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Abstract

Purpose: Although social capital and positive reputation in organizations are essential for career 
success, there is a limited perspective in the literature on the political characteristics (motivation 
and ability) that enable one to acquire and develop the two elements. This study seeks to investigate 
the sequential role of political skill and network resources as serial mediators of the political will–per­
sonal reputation relationship. 
Methodology: In total, what provided data for the study were 457 sales executives from 13 different 
sectors in the cities of İstanbul, Kocaeli, and Bursa, which is an economically leading region of 
western Turkey. Executives rated their political will, political skill network resources, and personal 
reputation. Based on the complementary theories of political influence, social network, and signaling, 
we analyzed the relationships between constructs with structural equation modeling. 
Findings: Political skill mediated the relationship between political will and network resources, 
network resources mediated the relationship between political skill and personal reputation, while 
political skill and network resources sequentially mediated the relationship between political will 
and personal reputation. 
Implications: The data were collected from a single source. 
Practical Implications: Political will, political skill training, and social networks may help indivi­
duals manage their personal reputation at work, thus benefiting their careers. 
Originality/Value: This is one of the first studies to sequentially investigate how individuals’ charac­
teristics (motivation and ability) develop their social network and personal reputation at work. 
Moreover, theories of political influence, social capital, and signaling were jointly used for the first 
time ever. 
Keywords: political will, political skill, network resources, personal reputation.
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Introduction 

From the political perspective, research on both organizational and career theories is 
highly prevalent in the last forty years (Pfeffer, 1981; Mintzberg, 1983; Inkson, 2004; 
Vigoda­Gadot and Drory, 2016). Although there is a large amount of empirical research 
in the literature in the areas of influence and impression management (Lee et al., 2017), 
perceptions of organizational politics (Hochwarter et al., 2020), and political skill 
(Munyon et al., 2015), scholars only recently empirically measure the concept of politi­
cal will (Kapoutsis et al., 2017), which is one of the critical elements of organizational 
politics, and it is a widely and conceptually mentioned concept in the literature. 
Despite it having no such broad historical background as political skill in explaining 
the theory of political influence, political will is expected to have an essential contri­
bution to it. The political influence theory assumes that politically skilled individuals 
who can understand others have personal and organizational advantages (Ferris et al., 
2007). Granger et al. (2020) state that the theory not only integrates political knowledge 
but also provides a useful framework for distinguishing political structures related 
to political skill, political will, and political savvy. In this context, the related theory 
links under its umbrella social capital theory (Bolender et al., 2015), firm’s behavioral 
theory and network perspec tives (Wei et al., 2012), guanxi (Wei et al., 2010), LMX and 
social change theories (Brouer, Teradway, and Ferris, 2013), thus joining the study of 
working relations with political skill within the context of social networks (Harris, 
Maher, and Ferris, 2016). However, as the motivating factor in the process of creating 
political knowledge (Yang et al., 2019), political will is considered by many to be the 
“missing part” in the theory of political influence. Whereas political skill refers to an 
ability that allows employees to take advantage of ambiguous situations, political will 
is closely linked to one’s motivation to do so (Hochwarter et al., 2020, p. 21). Harris et al. 
(2016) state that the theory of political influence provides a context in which political 
skill and political will are addressed together, and which has the potential to make 
a significant contribution to much future research by extending political characteris­
tics in the field of organizational politics research (Ferris et al., 2019). This study is 
critical both in terms of revealing its relationship with the social capital theory under 
the umbrella of “political influence” and in the use of political will, which is thought 
to be a significant deficiency in the process of creating political know ledge. It is 
believed that investigating whether this is the trigger of “social network” will make 
an essential contribution to the literature.

According to social capital theory, the relationship networks between individuals are 
determined by access to information, influence, and changes in organizations (Brass, 
2001; Burt, 1992; Coleman, 1988), and this concept is proposed as an opinion based 



DOI: 10.7206/cemj.2658-0845.26

28 CEMJ

Vol. 28, No. 3/2020

Orkun Demirbağ, Hale Cide Demir, Uğur Yozgat

on the development of relationship networks of influential individuals within the 
social structure (Thompson, 2005). Social capital can have several positive results of 
strategic importance for individuals, such as higher compensation and a more suc­
cessful career (Bozionelos, 2015; Richardson and Kelliher, 2015), knowledge transfers 
and innovation (Maurer, Bartsch, and Ebers, 2011), but also performance improvement 
(Moran, 2005). On the other hand, many studies consider the dark side of social capital 
(Portes, 1998; Beyerlein and Hipp, 2005; Schulman and Anderson, 1999), which con­
sists of negative results (Edelman et al., 2004; Kwon and Adler, 2014), such as barriers 
to learning, group­thinking, negative information, decision­making quality, and their 
outcomes (Staw, 1981; Pillai et al., 2017; Wang, McNally, and Lenihan, 2018). 

Network resources are the most important elements of social capital in an organization 
with mentorship (Seibert, Kraemer, and Liden, 2001; Bozionelos, 2003; Bozionelos and 
Wang, 2006; Wei et al., 2012). Mentoring is described as an overly intense relationship 
between a stronger and experienced mentor and a focus person in an organization 
(Phillips­Jones, 1983; Kram, 1985), whereas network resources are mentioned as the 
sum of the individual’s interpersonal ties and networks, apart from basic mentoring 
relationships (Burt, 1992). Individuals with political characteristics in an organization 
develop their social capital both by protecting their existing networks and by building 
new networks (Wei et al., 2010). People who want to develop network resources use 
upward influencing tactics, such as solution generation, bargaining, assertiveness, 
resorting to higher autonomy, coalitions, and friendship, considering the personal 
style of the person they want to network with (Kipnis and Schmidt, 1982). The organi­
zation has three main ways of accessing network resources: 1) reliance on trustwor­
thiness, confidence, and sincerity to regulate their behavior and behave in a way that 
earns the trust of people in an organization (Perrewe et al., 2000); 2) employee inter­
personal influence viewed as an opportunity rather than a threat (Perrewe et al., 2000; 
Zellars, Perrewe, et al., 2008); and 3) network resources are fed from both weak ties 
and strong ties (Granovetter, 1973; Burt, 1992). Individuals in an organization acquire 
their network resources through their political abilities and develop their knowledge 
and understanding of relationships between the informal structure of the organization 
and the (tactical) activities of one’s influence (Kilduff and Tsai, 2003). Therefore, 
employees will connect to their networks by making use of both existing and new 
networks, will switch to a central location (Ammeter et al., 2002; Jawahar et al., 2008; 
Perrewe et al., 2000), and turn their networks into an advantage (Granovetter, 1973). 
Furthermore, individuals with political characte ristics through their networks appear 
to be more valuable in their teams as they are well­positioned both inside and outside 
of an organization and provide resources for their departments (House, 1995). Although 
there are many benefits of networking (Forret and Dougherty, 2001; Bozioneles, 2003; 
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Forret and Dougherty, 2004; Bozioneles and Wang, 2006; Breland et al., 2007; Wei et al., 
2012), there are not many studies regarding the antecedents of networking sources in 
job engineering (Zhang, Zheng, and Wei, 2009), especially regarding the employees 
who trigger support for activities in the organi zation and who hold informal positions 
that control how people interact with each other (Kilduff and Tsai, 2003). Social net­
work researchers assume that individual characteris tics are influential in the develop­
ment of networks (Douglas and Ammeter, 2004; Burt, 2005; Thompson, 2005; Ferris 
et al., 2007). The gained, developed, and effectively used individual networking 
resources (Bozioneles, 2003) are closely related to the individual’s skills and charac­
teristics. Why are some employees more successful compared to other employees in 
some cases, such as creating coalitions, forming networks, and access to information 
(Wei et al., 2012)? The vast majority of previous studies attributes the reason behind 
this case of success to demographic characteristics (Galaskiewicz and Shatin, 1981; 
Ibarra, 1993), individual characteristics (Bozioneles, 2003), and self­monitoring (Mehra, 
Kilduff, and Brass, 2001). However, the motivation that is used in helping networking 
resources emerge has not been sufficiently explained (Zhang et al., 2009; Wei et al., 
2012), and this situation constitutes another research gap in the scholarship.

In the management literature, the concept of reputation always appears arbitrary, but 
the information regarding this concept remains in its infancy (Zinko, Gentry, and 
Laird, 2016). Over the last few years, the literature has gradually investigated why 
individuals and organizations would want to create a positive reputation (Zinko and 
Rubin, 2015; Ferris et al., 2014; Hall et al., 2009; Laird et al., 2008; Laird et al., 2013; 
Zinko, 2013; Zinko et al., 2012a). A positive reputation is grounded in signaling theory 
(Treadway et al., 2009, p. 556). Spence (1973) argues that the signal transmits infor­
mation about indivi duals’ actions, intentions, and abilities, which is revealed by how 
individuals create positive reputation in the process of developing it (Blickle et al., 
2011). Furthermore, Ferris and Judge (1991) suggest that individuals may attempt to 
manipulate reputational signaling to their advantage through social and political 
influence efforts, so they interpret reputation as a deliberate effort to signal. Therefore, 
the signals sent to others to gain reputation have political meaning as they try to 
influence perceptions and meanings (Zinko et al., 2007). As the signaling theory 
suggests, employers seek a “fit” between executives and employees when making 
promotion decisions, because “fit” can be perceived as an indicator of organizational 
commitment and identity (Perrewe et al., 2007). Creating a positive image in the organi­
zation is routine behavior for managers who use their political skills in the organiza­
tion (Huang, 2017). Thanks to this ability, the managers will spread the positive image 
that they adapt very well to the organization. However, limited research is available 
in the literature on motivation that prompts political skill (Kapoutsis et al., 2017). 
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Therefore, motivated to become better in the organization, employees are more likely 
to influence their superiors by activating executive talents (Wright, 1979). As stated 
earlier, people with political will and political skill transmit signals that create a posi­
tive image to their targets by using proactive networking and situationally appropriate 
impact tactics (Blickle et al., 2011). Thus, these people can further improve their 
reputation (Perrewe et al., 2007). Besides, politically talented individuals are suggested 
to establish strong and positive relationships with their superiors to achieve rewards 
typically associated with positive personal reputation (Blickle et al., 2011). Beginning 
with this viewpoint, the current study aims to foreground political will and political 
skill as political antecedents of networking resources and their relation ship with 
reputation, which is one of the indicators of career success. 

Conceptual Clarification and Hypothesis Development

Political Will and Personal Reputation

Although political will is a concept proposed by Mintzberg (1983; 1985) almost four 
decades ago, it received relatively limited attention from researchers compared to its 
twin concept: political skill (Harris, Maher, and Ferris, 2016). Nevertheless, we notice 
that interest in political will literature is increasing with each day, which is one of 
the critical cornerstones of organizational politics literature. While political researchers 
deliberate about political will group – or society­level construct (Post, Raile, and Raile, 
2010), organizational researchers seek to clarify the essence of political will as a pheno­
menon on an individual level (e.g. Treadway et al., 2005; Treadway, 2012; Kapoutsis 
et al., 2017). There are definitions of political will at the macro­level (e.g. Brinkerhoff, 
2000; Post et al., 2010), but the description in the modernist meaning at the micro­level 
is realized by Treadway et al. (2005; 2012). These authors describe individual­level 
political will in organizations as “the motivation to engage in strategic, goal­directed 
behavior that advances the personal agenda and objectives of the actor that inherently 
involves the risk of relational or reputational capital” (Treadway et al. 2012; p. 533). 
Political will is a component of organizational politics and political behavior; without 
it, no actor will have the desire to internally regulate politics in the workplace (Harris, 
Maher, and Ferris, 2016). Kapoutsis et al. (2017) – who improved an eight­item scale 
of self­rated political will – employs this conceptualization as a theoretical frame, 
which labels it as self­serving and benevolent (Treadway, 2012; Ferris et al., 2019). 
Self­serving is the motivation to act politically to protect sources and individual interests 
of the self, while benevolent is the motivation to behave politically for the benefit of 
other individuals, groups, or an organization (Harris, Maher, and Ferris, 2016, p. 20). 
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Self­serving appertains to the personnel’s need for achievement, power, and Machiavel­
lianism, while the benevo lent refers to the need for affiliation, organizational citizen­
ship behavior, and voice behavior (Kapoutsis et al., 2017; Blickle, Schütte, and Wihler, 
2018). In short, the theory of political will proposes that motivations conduct stimuli 
that affect persons to engage in influence behavior, and it is an essential motivational 
vein in specifying whether persons will abide by an opportunity (McAllister, Ellen 
III, and Ferris, 2018). Thereby, the main motive of politically wily individuals is the 
desire to gain positive reputation that can increase one’s status (Tsui, 1984; Ferris et al., 
2003; Kapoutsis et al., 2017), which illustrates the vital motivation mechanism of 
political behavior.

Personal reputation is one of the beneficial facts that we strive to achieve in both our 
individual (Zinko, Gentry, and Laird, 2016) and organizational life (Coombs and Holla­
day, 2002; Blombäck and Botero, 2013). While individuals can improve their reputation 
for many things in their daily lives, individuals need to develop their capacity to 
fulfill their work effectively and to collaborate and help others to gain reputation at work 
(Zinko et al., 2012b). Reputation is a perceptual identity formed from the collective 
perceptions of others, which is reflective of the complex combination of salient per­
sonal characteristics and accomplishments, demonstrated behavior, and intended 
images presented over a period of time, as observed directly and reported from secon­
dary sources, which reduces ambiguity about expected future behavior (Zinko et al., 
2007, p. 4). Some suggest that those who have a positive reputation at work can obtain 
better resources (Ferris et al., 2007), and this positive reputation has been linked to 
strength, career development, autonomy, and many other positive outcomes at work 
(Zinko et al., 2012b). 

Today’s competitive business environment has become increasingly crucial to the 
importance of political influence competence (political will and political skill), which 
facilitates interpersonal interactions, performance, and career development (Blickle 
et al., 2011). Individuals will also try to manipulate signals to gain reputation through 
their political influence efforts (Ferris and Judge, 1991). Hence, individuals achieve 
high­performance scores with the positive impact initiative signals that they send to 
their environment, which contribute to strengthening their reputation (Treadway, 
Campion, and Williams, 2017). In organizations, understanding individuals’ political 
willingness by others signi ficantly affects their reputation, which impacts hiring and 
performance appraisal decisions (Harris et al., 2016). However, the qualitative study 
conducted by Doldor et al. (2013) finds that engaging in politics is associated with a risk 
to reputation capital. The politics act as both a risky area and a contagious structure. 
As the level of individuals’ willingness to participate in politics in their organization 
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increases, they move away from their duties related to their jobs (Hochwarter et al., 
2006). Individuals particularly high in political will might push too hard, risking too 
much, and seeing little or no return for it, which could also include the loss of personal 
reputation, social status, or even employment (Harris et al., 2016). 

Political Will, Political Skill, and Network Resources

Researchers have long recognized that policies exist by nature of organizations (Pfeffer, 
1981; Mintzberg, 1983; Ferris and Judge, 1991; Ferris and Hochwarter, 2012). In 
organiza tions – political arenas by nature – individuals should have “political will” 
and “political skill” to be effective (Mintzberg, 1983; Perrewe and Nelson, 2004). 
Political will is the motivation of individuals to risk personal and reputational capital 
by influencing others to create change in their organizations, either by paying regard 
to their self­interests or the benevolence of others. (Kapoutsis et al., 2017). Political 
skill is defined as “the ability to understand others at work effectively, and to use such 
knowledge to influence others to act in ways that enhance one’s personal and/or organi­
zational objectives” (Ahearn et al., 2004, p. 311). Individuals with high political skills 
can use this information to read, understand, influence people, collaborate, connect 
with others, and do all this sincerely (Ferris et al., 2005). Politically skilled individuals 
are enthusiastically adapted to different social situations (Ferris et al., 2005), and they 
can realize a personal style that allows them the ability to influence others (Blass and 
Ferris, 2007). People with high political skills not only know what, when, and where 
they should do in different social situations at work, but they simultaneously know 
precisely how to sincerely influence, by hiding any possible manipulation motive 
stemming from awareness, understanding, and greed (Ferris et al., 2001; Ammeter et al., 
2002; Ahearn et al., 2004; Perrewe and Nelson, 2004). Political skill is a structure that 
consists of four dimensions: social astuteness, interpersonal influence, networking 
ability, and sincerity (Ferris et al., 2005; Ferris et al., 2007). Social astuteness is defined 
as “an actor’s ability to diagnose and adapt to a variety of social situations.” Interpersonal 
influence is the ability to appropriately select and utilize a wide variety of tactics that 
impact the cognitions and behaviors of others (Harris et al., 2016, p. 18). Network 
ability is the individual’s ability to develop a vast network of people with whom s/he 
can develop beneficial alliances. Apparent sincerity refers to the individual’s charac­
teristic that makes him/her appear to be authentic, genuine, and open (Gill et al., 2014, 
p. 208). Moreover, political will represents the “motivational” side of political action, 
while political skill reveals the “ability” side. 

The analysis of the organizational politics literature reveals that political skill is both 
a predictor of important work outcomes (e.g. performance, career, leadership, stress 



Vol. 28, No. 3/2020 DOI: 10.7206/cemj.2658-0845.26

CEMJ 33Political Will, Political Skill, Network Resources and Personal Reputation…

and strain, influence tactics, social network) and a mediator of key relationships at 
work (e.g. emotional intelligence­workplace outcomes, transformational leader­
ship­work outcome; Ferris et al., 2019). In their literature review, Kranafeld, Blickle, 
and Meurs (in press) discuss the antecedents of political skill in five main dimensions 
and thirteen related sub­dimensions. Antecedents of political skill consist of self­moni­
toring, conscientiousness (Ferris et al., 2005), and emotion recognition ability (Momm 
et al., 2015), such as “perceptiveness,” self­efficacy called “control” (Ferris et al., 2008), 
extraversion (Kolodinsky, Hochwarter, and Ferris, 2004; Ferris et al., 2008; Liu et al., 
2007), positive affectivity (Kolodinsky et al., 2004), humility (Smith et al., 2009) called 
“affability;” receiving mentoring (Ferris et al., 2008), on­the­job learning (Oerder, Blickle, 
and Summers, 2014) called “developmental experience,” proactive personality (Liu et al., 
2007), self­motivation (Smith et al., 2009), dark personality (Templer, 2018), and political 
will called “active influence” (Kapoutsis et al., 2017). All these sub­indi cators were put 
forward in previous studies as antecedents of political skill. Therefore, the literature 
makes it clear that “politi cal will” from the active influence dimension is a precursor 
of political skill. Kapoutsis et al. (2017) state that the main factor that pushes individuals 
in organizations to strengthen their political skill to achieve their goals is political 
will. Political skill alone does not suffice to predict political behavior (Mintzberg, 1983). 
In an environment in which political uncertainty prevails – which provides an impor­
tant opportunity for political action – individuals want to obtain higher opportunities 
by risking their social capital in order to increase their reputation with a high political 
will (Hochwarter et al., 2020). Without political will, political skill is immobile and 
does not work (Maher et al., 2018). Nevertheless, to date, political skill has been developed 
largely without the consi deration of motivation (Kapoutsis et al., 2017). 

Scholars focus on two inclusive research questions of social network research: (a) what 
are the causes of social networks?; (b) what are the results of social networks and the 
processes that affect them (Borgatti and Foster, 2003; Yang et al., 2019; Carpenter, Li, 
and Jiang, 2012)? Brass and Krackhardt (2012) suggest that political investigations of 
other network aspects – including structural holes – link strength, network closure, 
and ties to powerful others. Political perspective toward social network has recently 
become increasingly widespread in the literature (Zhang et al., 2009; Wei et al., 2012; 
Yang et al., 2019). While there are studies on the effect of demographic features (Galaskie­
wicz and Shatin, 1981; Ibarra, 1993; Klein et al., 2004) and self­monitoring (Mehra, 
Kilduff, and Brass, 2001) on social networks, there is limited research on how indivi­
dual features affect individuals’ social networks (Wei et al., 2012). Yang et al. (2019) 
state that as a result of the political process in the organization, we should understand 
the fundamentals of motivation to develop social networks of individuals. In that vein, 
they find that political will affects the social network. Political will is as important 
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as political skill in understanding what strategies individuals will prefer in their 
organizations. Accordingly, political will can make it easier for individuals to obtain 
networks within the organization (Yang et al., 2019). Research shows that an individual 
is influenced by both political will (motivation) and political skill (ability) in obtain­
ing social networks at work and outside (Treadway et al., 2010; Wei et al., 2012; Yang 
et al., 2019). People with higher levels of politi cal skill will have no difficulty in 
obtaining resources and developing strong networks. However, when the political will 
of the same people is not high, they are unlikely to lead change or act against injustice. 
If these individuals’ “political will” increases, individuals can gain social capital by 
mobilizing their political skill, and they can be likely to mobilize their environment 
to overcome various difficulties (Treadway et al., 2017). Hence, with political skill 
induced by political will, individuals can develop resource­rich and deep social net­
works (Ferris et al., 2007).

H1: Political skill mediates the relationship between political will and social 
network in the organizations.

Political Skill, Social Network, and Personal Reputation

A social network consists of relationships and nodes of actors’ ties (Ferris et al., 2009). 
It is used as a useful tool to identify and explain organizational events (Yang et al., 
2019). Social networks are a powerful resource in modern organizations, so they should 
not be ignored (Eby, 1997; Higgins and Kram, 2001). In an organization, the networks 
of an individual are instrumental and expressive (Ibarra, 1993; Bozioneles, 2003). 
“Instrumental networks” involve the exchange of work­related resources created in 
the workplace. In contrast, “expressive networks” include exchanges of friendship and 
social support and are characterized by higher levels of closeness and trust than only 
instrumental ones (Ibarra, 1993, p. 59). People with critical networks in the workplace 
can both influence their progress decisions and be informed of strategic information 
within the organization, as they are at the center of the networks (Cannings and Mont­
marquette, 1991; Lin, 1999). Social networks are fed by our weak and strong ties (Gra no­
vetter, 1973; Burt, 1992), and they are open to being used by a politically skilled indi­
vidual who can gain a specific advantageous position in the organization (Jafari et al., 
2013; Huang, 2017). Network building is a social process, and political skill is the ability 
to effectively interpret and realize social ties, improve social situations and interper­
sonal quality (Ferris et al., 2005). Political skill is a crucial structure closely linked to 
social networking in business life (Huang, 2017). Politically skilled people can reach 
networks more easily with access, bridge, and wide­connection networks; hence, they 
activate both weak and strong ties (Wei et al., 2012). Politically skilled individuals 
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know very well what kind of ties and things will they achieve thanks to their behavioral 
flexibility and situational variability (Ferris et al., 2000). Due to such features, these 
people can easily access more valuable information and resources by being in the right 
place at the right time (Perrewe et al., 2004; Ferris et al., 2005). Therefore, employees 
acquire networks thanks to their political skills and develop knowledge and under­
standing of an organization’s informal structure and tactics that influence individuals 
(Kilduff and Tsai, 2003). Individuals can benefit from both existing and new networks 
(Jawahar et al., 2008) and turn their networks into an advantage (Granovetter, 1973). 
House (1995) states that people with high political skills are well­positioned through 
the networks they obtain and provide resources for their departments, thus being more 
valuable for their teams. Kilduff and Krackhardt (1994) find that even the perception 
of friendship with an effective person in an organi zation increases the individual’s 
reputation. Accordingly, these people gradually increase their reputation capital in 
their environment thanks to their political skills. Politically skilled people tend to 
develop high­quality work relationships with their subordinates, superiors, and 
co­workers. Benefiting from the positive behavior associated with this high­quality 
business relationship, managers will respond to their subordinates with positive per­
sonal reputation and significant objective career outcomes (Blickle et al., 2011). 
Research shows that political skill is positively associated with the frequency of interac­
tion with the manager (Shi et al., 2013) and the quality of work relationships and 
personal reputation (Laird et al., 2012; Munyon et al., 2015). Politically skilled indi­
viduals try to increase their positive personal reputations with the signals they send 
to their circles (Blickle et al., 2011). As a result of the signals sent to both expressive 
and instrumental networks, we notice that the reputation of these individuals is further 
reinforced (Portes, 1998; Lin, 1999). 

H2: Network resources mediate the relationship between political skill and 
personal reputation in organizations.

In summary, people who think they can achieve some positive performance outcomes, 
opportunities for advancement, or rewards in their organizations act on their political 
aspirations. Individuals warned by their political will must mobilize their political skills 
to achieve these rewards and positively affect their environment. As a result of their 
political skills, they will both obtain relevant information from their networks and 
have strategic resources, and they will gain a positive reputation by their environment 
thanks to the signals they send to their environment. By integrating political influence 
theory, social network theory, and signaling theory, we can argue for the sequential 
nature of how individual characteristics such as political will and political skill influ­
ence social network and personal reputation. 
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H3: The relationships between political will and personal reputation will be 
serially mediated by political skill and, subsequently, network resources in 
the organization.

Method

Procedure and Sample Characteristics

Data were collected from 457 sales executives from 13 different sectors in the city of 
İstanbul, Kocaeli, and Bursa, which is an economically leading region of western 
Turkey. Holland’s theory of business environment (1973) is considered one of the most 
influential work­based typologies in occupational psychology (McDaniel and Snell, 
1999). According to Holland’s theory, the business environment consists of six cate­
gories: realist, research, artistic, social, traditional, and enterprising. Enterprising job 
demands are characterized by such tasks as speaking to a group account, organizing 
meetings, leading discussions, leading a group, negotiating, advertising, propaganda 
efforts, selling, supervising, and persuading others (Bergmann and Eder, 1992). Enter­
prising jobs, businesses, promotion, advertising, sales, and management can be given 
as examples (Holland, 1973). The reason why sales managers form the research popu­
lation is that sales mana gement is a type of business with a high demand for jobs 
(Blickle et al., 2012), and people with political characteristics are more likely to choose 
social and enterprising careers (Kaplan, 2008). Thus, managers with such characteris­
tics are more successful in the environment that provides opportunities to achieve 
interpersonal influences (Blickle et al., 2009). By using a purposive sampling method, 
the survey was sent to targeted participants through the sales executives of each 
company. Through a professional survey company, a total of 1300 e­mail invitations was 
sent out with a request to complete a web­based survey. The survey link with a rando­
mized password to access was sent to targeted participants via their e­mail addresses. 
Out of 1,300 surveys electronically distributed between May 10 and September 10, 
2019, 570 were returned, representing the response rate of 43.8%. Ultimately, a total 
of 570 participants was selected, who provided 457 res ponses for the final data analysis. 
In the demographic profile, 36.1% of respondents were female, while 63.9% of respondents 
were male. Most participants had a bachelor’s degree (60.8%). A total of 30.2% were 
working as executives in the finance sector, 15.5% in the service sector, and 11.6% in 
fast­moving consumer goods. Forty­three percent of partici pants were working in chemi­
stry, textile, electronics, construction, manufacturing, automobile, retail, and logistics 
sectors. Concerning the age of participants, 214 aged between 20–30 years, 112 between 



Vol. 28, No. 3/2020 DOI: 10.7206/cemj.2658-0845.26

CEMJ 37Political Will, Political Skill, Network Resources and Personal Reputation…

31–40 years, 96 between 41–50, and 35 over 51 years. The years of experience ranged 
from five to 35 years, while the mean was 15 years. 

Measures

Following Brislin’s (1986) back­translation procedure, surveys were initially translated 
by two doctoral candidates – blind to the research objective – and later, the surveys 
were translated back from English to Turkish by another doctoral candidate. At this 
stage, a bilingual management professor was requested to compare whether there were 
diffe rences in the original English survey and back­translation procedure. The ques­
tions were checked whether they could measure the relevant concept or not, and the 
face validity of the subject was tested after small corrections. Brislin’s back­translation 
procedure has been widely used in many studies (e.g., Phalet and Poppe, 1997; Liao, Liu, 
and Loi, 2010; Joo et al., 2012 ; Wei et al., 2012; Shin et al., 2013). Moreover, all items in 
the survey were formed using a six­point Likert scale ranging from (1) definitely false 
and (6) definitely true. The survey consisted of several demographic variables, includ­
ing scales measuring political will, political skill, network sources, and reputation.

Political will (α =, 0.88). An eight­item political will scale was developed by Kapoutsis  
et al. (2017). The measure consisted of self­serving and benevolent approaches. The 
Cronbach alpha value for the self­serving approach was 0.81, while 0.86 for the benevo­
lent approach. 

Political skill (α =, 0.90). It was measured using political skill inventory by Ferris et 
al. (2005) and consisting of eighteen items. The measures comprise four dimensions 
of social astuteness, interpersonal influence, network ability, and apparent sincerity. 
The Cronbach alpha value for social astuteness was 0.76; 0.85 for network ability; 
0.76 for interpersonal influence; and 0.80 for apparent sincerity. 

Network Resources (α = 0.84). A six­item networking source scale developed by 
Bozenoleos (2003). The measure consisted of expressive and instrumental network 
resources. The Cronbach alpha value for expressive network resources was 0.83 and 
0.81 for instrumental network resources. 

Reputation (α = 0.91). The reputation scale was developed by Hochwarter et al. (2007) 
and was a widely used career and performance dimension measuring twelve items. 
In the current study, the Cronbach alpha coefficients for career and performance scales 
were 0.87 and 0.87, respectively. 
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Data Analysis

Since the study investigates relationships among political will, political skill, network 
resources, and reputation, we carried out a common method variance bias to analyze 
whether there is common variance bias, confirmatory factor analysis (CFA), and to 
establish unidimensionality for each factor (Lu, Chang, and Chang, 2015); after that, 
we used SEM analysis to test the model. According to Klein (2010), with the bootstrap 
method used in structural equation modeling, models with both direct and indirect 
effects are tested at the same time, and the effects of measurement error are minimized. 
Otherwise, as an important advantage over alternative tests such as the Sobel test, 
bootstrapping contri butes to the model to avoid Type 1 errors that may result from 
a non­normal distribution of the indirect effect (MacKinnon, Lockwood, and Williams, 
2004). Our analysis comprised a two­step process. In the first stage, we computed the 
validity and reliability of the scale by using confirmatory factor analysis. After that, 
the hypothesis was tested using a structural equation model and was analyzed using 
Amos 23, a software package programming for the structural equation model. Although 
surveys collected from a single source are both cheap and easy in reaching a large 
number of participants, this method can cause common method variance bias (Podsa­
koff et al., 2003). Various analyses were performed to eliminate the common method 
variance (CMV) bias. According to Padsakoff (2003; 2012), it is possible to divide it 
into two groups as procedural and statistical obviation. Our study will demonstrate 
that there is no CMV statistically since the data is collected from a single source. In 
the first step, we committed to the confidentiality of participants’ information in the 
cover letter of the survey. In the second step, we used Harman’s single­factor test and 
checked if there is a CMV, since Harman’s single­factor test should explain a single 
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dominant factor (Andrews, Kacmar, and Valle, 2016; Zhai, Wang, and Weadon, 2017; 
Turulja and Bajgoric, 2019). For this test, a principal component analysis was performed 
using 44 items in the study. The analysis results without rotation demonstrated that 
there are ten factors with eigenvalues >1, which together clarified 66.2% of the total 
variance. The first factor clarified 27.5% of the variance. In the third step, we used 
a single­factor measurement model by combining all items into a single factor (Liu et al., 
2010). Our single­factor model showed a poor data fit (χ2: 507.685; χ2/df: 14.51; p < 0.01; 
CFI = .726; GFI = 0.820; SRMR = 0.101 and RMSEA = 0.172), which confirms the 
non­existence of CMV.

Table 1. Fit indices for alternative measurement models

Measurement Model df χ2 χ2/df CFI GFI SRMR RMSEA

Single factor model 35 507.685 14.51 .726 .820 .101 .172

Two factor model 34 433.130 12.74 .769 .844 .108 .160

Three factor-1 model 32 371.983 11.62 .803 .858 .058 .153

Three factor-2 model 32 172.261 5.83 .919 .930 .058 .098

Four factor modele 27 91.216 3.38 .963 .954 .047 .072

Note: N = 457. CFI = comparative fit index; SRMR = standardized root mean square residual; RMSEA = root mean square error of approx-
imation, 95% confidence interval.
a All indicators load on a single factor; b Political will and reputation load on one factor, and political skill and network resources load on 
a second factor; c Political will and reputation load on one factor, and political skill and network resources load on their respective factors; d 

Political will and reputation load on their respective factors, and political skill and job reputation load on one factor; e Political will, political 
skill, network resources and reputation load on their respective factors.
Source: own elaboration.

Moreover, we computed variance inflation factors (VIF) value to determine that there 
are multicollinearity issues. This value is contemplated to be a serious problem when 
a VIF is greater than 10, and no VIF value exceeded 10; the values ranged from 1.02 
to 1.4. Hence, we see that there is no common variance error in the proposed model, 
and the analysis phase of the research was continued. Different fit indices were uti­
lized to assess the goodness of fit of the model (Hu and Bentler, 1999): (a) v2/df, (b) the 
Stan dardized Root Mean Square Residual (SRMR), (c) the Root Mean Square Error of 
Approxi mation (RMSEA), and (d) the Comparative Fit Index (CFI). In this study, 
a model was considered to have a good fit if all the path coefficients were significant 
at the level of 0.05, v2/df was below 5, SRMR was below 0.08, RMSEA was below 0.08, 
and CFI and GFI were 0.90 or more (Bryne, 2001). 
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Results

The analysis of confirmatory factor analysis (CFA) was implemented to state the separa­
teness of different constructs used in the research. The results showed that the four­factor 
model fitted the data (χ2: 91.216; χ2/df: 3.38; p < 0.01; CFI: 0.96; GFI: 0.95; SRMR: 0.047; 
RMSEA: 0.072), and we argued that all four variables – political will, political skill, 
network resources, and reputation – were different from each other in Table 1. Moreover, 
no variables with factor load less than 0.50 were excluded from the analysis, and all 
the variables were included in the analysis. All the factor loadings were significant for 
the indicators on latent variables (p < 0.001), indicating that the indicators well rep­
resented all latent structures. Factor loadings ranged from 0.69–0.92 in political will, 
0.34–0.65 in political skill, 0.55–0.87 in network resources, and 0.67–0.86 which are 
higher than the 0.60 cut­off limit, and it was seen that the internal consistency values 
of each variable value were at proper levels. Moreover, the composite reliability (CR) of 
0.86 in reputation from all latent constructs surpassed the 0.7 threshold limit ranging 
from 0.69 to 0.83. All constructs’ average variance extracted (AVE) scores range from 
0.50 to 0.71, which are higher than the 0.5 thresholds. Furthermore, the indicators 
related to subdimensions of the main structures were reduced to a single dimension, 
and Cronbach’s alpha AVE and CR values   are shown in the table. Moreover, the R2 value 
of the endogenous constructs ranged from 0.30 to 0.85 and surpassed the recommended 
minimum value of 0.1, which shows that the model is suitable for testing the hypotheses 
(Sanz­Valle and Jimenez­Jimenez, 2018). After that, we used the approach proposed by 
Fornell and Larcker (1981) to evaluate discriminant validity.

Table 2. Properties and correlations of the constructs

Factor 
Loadings Mean SD AVE 1 2 3 4

1. PW 0.69-0.92 3.94 1.06 0.66 –

2. PS 0.34-0.65 4.94 0.59 0.50 0.42** –

3. NET 0.55-0.87 4.69 0.90 0.54 0.35** 0.63** –

4. REP 0.67-0.86 5.17 0.62 0.71 0.23** 0.70** 0.61** –

Cronbach’s α  0.89  0.88  0.84 0.90

Composite 
Reliability  0.79  0.79  0.69 0.83

Note: PW – Political will; PS – Political skill; Net – Network resources; REP – reputation. *Correlation is significant at 0.001 (2-tailed).
Source: own elaboration.
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These authors suggest that the square root of the average variance extracted (AVE) of 
each construct is greater than the correlation among the constructs (see Table 2). All 
variables were found to have discriminant validity in the study. 

Figure 1. The final structural model (N = 457)

Note: Factor loadings are standardized (p < 0.05). Ben – benevolent; Self – self-interest; Sa – social astuteness;  
Ie – interpersonal effect; Sin – sincerity; En – expressive network resource; In – instrumental network resource;  
Car – career; Perf – performance. Total effect (PW→NET) = 0.29*(.07).
Source: own elaboration.

Consequently, the research model has suitable discriminant validity, internal consistency 
and reliability, and convergent validity. As indicated in Table 1, political will is posi­
tively related to political skill (r = 0.42, p < 0.001), network resources (r = 0.35, p < 0.001), 
and reputation (r = 0.23, p < 0.001). Moreover, political skill is positively related to 
network resources (r = 0.63, p < 0.001) and reputation (r = 0.70, p < 0.001). Lastly, net­
work resources are positively related to reputation (r = 0.71, p < 0.001). These results 
are consistent and provide a starting point for testing our hypothesis. To test the hypo­
theses of this study, we carried out structural equation model analysis to specify 
whether the theoretical relation ships determined at the conceptualization stage were 
supported by the data (Diamanto poulos and Siguaw, 2000). The SEM analysis demon­
strates the predominance of Model (χ2: 91.216; χ2/df: 3.38; p < 0.01; CFI: 0.96; GFI: 0.95; 
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SRMR: 0.047; RMSEA: 0.072) in which political will was received as an exogenous 
variable and predicted political skill (directly), network resources (directly and indi­
rectly), and reputation (directly and indirectly). The acceptable ratio of χ2/df should 
be less than 3 (Bentler, 1989; Wheaton et al., 1977); the value of GFI and CFI exceed 
0.90 (Bryne, 2001); RMSEA ratio should be less than 0.10 (Henry and Stone, 1994) and 
SRMR should be less than 0.1. The proposed model is an adequate fit. As Table 3 indi­
cates, the results support the related hypotheses. 

Consequently, the research model has suitable discriminant validity, internal consi­
stency and reliability, and convergent validity. As indicated in Table 1, political will 
is positively related to political skill (r = 0.42, p < 0.001), network resources (r = 0.35, 
p < 0.001), and reputation (r = 0.23, p < 0.001). Moreover, political skill is positively 
related to network resources (r = 0.63, p < 0.001) and reputation (r = 0.70, p < 0.001). 
Lastly, network resources are positively related to reputation (r = 0.71, p < 0.001). These 
results are consistent and provide a starting point for testing our hypothesis. To test 
the hypotheses of this study, we carried out structural equation model analysis to 
specify whether the theoretical relationships determined at the conceptualization stage 
were supported by the data (Diamantopoulos and Siguaw, 2000). The SEM analysis 
demonstrates the predo minance of Model (χ2: 91.216; χ2/df: 3.38; p < 0.01; CFI: 0.96; 
GFI: 0.95; SRMR: 0.047; RMSEA: 0.072) in which political will was received as an exo­
genous variable and predicted political skill (directly), network resources (directly and 
indirectly), and reputation (directly and indirectly). The acceptable ratio of χ2/df should 
be less than 3 (Bentler, 1989; Wheaton et al., 1977); the value of GFI and CFI exceed 0.90 
(Bryne, 2001); RMSEA ratio should be less than 0.10 (Henry and Stone, 1994) and SRMR 
should be less than 0.1. The proposed model is an adequate fit. As Table 3 indicates, 
the results support the related hypotheses. 

Table 3 indicates that the results support the related hypotheses. To investigate whether 
both political skill and network resources mediate the effects of political will and 
reputation, we followed Preacher and Hayes (2008) and Sobel’s test (1982) and estimated 
the direct and indirect effects of the independent variable and mediator variable on 
dependent variable using the bootstrapping procedure (via AMOS with 5,000 samples; 
Efron and Tibshirani, 1993; Mooney and Duval, 1993), addressing some weakness 
coupled with the Sobel’s test (Preacher and Hayes, 2008; Shrout and Bolger, 2002).

Five thousand bootstraps were generated based on the 457 cases with the symmetric 
and 95% bias­corrected (BC) bootstrap confidence interval (CI) in Table 3. The bootstrapp­
ing result presented that path coefficient of political will­political skill­reputation is 
statis tically significant (standardized = 0.18, with a 95 percent BC bootstrap CI of 
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0.082–0.298, S.E. = 0.040, p = 0.000, z = 5.14, S.E = .03, p < 0.001). The bootstrapping 
results also confirmed that the indirect effect of political skill­network resources­repu­
tation is statisti cally significant (standardized = ­0.061, with a 95% BC bootstrap CI 
of ­0.124 – ­0.06, S.E. = 0.03, p = 0.018, z = 3.64, S.E = .06, p < 0.001). Therefore, H1 and 
H2 hypotheses were supported. The bootstrapping result showed that path coefficient 
of political will­political skill­network resources reputation is statistically significant 
(standardized = 0.064, with a 95 percent BC bootstrap CI of 0.029–0.111, S.E. = 0.02, 
p = 0.000, z = 3.12, S.E = .0, p < 0.001), and H3 hypothesis was corrected in the analysis 
result. As shown in Table 3, the indirect effects of political will on repu tation through 
political skill and network resources were significant. Moreover, all media tion analyses 
were found to have partially mediation effects in the analysis results. 

Table 3. Path coefficients and indirect effects for mediation models

Path Coefficients Indirect Effects

to
REP

to
PS

to
NET Estimate

Symmetric 
%95 

Confidence 
Interval

Bias-
Corrected 
Bootstrap 

Confidence 
interval

PW -.128*(.06) .428***(.06) .122*(.06)

PS .539***(.07) .601**(.07)

NET .325***(.08)

Total .181 (.04) .139–.284 .143–.289

PW→PS→Rep .178***(.04) .102–.261 .108–.266

PS→Net→Rep -.061*(.03) -.124–.06 -.130–.010

PW→PS→Net 
→Rep .064***(.02) .029–.111 .032–.118

Note: Adapted from Hayes, A.F., Preacher, K.J. and Myers, T.A. (in press). Mediation and the Estimation of Indirect Effects in Political Com-
munication Research. In: E. P. Bucy and R. L. Holbert (eds.), Sourcebook for Political Communication Research: Methods, Measures, and 
Analytical Techniques. New York, NY: Routledge, 2020. N = 457. Bootstrap confidence intervals were constructed using 5000 resamples. 
Total effect (PW→REP) = 0.19*(.06), Standard error in parentheses. *p < 0,05, **p < 0,01, ***p < 0,001.
Source: own elaboration.



DOI: 10.7206/cemj.2658-0845.26

44 CEMJ

Vol. 28, No. 3/2020

Orkun Demirbağ, Hale Cide Demir, Uğur Yozgat

Discussion

In the last few decades, there was a significant increase in the work on the political 
view of organizations (Blickle et al., 2011). For a long time defining organizations as 
political arenas, scholars discuss what role individuals’ characteristics (e.g. motivation 
and ability) play in their social capital (Zhang et al., 2009; Treadway et al., 2010; Wei 
et al., 2010; Wei et al., 2012; Treadway et al., 2012; Bolender et al., 2015; Yang et al., 2019) 
and positive repu tation (Blass and Ferris, 2007; Laird et al., 2009; Hall et al., 2009; 
Blickle et al., 2011; Zinko, 2013; Zinko et al., 2012; Laird et al., 2013; Ferris et al., 2014; 
Zinko and Rubin, 2015). While the theory of political influence proposed by Ferris et 
al. (1991; 2007) mostly focuses on political skill research in the literature, the political 
will – the twin of political skill – is researched in the literature only to a limited extent 
(Kapoutsis et al., 2017). Although the development of personal reputation is the essen­
tial consequence of political will in organizations, intermediate linkages between 
political will and personal reputation have not been considered to date. Based on 
political influence, social network, and signaling theory, the present study investigated 
the relationships between political will, political skill, network resources, and personal 
reputation. Survey results from the sample of sales executives in Turkey showed that 
(1) political skill mediated the relationship between political will and network 
resources, (2) network resources mediated the relationship between political skill and 
personal reputation, and (3) political skill and network resources sequentially mediated 
the relationship between political will and personal reputation. 

Theoretical and Practical Contribution

This study presents various contributions to the literature. Firstly, Mintzberg (1983) 
emphasizes the value of both political skill and political will, and he does this even 
though political skill is generally dominant in the literature. Political skill is expressed 
as a competent fulfillment of political behavior, but there is a significant deficiency 
in the political will that is on the motivational side of this behavior (Doldor et al., 
2013). Some studies state that even people with political skills do not achieve the 
desired results unless they exhibit political behavior (Shi et al., 2013). However, politi­
cal skill alone is insufficient to perform political behavior (Mintzberg, 1983). Political 
skill without political will is immobile and will not work. Still, political skill research 
has been developed for a long time without considering the motivation side (Kapoutsis 
et al., 2017). The literature analysis reveals that while political skill is considered as 
the interaction term of political will (Bentley et al., 2015; Harris et al., 2016), others 
state that political skill will predict political will (Kimura, 2015). Kapoutsis et al. 
(2017) reveal a significant relationship between political will and political skill, and 
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the results of our research confirm the existence of this relationship. Besides, we 
contribute to the literature in terms of expressing political will as the antecedent of 
political skill and the missing part in the theory of political influence. 

Secondly, social network investigations are interested in the reasons for people’s net­
working, the results and processes that affect networks (Yang et al., 2019; Carpenter 
et al., 2012; Borgatti and Foster, 2003), and numerous researchers in the literature 
propose to investigate the political characteristics of social networks (Zhang et al., 
2009; Brass and Krackhardt, 2012; Wie et al., 2012; Yang et al., 2019). Therefore, it is 
necessary to examine more at the intersection of politics and social networks as there 
are structural indicators of the potential impact of the individual in an organization 
(Ferris et al., 2019). To date, most research in the organizational politics literature has 
focused on the political skill­social network relationship (e.g. Wei et al., 2010; Wei et 
al., 2012; Bolendar et al., 2015; Fang et al., 2015; Li, Sun and Cheng, 2017). Previous 
studies focus on factors such as individual and demographic characteristics (Galaskie­
wicz and Shatin, 1981; Ibarra, 1993; Mehra et al., 2001; Bozioneles, 2003). Wei et al. 
(2010, 2012) reveal that political skill – accepted as an individual characteristic – has 
a positive relationship with network resources. The findings of our study also support 
related research. Although many studies reveal the existence of the social network 
relationship of political skill, political will as a motivational factor rarely appears in 
academic studies (e.g. Yang et al., 2019). Therefore, the motivation used to help confi­
guration network resources has not been adequately explained (Zhang et al., 2009; 
Wei et al., 2012). Besides, it is political will that pushes individuals to invest in political 
skills for them to achieve their goals (Kapoutsis et al., 2017). Without political will, 
this skill will remain immobile. Thus, the person who influences will fail. Therefore, 
the political characteristics that individuals should possess in organizations are essen­
tial for obtaining and developing social networks. People who see rewards, career, and 
advancement opportunities in an organization and who are motivated to achieve them 
will obtain both expressive and instrumental social networks in the organization by 
using their political skill. Hence, this is the first study to demonstrate the mediating 
effect of political skill in the relationship between political will and network resources. 

Thirdly, Lin (1999) states that various formal and informal relationship ties provide 
individuals with essential knowledge, power, and reputation. The relationship of 
politi cal skill with both network resources (Wei et al., 2012; 2010) and personal repu­
tation (Zinko et al., 2007; 2016; Laird et al., 2012) is frequently found in the literature. 
Political skills facilitate the development of network resources, which provides criti­
cal social resources and information to benefit individuals’ careers and performances 
(Wei et al., 2012). The relationship of political skill with both network resources and 



DOI: 10.7206/cemj.2658-0845.26

46 CEMJ

Vol. 28, No. 3/2020

Orkun Demirbağ, Hale Cide Demir, Uğur Yozgat

personal repu tation is frequently found in the literature. Network resources provide 
managers with valuable resources and information. In this way, people in executive 
positions increase their reputation by knowing which style is the right influencing 
behavior for whom. Therefore, career success depends on the ability of these individuals 
to use resources and information to their advantage. Besides, these managers will easily 
reach their indivi dual/organizational goals thanks to the social capital they acquire, 
by using their political skills and the positive signals they send to both their superiors 
and subordinates. Our study provides evidence that political skill is an essential 
contextual factor in the process of network use. Therefore, using political skills while 
obtaining and expanding network resources is critical to the success of one’s perfor­
mance and career (Wei et al., 2012). 

Another significant contribution of our research is vital for revealing the sequential 
mediation role of political skill and network resources in the relationship between 
political will and personal reputation by using theories of political influence, social 
capital, and signaling. Doldor et al. (2013) find that participation in politics is asso­
ciated with reputation capital risk. Hochwarter et al. (2006) state that as the individuals’ 
willingness to participate in politics increases, they are increasingly moving away 
from their job. In particular, individuals with high political will can push the condi­
tions more to get what they want. In this case, it is not considered well by the person’s 
surroundings and may face a significant risk in his/her reputation. Managers, who 
think that they can achieve positive performance results, progress opportunities, or 
awards in their organizations will act more actively for their motivations. Those who 
are motivated use their political skills to achieve such positive outcomes. Therefore, 
thanks to political will and political skill, they will expand their social capital further, 
will have the knowledge and resources to benefit them, and will convey positive sig­
nals to their environment by using appropriate influencing tactics. Besides, politically 
talented individuals are geared to establish strong and positive relationships with 
their superiors so as to achieve rewards typically associated with positive personal 
reputation (Blickle et al., 2011). Thus, such people can further improve their reputation 
(Perrewe et al., 2007). As a result of their political skills, they will both acquire rele­
vant information from their networks and have strategic resources. They will gain 
positive reputation in their environment thanks to the signals they receive. Therefore, 
further analysis of the development of political skill and political will is important 
for the understanding of various organizational issues such as socialization, leadership 
development, and strategic management (Kimura, 2015). 

One implication of this study is that people with high political will and political skill 
reach their network resources more easily, and their personal reputation is higher. In 
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this way, such people benefit the organization in terms of the sustainability of business 
results and reputation. This study implies that training sessions should be organized 
in organizations to determine people with these features and improve them. Another 
implication of the study is that potential employees with these features should be 
prio ritized while determining the candidates to be interviewed, and this process can 
be included in the employment procedure. 

Limitations and Future Research

One major limitation of the current study is that it was performed with sales profes­
sionals. This reveals the possibility that the relationships between political will, 
political skill, network resources, and personal reputation may appear stronger than 
they would if the study was performed on people of other professions. The possible 
stronger relationship might be due to the nature of sales. Another study might include 
other professions as well. While this study included salespeople as members of an 
enterprising job following Holland’s theory, the new study might include people with 
jobs from other categories of Holland’s framework so that they would obtain results 
from a diverse pool of data. 

Moreover, there are limitations to our study regarding gender issues such as gender 
barriers and gender inequality in business life, and their effects on the variables of 
this study could not be measured and indicated. The effect of the reputation of emplo­
yees, managers, or the whole organization on network resources was not measured 
either. This effect should also be measured so that the reciprocity of the two variables 
is ensured. When the literature is examined, there are many reputable studies in 
which the reputa tion scale is self­assessed (Liu et al., 2007; Hochworter et al., 2007; 
Blickle et al., 2011). However, future studies can have the reputation of a person be 
evaluated by subordinates or superiors.

This study can be fruitful in terms of new research directions. A possible study might 
include a bilateral measurement of the effect of reputation on network resources, and 
vice versa. Another study might include the investigation of the variables of this study 
with professionals, excluding sales professionals. Different professions might reveal 
different results. The variables of political will, political skill, and reputation were 
eva luated by the employees themselves in this study. However, other studies might 
also include 360­degree evaluations of peers and managers, thus revealing results 
from a wider perspective of comparisons. In another study, these variables might be 
measured by comparing them with business results and the timing of employee promo­
tions. Another interesting research direction might regard the COVID­19 pandemic. 
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As we know, the online work of people has dramatically increased due to the pandemic. 
Concor dantly, online reputation and online network resources gained in importance. 
Thus, the effect of political will and political skill on online reputation and online net­
work resources might be another interesting research topic.

Conclusion

Drawing on theories of political influence, social networks, and signaling, this study 
examined the roles that political will plays in personal development and reputation. 
Our findings confirm the antecedent role of political will and political skill in esta­
bli shing and utilizing network resources, which in turn influence personal reputation. 
Therefore, this study contributes to the literature by revealing the mechanism that 
underlies the relationship between political will and personal reputation. Moreover, 
our study also introduces personal reputation in organizations to our understanding 
of the boundary condition under which political skill and network resources are 
linked.
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