1  GAM is one of the government organizations in Jordan, divided into 22 regions which include 23,000 employees and providing services to the geographical area of 1700 KM2. It faces many problems that affect negatively on employee performance. It is found that there are 55%-70% of employees their performance is weak or unsatisfactory. The respondents of Kerpet Assouq, Badir and Quaismah region, stated that "employees performance in my region, actually not what we aspire to and in general it's very weak, and the Percentage of employees whose performance are weak up to 60%". While the respondent of Muqablein region, stated that " The performance of employees does not rise to the level required, or the level at which we want to reach, as 70% of employees in my region their performance is unsatisfactory". This weak performance is due to the negative side of OP. The respondents pointed that OP practice in wide spread at GAM because many employees, especially those who are in good position, exploit their positions to achieve personal interests or satisfy other people on account of other employees. The respondent of Badir stated that "organizational politics is practice, and Have a negative and psychological effect on employees, because this practice makes them feel unjust". As well the respondents of Yarmok and Marjulhamam region, stated that "organizational politics intervention in employees promotions, increased salaries, because decision maker or responsible for the employee, tends to the benefit of the employee, with whom he has a relationship or friendship".  While the respondents of Kerpet Assouq and Abdali regions, stated that "organizational politics is practice, In terms of taking the right of an employee in promotion or incentives, to Satisfying another party on account of other employee". This practice of OP makes employees feel that the work environment is unfair and unjust. In addition, the face to face interview results show that Wasta also plays an important role in most work procedures in GAM, impacting areas such as promotion, increased salaries, and incentives distribution. All respondents in regions stated that "Wasta intervention in most work procedures at GAM, such as employees transfer, promotions, and incentives".  This practice of Wasta in GAM makes employees feel the injustice of the system and they see that their working environment is unfair, which reflects negatively on their performance.
Furthermore, the respondents pointed out that Wasta intervention in the nomination of employees for the training program, results in employees who need the training losing the opportunity in the training program. The respondents of Uhod, Abdali, Abunosir and Muqablein, and Quaismah regions pointed that "Wasta intervention in most of processes in GAM, even nominates employees for training". This practice makes employee performance lower because of feelings of injustice and inequality in the work environment. Other reasons for weak performance at GAM according to interview results include an unclear career path. In this context, the respondents stated that there are many employees who do not know what they will be after five or ten years. The respondents of Uhod, Quaismah and Marka regions stated that "there is no clear career path, there are many employees do not know what they will be after five or ten years. I know one of employee serve 20 year in GAM, he was recruited in degree or position, and retirement in the same degree and position". The lack of and poor quality of office furniture, lack of refrigeration and air conditioning, and lack of vehicles make employees’ performance very weak and poor because the work environment has a big role for good performance. The respondents pointed out that there is a department in GAM called Office Services Department, which is concerned with securing the needs of all offices, such as furniture, refrigeration and air conditioning, etc. The respondents pointed out that until this department was created by GAM with a duty to secure the needs of offices, an employee will need to have Wasta to provide for office needs. The respondents of Muqablein and Quaismah regions stated that "We transfer to these regions, we have no offices, we share with our colleagues in their offices, and we have informed the office services department to provide offices for us, but there is no answer, but if we have wasta, we get what we want quickly". While the respondents of Marka, and Marjulhamam regions, stated that "the offices furniture in our regions is very old and need change, but we wait assistance from office services department to provide new furniture for us, this assistance does not come easily it need Wasta". 
6. CONCLUSION

The results of this study highlight the negative effect of organizational politics and Wasta on municipals employees' performance, and how Wasta plays a big role in the work environment. This results in employees' dissatisfaction and feeling their work environment is unjust and unfair, which affect negatively on their performance. The mediation effect of training between OP and employees’ performance needs to be explored; the subsequent study attempts to explore this model. Moreover, the current study becomes an addition to the literature review by concluding how OP and Wasta effect employee performance. 
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