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Abstract

The present study aimed to design a paradigmatic model of ingratiation behavior in the education system of Sistan and Baluchestan and
to identify the contextual, intervening, causal, strategic, and consequential factors associated with this phenomenon in educational
organizations. This qualitative exploratory study was conducted using grounded theory methodology. The research population consisted
of educational experts and university faculty members familiar with organizational behavior and educational management, who were
selected through purposive and theoretical sampling. Data were collected through in-depth semi-structured interviews and continued until
theoretical saturation was achieved. In total, 20 experts participated in the interviews. Simultaneous data collection and analysis were
conducted based on Strauss and Corbin’s coding approach, including open, axial, and selective coding. Lincoln and Guba’s criteria were
used to ensure the trustworthiness and rigor of the findings. The findings revealed that the paradigmatic model of ingratiation behavior in
the education system of Sistan and Baluchestan consisted of 24 subcategories and 87 open codes. Contextual factors included structural
factors, situational factors, autocratic leadership style, and managerial factors. Intervening factors included personality traits, cultural
factors, and environmental factors, while causal factors included self-interest, organizational factors, managers’ personal preferences, low
human resource skills, and power-seeking tendencies. Weak career development patterns, lack of transparency in organizational processes,
and managerial challenges were identified as strategic conditions facilitating ingratiation behavior. The results further demonstrated that
implementing meritocracy in appointments, objective performance evaluation systems, and participatory management strategies could
reduce political behaviors, flattery, and ingratiation practices within the organization. Moreover, reducing such behaviors was associated
with positive outcomes such as human resource development, organizational health, and increased organizational productivity. Ingratiation
behavior, as a form of organizational political behavior, emerges under the influence of structural, cultural, managerial, and individual
factors within the educational system and may negatively affect organizational justice, meritocracy, and productivity. Therefore, reforming
managerial structures, enhancing organizational transparency, establishing fair evaluation systems, and strengthening participatory culture
can play a significant role in reducing this phenomenon and improving organizational health in educational institutions.

Keywords: Ingratiation behavior, organizational flattery, organizational political behavior, meritocracy, education system, human
resource management
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Extended Abstract

Introduction

Organizational political behavior has become one of the most significant areas of research in organizational
behavior and human resource management due to its profound influence on interpersonal relationships,
managerial decision-making, and organizational effectiveness. Political behavior in organizations refers to
actions undertaken by individuals or groups to influence decisions, gain power, secure personal interests, or
improve their organizational position through formal and informal mechanisms (Robbins & Judge, 2023;
Sanaei et al., 2022). In many organizations, especially public and educational institutions, political behaviors
emerge through impression management, social influence, flattery, ingratiation, and informal networking.
These behaviors may become increasingly prevalent when transparency, meritocracy, and fair evaluation
systems are weak (Ferris et al., 2021; Hochwarter et al., 2020).

Among the various forms of organizational political behavior, ingratiation behavior and organizational flattery
have attracted growing scholarly attention. Ingratiation refers to strategic attempts by employees to gain favor,
approval, or support from supervisors and influential organizational actors through praise, conformity,
exaggerated admiration, and impression management tactics (Danziger, 2020; Vonk, 2020). Although
ingratiation may sometimes improve interpersonal interactions and short-term cooperation, excessive or
manipulative flattery can damage organizational justice, weaken merit-based systems, and undermine trust
among employees (Park et al., 2021; Rogers & Lee, 2023).

Research on impression management demonstrates that employees often engage in self-presentation tactics to
create favorable impressions among supervisors and colleagues (Bolino et al., 2016; Bolino et al., 2020). In
educational organizations, these behaviors may influence performance evaluations, promotion opportunities,
and managerial decisions (Diogo, 2023; Velasquez, 2024). Consequently, ingratiation behavior is not merely
an interpersonal phenomenon but also a political and structural issue shaped by organizational culture,
leadership style, and power relations.

Theoretical perspectives such as social exchange theory explain ingratiation behavior as a form of relational
investment through which individuals seek future rewards and reciprocal benefits (Cropanzano et al., 2021).
Employees may engage in flattery and political interactions because they perceive such behaviors as effective
strategies for gaining organizational advantages. When organizational systems reward informal influence more
than competence and professional performance, employees become more likely to adopt political tactics to
secure career advancement and managerial support (Anderami et al., 2020; Karimi et al., 2015).

Several studies have emphasized the negative organizational consequences of political behaviors and flattery.
Organizational politics have been associated with perceived injustice, reduced organizational commitment,
interpersonal conflict, cynicism, deviant behaviors, and decreased job satisfaction (Heidari & Dehghani,
2023; Rasekh et al., 2018). Similarly, organizational flattery may reduce transparency and weaken
meritocracy by encouraging managers to make decisions based on personal loyalty rather than professional
qualifications (Aram, 2025; Zarei Matin & Ahmadi, 2024). Studies also suggest that political organizational
climates increase conflict and reduce trust among employees (Landells & Albrecht, 2022; Tavassoli Sirmandi
et al., 2025).

In educational systems, the consequences of such behaviors may be particularly damaging because schools
and educational institutions play a fundamental role in human capital development and social progress.
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Educational organizations require transparency, fairness, ethical leadership, and professional trust to maintain
effectiveness. However, when informal political relations dominate managerial processes, educational quality
and organizational health may deteriorate (Robbins & Judge, 2023; Rogers & Lee, 2023).

Previous studies have examined various dimensions of organizational politics and flattery. Geramian et al.
reported that flattery intensifies the relationship between job insecurity and aggressive intentions among
employees (Geramian et al., 2025). Karimpour et al. found that ethical leadership and ethical culture can
reduce deviant political behaviors in organizations (Karimpour et al., 2025). Mosleman et al. emphasized that
flattery culture emerges through the interaction of individual, managerial, and organizational factors
(Mosleman et al., 2023). International studies have also highlighted the strategic role of flattery in gaining
legitimacy, influence, and social support (Danziger, 2021; Kovacs et al., 2024).

Despite the growing body of research on organizational politics and impression management, significant gaps
remain in understanding ingratiation behavior within educational institutions, particularly in the Iranian
context. Most existing studies have focused on private organizations or commercial settings, while limited
attention has been paid to public educational systems. Moreover, prior research has primarily investigated the
consequences of political behavior rather than the contextual, causal, and strategic processes underlying
ingratiation behavior. Therefore, the present study aimed to design a paradigmatic model of ingratiation
behavior in the education system of Sistan and Baluchestan and to identify its contextual conditions, causal
factors, intervening factors, strategies, and consequences.

Methods and Materials

The present study employed a qualitative exploratory design using grounded theory methodology. The research
population consisted of educational experts, school administrators, and university faculty members familiar
with organizational behavior and educational management in the education system of Sistan and Baluchestan
Province. Participants were selected through purposive and theoretical sampling based on educational
background, managerial experience, and professional expertise related to the research topic.

Data collection was conducted through in-depth semi-structured interviews. The interview process continued
until theoretical saturation was achieved. A total of 20 participants were interviewed. Each interview lasted
between 30 and 45 minutes and focused on participants’ experiences and perceptions regarding organizational
flattery, political behavior, managerial practices, and relational dynamics within educational organizations.
Simultaneous data collection and analysis were conducted based on Strauss and Corbin’s grounded theory
approach. Open coding, axial coding, and selective coding were used to identify concepts, categories, and
relationships among categories. During open coding, initial concepts and codes were extracted from interview
transcripts line by line. In axial coding, related concepts were organized into broader categories and
subcategories. Finally, selective coding was used to integrate categories and develop the paradigmatic model
of ingratiation behavior.

To ensure trustworthiness and rigor, Lincoln and Guba’s criteria were applied, including prolonged
engagement, continuous comparison of data, member checking, peer review, and repeated examination of
interview transcripts and analytical notes. Participants were also asked to review parts of the findings to
confirm the accuracy and consistency of interpretations.

Findings

The findings revealed that the paradigmatic model of ingratiation behavior in the education system of Sistan
and Baluchestan consisted of 24 subcategories and 87 open codes categorized into contextual conditions,
causal conditions, intervening conditions, strategic conditions, strategies, and consequences.

Contextual conditions included structural factors, situational factors, autocratic leadership style, and
managerial factors. Structural factors involved centralized decision-making, excessive organizational
hierarchy, formalized procedures, and ambiguous organizational roles. Situational factors included political
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organizational climates, informal communication networks, and the effectiveness of flattery within the
organizational environment. Autocratic leadership was characterized by concentration of power, directive
management, and excessive control over employees. Managerial factors included favoritism, political
orientation of managers, and weak adherence to organizational regulations.

Intervening conditions consisted of personality traits, cultural factors, and environmental factors. Personality-
related conditions included high Machiavellianism, power-seeking tendencies, and achievement-oriented
motivation. Cultural factors involved the normalization of flattery, excessive admiration of managers, and the
spread of insincere reporting practices. Environmental factors included the prevalence of political advancement
strategies in other governmental organizations and employees’ perceptions that political behavior facilitates
organizational success.

Causal conditions included self-interest seeking, organizational factors, managerial preference orientation, low
employee competence, and power-seeking behaviors. Employees sought financial benefits, career
advancement, and access to organizational resources through political interactions and ingratiation tactics.
Organizational ambiguity, lack of participation in decision-making, unfair managerial practices, and undefined
evaluation systems also contributed to the development of ingratiation behavior.

Strategic conditions facilitating ingratiation behavior included weak career development systems, lack of
transparency in organizational processes, and managerial challenges. Participants reported the absence of fair
promotion systems, lack of objective performance indicators, limited employee participation in decision-
making, and insufficient accountability mechanisms.

The findings further identified several strategies for reducing ingratiation behavior. These strategies included
implementing meritocracy in appointments, establishing objective performance evaluation systems, and
strengthening participatory management. Merit-based appointments required defining competency-based
criteria for managerial positions and reducing political interference in organizational decisions. Performance
evaluation strategies emphasized measurable indicators, transparent assessment systems, and fair reward
mechanisms. Participatory management involved involving employees in organizational decision-making and
prioritizing collective over individual decisions.

The consequences of ingratiation behavior included deviant organizational behaviors, reduced organizational
commitment, job burnout, decreased productivity, unethical conduct, organizational hypocrisy, and weakened
organizational trust. Conversely, reducing ingratiation behavior resulted in improved human resource
development, organizational health, sustainable development, meritocracy, increased motivation, and
enhanced organizational productivity.

Discussion and Conclusion

The findings demonstrated that ingratiation behavior in educational organizations is a multidimensional
phenomenon influenced by structural, managerial, cultural, and individual factors. Organizational
environments characterized by centralized power, weak transparency, and political managerial practices
provide fertile ground for the emergence of flattery and political behaviors. In such environments, employees
may perceive ingratiation as an effective strategy for gaining organizational advantages and career
opportunities.

The study also showed that ingratiation behavior is reinforced by organizational cultures that normalize flattery
and excessive admiration of authority figures. When employees observe that promotions and rewards are based
on personal relationships rather than competence, political behavior gradually becomes institutionalized within
organizational culture. This process weakens organizational trust, reduces employee motivation, and
undermines perceptions of fairness and justice.

The results further highlighted that ingratiation behavior has serious organizational consequences, including
deviant behaviors, burnout, reduced commitment, and decreased productivity. These findings suggest that
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organizational politics and flattery not only affect interpersonal relationships but also influence overall
organizational effectiveness and sustainability. Educational organizations are particularly vulnerable because
the quality of managerial decisions and professional relationships directly affects educational performance and
human capital development.

The study emphasized the importance of meritocracy, transparency, ethical leadership, and participatory
management in reducing ingratiation behavior. Organizations that implement objective evaluation systems and
competency-based appointments are less likely to experience the negative effects of organizational politics and
flattery. Furthermore, strengthening ethical organizational culture and increasing managerial accountability
can reduce employees’ reliance on political tactics and informal influence strategies.

Overall, the present study contributes to the literature on organizational political behavior by providing a
grounded paradigmatic model of ingratiation behavior within the educational context. The findings offer
practical insights for educational policymakers and managers seeking to improve organizational health,
strengthen meritocracy, and reduce the destructive effects of political and flattery-based interactions in
educational institutions.
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